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Mayor Milissa Holland
Vice Mayor Nick Klufas

Council Member Eddie Branquinho
Council Member Robert G. Cuff

Council Member Jack D. Howell, II

City Hall
160 Lake Avenue
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www.palmcoastgov.com

Friday, March 8, 2019                                                                                                                    9:00 AM CITY HALL

City Staff
Beau Falgout, Interim City Manager
William Reischmann, City Attorney
Virginia A. Smith, City Clerk

> Public Participation shall be in accordance with Section 286.0114 Florida Statutes.

> Other matters of concern may be discussed as determined by City Council.

> If you wish to obtain more information regarding the City Council’s agenda, please contact the City Clerk's Office at 386-986-3713.

> In accordance with the Americans with Disabilities Act, persons needing assistance to participate in any of these proceedings 
should contact the City Clerk at 386-986-3713, at least 48 hours prior to the meeting.

> City Council Meetings are streamed live on YouTube at https://www.youtube.com/user/PalmCoastGovTV/live.

> All pagers and cell phones are to remain OFF while City Council is in session.

A. CALL TO ORDER

B. PLEDGE OF ALLEGIANCE TO THE FLAG

C. ROLL CALL

D. INTERVIEWS OF CANDIDATES FOR CITY MANAGER

1. INTERVIEWS FOR CITY MANAGER

E. PUBLIC PARTICIPATION
Remainder of Public Comments is limited to three (3) minutes each.

F. ADJOURNMENT
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City of Palm Coast, Florida
Agenda Item

Agenda Date : 03/08/2019

Department CITY CLERK Amount  
Item Key 6172 Account 

#
 

Subject INTERVIEWS FOR CITY MANAGER

Background :
City Council will be interviewing the following candidates for the City Manager position. Each 
candidate will have an interview lasting no longer than 90 minutes. The order of the candidates 
does not reflect any rating of the candidates, however to accommodate travel schedules those 
located furthest away will be interviewed in the morning session. 

1. Mr. Matthew Morton  
2. Mr. Doug Kewley  
3. Ms. Robin Hayes  
4. Mr. Beau Falgout  
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FINALIST CANDIDATE REVIEW 

This br ie f ing book has been p repared for t he 

exclusive use o f t he City o f Palm Coast. 

Ai l contents herein are propr ie ta ry in fo rmat ion 

owned by SGR and any release of names or o ther 

in fo rmat ion conta ined here in can reasonably be 

predic ted t o cause damage t o the persons contained 

here in . 

No names, or o ther i n fo rma t ion conta ined here in, 

may be released or revealed in any way w i t h o u t the 

approval o f SGR. 
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February 28, 2019 

CONFIDENTIAL AND PROPRIETARY 

Honorable Mayor Holland and City Council Members 

160 Lake Avenue 

Palm Coast, Florida 32164 

Dear Mayor Holland and Council Members: 

I am pleased to provide you this confidential briefing book on the finalist candidates to become the City of Palm 

Coast's next City Manager. 

Behind each tab are the following documents: cover letter, resume, completed questionnaire, first year game 

plan, and DISC Management Profile. The comprehensive media reports are being provided to you separately via 

the enclosed flash drive{s). Behind this letter, but in front of the tabs, are several documents to assist in your 

deliberations: Forced Ranking Form, DISC Team View Report, Overview of DISC Styles, Navigating the Legal 

Aspects of Interview Questions, and the ICMA Model Agreement. 

The Overview of DISC Styles is a three-page sample summary that will allow you to better interpret the 

candidates' DISC assessment results. The Team View Report is derived from the DISC Management Profiles and 

provides the management type of each of the candidates so that you can easily compare them side-by-side. The 

Team View Report displays the candidate's management preference In a circle view, which is represented by a 

black dot in the circle. The closer the dot is to the edge of the circle, the stronger the candidate leans toward a 

particular style. You can also determine the strength of the preference by looking at the colors represented. 

The ICMA Model Agreement has been provided in this briefing book because this will be the framework of 

reference that most city managers wil l bring to contract discussions. There is nothing that requires or mandates 

that any of the provisions in this document be in the final agreement. However, I wanted to give you an 

opportunity to be familiar wi th the document prior to the time that you enter into employee agreement 

discussions wi th a given finalist. 

I hope this proves helpful as you prepare for the upcoming interviews. Please feel free to call me at any t ime if 
you have questions. 

Respectfully submitted. 

Douglas Thomas 

Senior Vice President, SGR 

DQuslasThomas@GovernmentResource.com 

Cell: 863-860-9314 

PC Box 1642 Keller, Texas 76244 817-337-8581 www.GovernmentResource.com 
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Boasting beautiful natural vistas and endless recreational opportunities, the City of Palm Coast, Florida, 
is situated on 96 square miles along saltwater and freshwater canals and the Intracoastal Waterway, just 
minutes from pristine Atlantic Ocean beaches. The growing, dynamic community of 86,516 is located in 
Fiagier County, with Interstate 95 running through the City and intersecting with Interstate 4, providing 
convenient connectivity with Daytona Beach and Tampa. 

One of Florida's newest cities, Palm Coast was incorporated in 1999 and offers a vibrant lifestyle In 
a scenic natural environment. The City was originally developed by ITT Community Development 
Corporation beginning in the 1970s. It was marketed as a retirement community in the early years but 
is now home to many families and people of all ages. Palm Coast was one of the fastest-growing cities 
in the United States in the early 2000s and growth is expected to continue. 

The City has a dozen beautiful parks, 125+ miles of connecting trails and paths for walking/bicycling, 
abundant fishing and boating, world-class tennis and golf, birding along Great Florida Birding & Wildlife 
Trails, and recreational programming for residents and visitors of ail ages. The Indian Trails Sports 
Complex hosts soccer, lacrosse, baseball, and other athletic tournaments for teams throughout the 
Southeast. Special events include the Arbor Day celebration, the Birds of a Feather Fest, the Intracoastal 
Waterway Cleanup, Movies in the Park, Food Truck Tuesdays, the Palm Coast & the Flagler Beaches 
Senior Games, the Starlight Event & Parade, and much more. 

Flagler County Schools, Florida Hospital Fiagier, Palm Coast Data, Publix Supermarkets, and Hammock 
Beach Resort are the area's major employers. High profile major development projects underway or 
recently completed include: Shoppes of Palm Coast (Tractor Supply, Aldi, Starbucks, and Taco Bell), 
Island Walk Shopping Center (Hobby Lobby, Tuesday Morning, Publix, IHOP, etc.), FPL Category 5-rated 
Service Center, Florida Hospital Flagler major expansion, Creekside at Grand Haven (residential), 
Moonrise Brewery, Grand Landings Phase 3 (residential), and Matanzas Lake subdivision (residential). 

Fiagier County Public Schools serves approximately 13,000 K-12 students in Palm Coast. The district 
consists of nine campuses, including five elementary, two middle schools, two high schools, one 
virtual school, and two charter schools. Flagler Schools leverages a full-range of technology and digital 
resources for students and has partnered with the community to bring Flagship Choice Programs to all 
of its schools, allowing students to explore careers from the earliest grade levels. Students can explore 
and grow in the worlds of agriculture, aerospace, green technology, health science, engineering and 
computer science, marine research, finance and business, leadership, the arts, and more. Currently 
there are 22 Flagship Programs spanning grades K-12 that provide an enriched education infused with 
the essentials for coilege and career readiness. Ail schools offer a variety of extracurricular activities 
and clubs. 

PALM COAST, FLORIDA: CiTY MANAGER 
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THE C O M M U N I T Y 
CONTINUED 

For those seeking higher education, Daytona State College has a campus in Palm Coast (Flagler/Palm 
Coast Campus). Regionally, colleges and universities include: Embry-Riddle Aeronautical University and 
Bethune-Cookman University in Daytona Beach; Stetson University in DeLand; the University of Central 
Florida in Orlando (with a campus in Daytona Beach); Flagler College and the University of St. Augustine 
for Health Sciences in St. Augustine; University of North Florida in Jacksonville; and the Florida Coastal 
School of Law in Jacksonville. 

The City has a median household income of $49,207 and an average home value of $211,100. 

GOVERNANCE AND O R G A N I Z A T I O N 

M I S S I O N 
To provide our residents, visitors, and business community with exceptional government services in 

order to improve the quality of life, grow the local economy, and protect the natural environment 
through a planned integrative approach using available technology. 

V A L U E S 
Pride - Passion in working together for a better tomorrow 

Accountability - Accept responsibility for our actions and 
decisions 

Leadership - Courage to shape our City today and into the 
future in a transparent manner 

Motivated - Seek continuous improvement in all services 

Collaborative - Dedicated to building partnerships that 
address community concerns and needs 

Ownership - Responsible for our actions and inactions 

Achievement - Seek excellence in all that we do 

Stewardship - Protectors of our natural environment 

Trust - Mindful of our responsibility, we pledge to use 
taxpayer resources (time, talent, money) efficiently 

PALM COAST, FLORIDA: CITY MANAGER 
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Palm Coast operates under the council-manager form 
of government composed of the Mayor and four City 
Council members who act as the political head of the 
City and are responsible for setting policy, approving 
the budget, determining the tax rate, and formulating 
broad long-term policies that outline the City's public 
function. The Mayor and Council members are elected 
at-iarge, for a term of four years and may serve no 
more than two consecutive four-year terms in the same 
seat. The City Manager is appointed by Mayor and 
Council and implements the policies of the Council, in 
addition to directing day-to-day operations, preparing 
the annual budget, overseeing personnel matters, 
recommending policies or programs to the Council, and 
keeping the Council fully advised of the financial and 
other conditions of the City. 

The City provides a full-range of municipal services 
supported by approximately 450 full-time, 4 part-time, 
and 70 seasonal/temporary employees represented 
by unions administered under their respective 
collective bargaining agreements. The FY 2019 annual 
budget is approximately $143.7 million, including 
a general fund of $37.4 million, with an ad valorem 
millage rate of 4.6989. 

The City Manager's direct reports include the City Clerk, 
Administrative Services & Economic Development 
Director, Finance Director, Information Technology 
Director, Utility Director, Fire Chief, Parks & Recreation 
Director, Community Development Director, Public 
Works Director, Human Resources Director, and 
Executive Assistant. Police protection is provided 
through an interlocal agreement with the Flagler County 
Sheriffs Department. 

Palm Coast has a tradition of using cross functional/ 
departmental teams to implement the City Council's 
targeted objectives, strategies, and goals. The use of 
a team approach is an effort to foster individual skills 
and highlight the talent that exists within the City's 
workforce. There are currently approximately 25 
different cross functional teams working on community 
goals and challenges. 

4 PALIVI COAST, FLORIDA: CITY MANAGER 
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CHALLENGES AND OPPORJ UNr iLES 

f r ^ f s ^ i f t 

• f ^ ^ ^ ^ 

Public-Private Partnership (P3) for Palm Coast's "FiberlMet" 

Palm Coast commissioned the construction of the City's FiberNet, a high-speed fiber-optic backbone 
to connect all City sites and facilities in 2004. Currently, FiberNet's assets include nearly 60 route miles 
of conduit and 54 miles of high-count fiber cable. The City's economic development goals include the 
attraction of dynamic, high-paying technology jobs, bolstered by the enhancement of its advanced 
world-class public network. A broadband strategic plan with Magellan Advisors was recently completed 
to map out a public-private partnership whereby the City will focus its efforts on the expansion and 
maintenance of the fiber network, while its yet to be determined P3 partner focuses on lighting and 
operating the network for the benefit of the community. The successor City Manager will play a key role 
in the development of the P3 and the attainment of the City's vision for FiberNet. 

Department of Public Works (DPW) Complex Replacement 

The City's CIP has identified a growing need to address its aging DPW complex, at an estimated cost of 
$20 million. There have been some discussions regarding the potential funding source to replace the 
complex, but a resolution will likely involve the development of proposed funding strategies by the next 
City Manager. 

Economic Diversification & Business Friendly Development 

One of Palm Coast's goals is to be recognized as a community that encourages development consistent 
with its evolving vision; this will likely require innovative strategies that will increase development 
investment opportunities. The next City Manager will help the City Council and community refine the 
future vision for Palm Coast and promote the continued transition of the community from a largely 
residential planned community to a more diverse, mixed-use, residential, commercial, high-tech, and 
high-skill business center in an effort to diversify the City's tax base. 

5 PALM COAST. FLORiDA: CITY MANAGER 
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CHALLENGES AND OPPORTUNITIES 
CONTINUED 

Infrastructure Improvement 

Because of Palm Coast's history as a planned community, 
virtually all its underground infrastructure and most of 
its streets were constructed around the same timeframe, 
resulting in a growing need for repairs and upgrades. 
Some steps have been taken in anticipation of the 
reinvestment in infrastructure through Identified funding 
mechanisms; however additional CIP resources will need 
to be identified and/or re-allocated to address anticipated 
future capital needs. 

Innovation District/Opportunity Zone 

Palm Coast's Town Center area has been infrastructure-
ready for several years, but its intended vision has yet to 
be fully realized. The City and Community Redevelopment 
Area (CRA) recently took a fresh look at the area and 
made the development of Town Center a high priority 
through its designation as an "Innovation District." The 
designation is intended to leverage proximity, density, 
and authenticity and create an experiential-living hub 
where residents can live, work, and play. As part of the 
focus, an Innovation Kick Start Program was established to 
incentivize development in the district by the end of 2020. 

Workforce Housing 

Although single-family residential price points exist at all 
levels in Palm Coast, there is an increasing need to address 
workforce housing opportunities that support the emerging 
economic development vision of the community. 

PALM COAST, FLORIDA; CiTY MANAGER 
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IDEAL CANDIDATE 

The Gity of Palm Coast seeks an enthusiastic leader with a 
commitment to professionalism and a dedication to public 
service. The ideal candidate will have a demonstrated track 
record o f resourceful, entrepreneurial approaches to 
development and must be will ing to consider creative strategies 
to address high-growth community issues and challenges. 
The next City Manager will have a sense of vision for both 
the organization and community that will ensure sustainable 
future growth. 

A candidate with a strong financial background and sound 
business acumen, including long-term capital planning and 
budgeting skills, is strongly desired. An abil ity to cultivate 
and maintain a positive relationship with the City Council and 
help build consensus while guiding the future direction of the 
City will be essential. Open-minded and flexible, the new City 
Manager will have a demonstrated commitment to continuous 
process improvement and the aggressive pursuit of state 
and federal grant funding opportunit ies that wil l help the City 
continue to provide a high quality of life to residents. 

"Hie new City Manager will be a seasoned teani-builder with a 
collaborative, pro-active managemenr style. The City Manager will 
fostei a culture of transparency and accountability Lhroughoui 
the organization. A delegator, as opposed to a micromanagcr, 
the tdeal candidate will be comfortable allowing senior leadet sliip 
10 manage ihcir rt^specLivc operations with broad direction. A 
candidate who has an ability to coach, mento i , motivate, and build 
a high-perfoi mance, resulis-driven team and a commitment to the 
professional development of employees will be successful; 

chosen candidate w i l l be accessible and possess excelDtional 
interpersonal and communication skills, with the ability to educate 
and effectively convey information and ideas to individuals at all 
educational levels. The City Manager will be highly visible in the 
communi ty and should be comfortable dealing with a high level of 
citizen and business engagement. Personable, humble, and easy­
going, the ideal candidate will have a strong sense o f humor, and 
the soft skills, emotional Intelligence, and public relations experience 
needed ro build strong relationships with stalf, Council, ciiizons, 
intergovernmental agencies, and the media. 

Excellent negotiation skills, collective bargaining experience, and the 
ability to help stakeholders come to consensus on community issues 
die essential qualil icauons. Ihorough knowledj^o of erncMgency 
management practices, state/FEMA reimbursement processes, and 
water, wastewater, and stormwater systems is a plus. 

7 PALM COAST, FLORIDA: CITY MANAGER 
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E D U C A T I O N A N D E X P E R I E N C E 

The selected candidate must hold a bachelor's degree in public administration, business 
administration, or a related field; a: master's degree is preferred. A minimum of eight years of 
progressively responsible experience in a city manager's office managjng and administering a 
municipal government and/or as a department head is: required. Any combination of education 
and experience tha t provides the required knowledge and skills will also be considered. 

The fihal selected candidate shall establish residency within the corporate limits of the City within 
six (6) months of appointment. Upon request, residency: may be extended by the City Council, for 
an additional six-month period. 

S PALtVl COAST, FLORiDA: CITY MANAGE! 

13



APPLICATION PROCESS 
Please apply online at: littp://bit.ly/SGRCurrentSearclie5 

For more information on this position contact: 

Doug Thomas, Senior Vice President 
Strategic Government Resources 
DouglasThomascSGovern mentResource.com 
540-820-0531 

This position is open until filled. To view the status of this position, please visit: 
http://bit.ly/SGRCurrentSearches 

The City of Palm Coast is an Equal Opportunity Employer and values diversity in its workforce. 
Applicants selected as finalists for this position will be subject to a comprehensive background check. 
Pursuant to the Florida Public Records Act, all applications are subject to public disclosure upon 
receipt; however, public record requests regarding candidates do not typically occur prior to the 
selection of semifinalists and/or finalists. 

RESOURCES 
City of Palm Coast 
palmcoastgov.com 

Strategic Plan 
bit.ly/PalmCoastStrategicPlan 

Comprehensive Plan 
palmcoastgov.com/about/comp-pian 

FY 2019 Annual Budget 
palmcoastgov.com/government/ 
finance/budget-preparation 

Flagler County Department of Economic 
Opportunity 
FlaglerCountyEDC.com 

Public Schools Website 
flaglerschools.com 

Follow Us 

# m ^ % 
KM fal t i l 
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CITY OF PALM COAST 

CITY MANAGER CANDIDATE REVIEW 

Beau Falgout 

Donald Kewley 

M a t t h e w M o r t o n 

Robin Hayes 

Instructions: 

In t he space beside each cand idate , s imply assign 1 

po in t t o t he candidate w h o is your t op choice. Then, 

assign 2 points t o you r second choice, 3 to your t h i r d 

choice, etc. 
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EVERYTHING 

Team Report 
(4 People) 

Tuesday, February 26, 2019 

This report Is provided by; 

Strategic Government Resources, Inc. 
PO Box 1642 
Keller, TX 76244 
1-817-337-8581 
www.GovernmentResource.com 

W I L E Y 

0 

16



"p. 

Beau F algout Robin Hayes Donald Kewiey Matthew Morton 

• 

CD 

^ ^ ^ ^ 

Style IS tyle IDS Style 

V Conidenlftiusnfea,. 

iS£ .tyle 

© 2003 by John Wiley S Sons, Inc. righls 
reserved,Reproduction in sny form, in whole or in part, is 
prohibited. 

Team Report 17



EVERYTHING 
MANAGEMENT 

ASSESSMENT TO ACTION Casey Tyler 

Wednesday, January 15, 2014 

This report is provided by: 

Wiley 

Tim Tessman 
800-653-3472 

W I L E Y 

W I L E Y 

r00-
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INTRODUCTION 

EVERYThliNG 
VAMAGrML-N" 

Welcome to Everything DiSC® 
Casey, have you ever wondered why connecting with 
some people is easier for you than with others? 

Maybe you've noticed that you have an easier time 

managing people who focus on creating lively 

environments and relationsfiips. 

Or, maybe you're more comfortable working with 

those who take an optimistic, fast-paced approach 

than those who work at a steadier pace. 

Or, perhaps you relate best to people who are more 

enthusiastic than analytical. 

Everything DiSC® is a simple tool that offers information to 
heip you understand yourself and others better—and this 
can be of tremendous use as a manager. This report uses 
your individual assessment data to provide a wealth of 
information about your management priorities and 
preferences. In addition, you'll learn how to connect better 
with people whose priorities and preferences differ from 
yours. 

Cornerstone Principles 

• All Disc style are equally valuable, and people 
with all styles can be effective managers. 

• Your management style is also influenced by 
other factors such as life experiences, 
education, and maturity, 

• Understanding yourself better is the first step 
to becoming more effective with your 
employees and your manager. 

• Learning about other people's DiSC styles can 
help you understand their priorities and how 
they may differ from your own. 

• You can improve the quality of your 
management experience by using DISC to 
build more effective relationships. 

DOMINANCE 

Results-oriented 
Firm 

^ ; g f ^ t i i i i i K l i f 

Analytical 
Reserved 
Precise 
Private 
Systematic 

INFLUENCE 
Outgoing 
Enthusiastic 
Optimistic 
High-spirited 
Lively 

Accommodating 
Patient 
THumble 
Tactful 

CONSCIENTIOUSNESS 

© 2013 by John Wiley S Sons, Inc. All rights reserved. 
Reproduction in any form, in whole or in part, is prohibited. 

Casey Tyler 
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APPENDIX: OVERVIEW OF THE DiSC® STYLES 

EVERYTHING 

The graphic below provides a snapshot of the four basic DiSC® styles. 

Priorities: providing encouragement, 
tal<ing action, fostering collaboration; 

Motivated by: social recognition, group 
activities, friendly relationships: 

Fears: social rejection, disapproval, 
loss of influence, being ignored 

you will notice: charm, enthusiasm, 
'. optimism, talkativeness ; 

Pripritie?: ensMring objectivity. 
vacNe\^ng relabiiliti^ 
challenging assumptions > 

Iy1otiyat0d t)ĵ  6 ^ 
expertise or gain knowledge, attention 
to quality 

Fears: criticism, slipshod methods, 
?being>vrong;;';-^^ 

You will notice: precision, analysis, 
skepticism, reserve, quiet 

Limitations: overly critical, tendency to 
overanalyze, isolates self 

CONSCIENTIOUSNESS 

© 2013 by John Wiley & Sons, Inc. All rights reserved. 
Reproduction in any form, in whole or in part, is prohibited. Casey Tyler 
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These types of questions are illegal or inappropriate: 

Are you a U.S. Citizen? 

• It is legal to ask, "Are you legally eligible to work in the U.S.?" 

What is your nationality? 

• Questions regarding names, accents, facial features, etc. that might 

be used to determine nationality should be avoided. 

Have you ever been arrested? 

• It is legal to ask, "Have you ever been convicted of a crime?" 

• There may be some agencies that have latitude wi th this q u e s t i o n -

specifically law enforcement agencies. However, such questions are 

best suited for applications that have been thoroughly screened by 

legal experts, not interviews. 

Have you ever filed for bankruptcy? 

• Organizations may have latitude wi th this question depending on the 
nature of the position they are fil l ing. With that said. It is wise to not 

ask the question in an interview context. 

Do you have a medical condition? 

• Employers are allowed to state required job functions and ask, if 

asked of all applicants, "Can you fulfi l l the requirements of this job 

with or without reasonable accommodation?" If the applicant lies 

during the hiring process, the organization has legal grounds for 

disciplinary action or dismissal. 

Are you married? 

• Could be prejudicial and should not be asked. 

Are you planning on starting a family? 

• Having a child is protected by law. 

What are your childcare arrangements? 

• Could be prejudicial and should not be asked. 

!t is illegal to make hiring 

decisions based on 

applicants' protected 

characteristics and 

activities. "Protected 

characteristics" are defined 

by Title VII of the Civil 

Rights Act of 1964. They 

include: 

• Race 

• Color 

• Religion 

• Sex 

• National Origin 

Subsequent legislation 

prohibits discrimination 
based on: 

• Age (40 years of 

age or aider) 

• Disability 

• Genetic 

information 

• Pregnancy 

• Marital Status 

BOTTOM LINE 
During the interview 
process, stick with the 
applicant's ability to 
fulfill the requirements 
of the position. 
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NAVIGATING THE LEGAL ASPECTS OF INTERVIEW QUESTIONS, CONT'D 

Are you a member of a union or labor organization? 

• Such activity is protected by law and should not be asked. If the position requires specific 

membership, a question may legally be posed as, "This position requires membership in Labor 

Organization ABC. Are you able to fulfil l the requirements of the position?" 

Have you ever sued a former employer? 

• Federal law protects such activity and the question should not be asked. 

Have you ever filed a workers' compensation claim? 

• Such activity is protected by law and should not be asked. 

When did you graduate from high school/college? 

• Could be fishing for an applicant's age. Note: Human Resources wil l determine an applicant's 

age, educational level, etc. While contextually appropriate for certain aspects of the application 

process, such questions are not appropriate for the interview. 

Are you available to work on Easter Sunday? 

• A question of this nature could constitute religious harassment. The question should be worded 

as, "This job requires working on weekends and holidays. Can you fulfil l those requirements with 

or without reasonable accommodation?" 

Questions regarding health: 

Organizations should make no inquiries Into an individual's health history, physical wellness, 

hospitalizations, surgeries, health status of family members, etc. 

As previously stated, the organization can spell out necessary requirements of a job, i.e., this job 

requires standing up for three hours per day, this job requires approximately 40% travel, this job 

requires dependable transportation and a valid driver's license, etc. 

Organizations may ask questions that relate directly to the requirements of the job, the applicant's 

ability to do the job, and relevant experience, knowledge, and skills. 

Organizations may utilize applicant assessments as long as those assessments are administered to ALL 

applicants at any given stage of the interviewing process. The results of the assessments may be part of 

the interview conversation, but such conversations should clearly exhibit established pattern and 

practice. Structuring the interviews and subsequently utilizing the structure for every interview 

increases that likelihood. 

It is perfectly acceptable to ask questions related to previous contexts as long as those questions relate 

to skills, talents, attitudes, etc. For example, "Tell us about a time when you had to reprimand an 

employee. How did you handle that situation?" or "Reflect on a situation when you and a co-worker 

disagreed on something. How did you resolve the issue?" 

The key is stay away from protected characteristics and focus on job ability. 

22
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Leaders at the Core of Better Communities 

ICMA advances professional local government worldwide. Its mission is to create exceilence in local 
governance by developing and advancing professional management of local government. ICMA, the 
International City/County Management Association, provides member support; publications, data, and 
information; peer and results-oriented assistance; and training and professional development to more than 
9,000 city, town, and county experts and other individuals and organizations throughout the world. The 
management decisions made by ICMA's members affect 185 million individuals living in thousands of 
communities, from smaU villages and towns to large metropohtan areas. 

ICMA 
777 North Capitol Street. NE 
Suite 500 
Washington, DC 20002-4201 
202-289-ICMA (4262) 
icma.org 

Copyright ©2013 by the International City/County Management Association. All rights reserved, including 
rights of reproduction and use in any form or by any means, including the making of copies by any 
photographic process, or by any electrical or mechanical device, printed, written, or oral or recording for 
sound or visual reproduction, or for use in any knowledge or retrieval system or device, unless permission 
in writing is obtained from the copyright proprietor. 
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This Agreement, made and entered into this [date], by 
and between the [local government] of [state], [town/ 
city/county] a municipal corporation, (hereinafter 
called "Employer") and [name], (hereinafter called 
"Employee") an individual who has the education, train­

ing and experience in local government management 
and who, as a member of the International City/County 
Management Association (ICMA), is subject to the 
ICMA Code of Ethics, both of whom agree as follows; 

Section 1: Term 

Recommended Language 
A. This agreement shall remain in full force and 
effect from [date] until terminated by the Employer 
or Employee as provided in Section 9, 10 or 11 of this 
agreement. 

Option 1 
The terra of this agreement shall be for an initial 
period of [#] years from [date] to [date]. This Agree­
ment shall automatically be renewed on its anniver­
sary date for a [#] year term unless notice that the 
Agreement shall terminate is given at least [#] months 

(12 months recommended) before the expiration date. 
In the event the agreement is not renewed, all com­
pensation, benefits and requirements of the agreement 
shall remain in effect until the expiration of the term 
of the Agreement unless Employee voluntarily resigns. 

In the event that the Employee is terminated, as 
defined in Section 9 of this agreement, the Employee 
shall be entitled to all compensation including sal­
ary, accrued vacation and sick leave, car allowance 
paid in lump sum or in a continuation of salary on 
the existing [biweekly/monthly] basis, at the Employ­
ee's option, plus continuation of all benefits for the 
remainder of the term of this agreement. 

Section 2: Duties and Authority 
Recommended Language 
A. Employer agrees to employ [name] as [title] to 
perform the functions and duties specified in [legal 
reference] of the [local government] charter and/or by 
ordinance (#) dated [legal reference] of the [local govern­
ment] code and to perform other legally permissible and 
proper duties and functions without interference. 

B. Employee is the chief executive officer of the 
Employer and shall faithfully perform the duties as 
prescribed in the job description as set forth in the 
Employer's charter and/or ordinances and as may be 
lawfully assigned by the Employer and shall comply 
with all lawful governing body directives, state and 
federal law, Employer policies, rules and ordinances as 
they exist or may hereafter be amended. 

C. Specifically, it shall be the duty of the Employee to 
employ on behalf of the Employer all other employees 
of the organization consistent with the policies of the 
governing body and the ordinances and charter of the 
Employer. 

D. It shall also be the duty of the Employee to direct, 
assign, reassign and evaluate all of the employees of 
the Employer consistent with policies, ordinances, 
charter, state and federal law. 

E. It shall also be the duty of the Employee to orga­
nize, reorganize and arrange the staff of the Employer 
and to develop and estabhsh internal regulations, rules 
and procedures which the Employee deems neces­
sary for the efficient and effective operation of the 
Employer consistent with the lawful directives, poli­
cies, ordinances, state and federal law. 

F. It shall also be the duty of the Employee to accept 
all resignations of employees of the Employer consis­
tent with the poUcies, ordinances, state and federal 
law, except the Employee's resignation which must be 
accepted by the governing body. 

G. The Employee shall perform the duties of (city, 
county or town) manager of the Employer with rea­
sonable care, diligence, skill and expertise. 
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H. All duties assigned to the Employee by the govern­
ing body shall be appropriate to and consistent with the 
professional role and responsibility of the Employee. 

I . The Employee cannot be reassigned from the posi­
tion of (city, county or town) manager to another posi­
tion without the Employee's express written consent. 

J. The Employee or designee shall attend, and shall 
be permitted to attend, all meetings of the governing 

body, both public and closed, with the exception of 
those closed meetings devoted to the subject of this 
Agreement, or any amendment thereto or the Employ­
ee's evaluation or otherwise consistent with state law. 

K. The governing body, individually and collectively, 
shall refer in a timely manner all substantive criticisms, 
complaints and suggestions called to their attention to 
the Employee for study and/or appropriate action. 

Recommended Language 
A. Base Salary: Employer agrees to pay Employee an 
annual base salary of [$ amount], payable in install­
ments at the same time that the other management 
employees of the Employer are paid. 

B. This agreement shall be automatically amended 
to reflect any salary adjustments that are provided or 
required by the Employer's compensation pohcies to 
include all salary adjustments on the same basis as 
applied to the executive classification of employees. 

C. In addition, consideration shall be given on an 
annual basis to an increase in compensation. 

Options for Section 3. C 
Compensation 

Option 1 
The Employer agrees to increase the compensation of 
the Employee dependent upon the results of the per­
formance evaluation conducted under the provisions 
of Section 12 of this Agreement. Increased compen­
sation can be in the form of a salary increase and/or 
performance incentive and/or an increase in benefits. 

Option 2 
The Employer agrees to increase the compensation of 
the Employee dependent upon the results of the per­
formance evaluation conducted under the provisions 
of Section 12 of this Agreement in addition to provid­
ing a fixed annual increase in the Employee's salary 

based on an agreed upon economic indicator, such as 
the Consumer Price Index. 

Option 3 
The Employer agrees to increase the compensation by 
[ % ] each year. 

Option 4 
The Employer agrees to increase the compensation 
each year by at least the average across the board 
increase granted to other employees of the Employer. 

D. At any time during the term of the Agreement, 
Employer may, in its discretion, review and adjust 
the salary of the Employee, but in no event shall the 
Employee be paid less than the salary set forth in Sec­
tion 3.A. of the Agreement except by mutual written 
agreement between Employee and Employer. Such 
adjustments, if any, shall be made pursuant to a law­
ful governing body action. In such event. Employer 
and Employee agree to provide their best efforts and 
reasonable cooperation to execute a new agreement 
incorporating the adjusted salary. 

E. Except as otherwise provided in this Agreement, 
the Employee shall be entitled, at a minimum, to the 
highest level of benefits enjoyed by and/or available to 
other employees, department heads or general employ­
ees of the Employer as provided by the Employer's 
policies. Charter, ordinances, or personnel rules and 
regulations or other practices. 
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Recommended Language 
A. The Employer agrees to provide and to pay the 
premiums for health, hospitalization, surgical, vision, 
dental and comprehensive medical insurance for the 
Employee and his/her dependents, at a minimum, 
equal to that which is provided to all other employ­
ees of the [local government]. In the event no such 
plan exists. Employer agrees to provide coverage for 
the Employee and dependents in a manner mutually 
agreed upon by Employer and Employee. 

B. The Employer agrees to put into force and to make 
required premium payments for short term and long 
term disability coverage for the Employee. 

C. The Employee may elect to submit once per calen­
dar year to a complete physical examination, including 
a cardio-vascuiar examination, by a qualified physi­
cian selected by the Employee, the cost of which shall 
be paid by the Employer. 

D. The Employer shall pay the amount of premium 
due for term life insurance in the amount of three (3) 
times the Employee's annual base salary, including 
all increases in the base salary during the life of this 
agreement. The Employee shall name the beneficiary 
of the life insurance policy. 

Option 1 
A. The Employer agrees to provide for full health, hos­
pitalization, surgical, vision, dental and comprehensive 
medical insurance for the Employee and his/her depen­
dents on an equivalent basis to that which is provided 
to all other employees of the [local government], and 
Employer shall pay all premiums for the Employee and 
the Employee's dependents. In the event no such plan 
exists. Employer agrees to provide full coverage for the 

Employee and dependents in a manner mutually agreed 
upon by Employer and Employee. 

B. The Employer agrees to put into force and to make 
required premium payments for short term and long 
term disabihty coverage for the Employee. 

C. The Employee may elect to submit once per calen­
dar year to a complete physical examination, including 
a cardio-vascuiar examination, by a qualified physi­
cian selected by the Employee, the cost of which shall 
be paid by the Employer. 

D. The Employer shall pay the amount of premium 
due for term life insurance in the face amount of three 
(3) times the Employee's annual base salary, including 
all increases in the base salary during the life of this 
agreement. If such coverage is not available through 
the Employer's insurance carrier or the Employee elects 
to obtain coverage through a different insurance car­
rier, the Employer shall reimburse the Employee for the 
cost of the premiums in an amount equal to the same 
value as that provided by the Employer's insurance car­
rier. The Employee shall own the hfe insurance pohcy 
and the life insurance policy shall be in the name of 
the Employee and the Employee shall have the right to 
name the beneficiary of the life insurance policy. 

Option 2 
E. The Employer shall provide business travel insur­
ance for the Employee while the Employee is traveling 
on the Employer's business, and the Employee shall 
name the beneficiary thereof. Should the Employee 
die while on travel for the Employer, the Employer 
shall cover the full cost of retrieving and transporting 
the Employee's remains back to the custody of the 
Employee's family. 

Section 5: Vacation, Sick, and Military Leave 
Recommended Language 
A. Upon commencing employment, the Employee 
shall be credited with [ # ] accrued sick leave hours 
and [ # ] accrued vacation leave hours. In addition, 
beginning the first day of employment. Employee shall 
accrue sick leave and vacation leave on an annual 
basis, at a minimum, at the highest rate provided or 

available to any other employees, under the same 
rules and provisions applicable to other employees. 

Option 1 
Beginning the first day of employment. Employee shall 
accrue sick leave and vacation leave on an annual 
basis equivalent to the number of years served in the 
profession. 
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B. Upon commencing employment, the Employee shall 
have access to a bank of 180 sick days to be used in the 
case of serious medical conditions. This leave can only 
be used to provide coverage during the waiting period 
between the onset of illness or disability and the point at 
which short or long term disability coverage takes effect 
and may be renewed after each occurrence. 

C. The Employee is entitled to accrue all unused 
leave, without limit, and in the event the Employee's 
employment is terminated, either voluntarily or 

involuntarily, the Employee shall be compensated for 
all accrued vacation time, all paid holidays, executive 
leave, and other benefits to date. 

D. The Employee shall be entitled to military reserve 
leave time pursuant to state law and [local govern­
ment] policy. 

Option 2 
E, The Employee shall annually be credited with five 
(5) days of executive leave. 

Recommended Language 
The Employee's duties require exclusive and unre­
stricted use of an automobile to be mutually agreed 
upon and provided to the Employee at the Employer's 
cost, subject to approval by Employer which shall not 
be withheld without good cause. It shall be mutu­
ally agreed upon whether the vehicle is purchased by 
the Employer, provided under lease to the Employer 
or to the Employee, or provided through a monthly 
allowance. 

Option 1—Monthly Vehicle 
Allowance 
The Employer agrees to pay to the Employee, during 
the terra of this Agreement and in addition to other 
salary and benefits herein provided, the sum of [dol­
lar amount] per year, payable monthly, as a vehicle 
allowance to be used to purchase, lease, or own, oper­
ate and maintain a vehicle. The monthly allowance 
shall be increased annually by [% or $] amount. The 

Employee shall be responsible for paying for liability, 
property damage, and comprehensive insurance cover­
age upon such vehicle and shall further be responsible 
for all expenses attendant to the purchase, operation, 
maintenance, repair, and regular replacement of said 
vehicle. The Employer shall reimburse the Employee 
at the IRS standard mileage rate for any business use 
of the vehicle beyond the greater [local government] 
area. For purposes of this Section, use of the car 
within the greater [local government] area is defined 
as travel to locations within a mile (recom­
mended one hundred (100) mile) radius of the local 
government liraits.) 

Option 2—Employer Providec 
Vehicle 
The Employer shall be responsible for paying for liability, 
property damage, and comprehensive insurance, and for 
the purchase (or lease), operation, maintenance, repair, 
and regular replacement of a full-size automobile. 

Recommended Language 
The Employer agrees to enroll the Employee into the 
applicable state or local retirement system and to 
make all the appropriate contributions on the Employ­
ee's behalf. 

In addition to the Employer's payment to the state or 
local retirement system (as applicable) referenced above. 
Employer agrees to execute and keep in force all neces­

sary agreements provided by ICMA Retirement Corpo­
ration [ICMA-RC] or any other Section 457 deferred 
compensation plan for Employee's [continued] participa­
tion in said supplementary retirement plan. In addition 
to the base salary paid by the Employer to Employee, 
Employer agrees to pay an amount equal to [percentage 
of Employee's base salary, fixed dollar amount of [ $ ] 
, or maximum dollar amount permissible under Federal 
and state law into the designated plan on the Employee's 
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behalf, in equal proportionate amount each pay period. 
The Employer and Employee shall fully disclose to each 
other the financial impact of any amendment to the 
terms of Employee's retirement benefit. 

In lieu of making a contribution to a Section 457 
deferred compensation plan, the dollar value of this 
contribution may be used, at the Employee's option, to 
purchase previous service from another qualified plan. 

Option 1 
Recognizing that effective service with the community 
is based in part on the stabihty provided through a 
long-term relationship, the Employer shall provide a 
retirement annuity, as directed by the Employee, at a 
rate of [dollar amount], payable at the completion of 
each quarter of the fiscal year. This annuity serves as 
a retirement contribution and does not require further 
action of the Employer. 

Option 2 
The Employer shall adopt a quahfied 401 (a) defined con­
tribution plan offered through ICMA Retirement Corpora­
tion for the Employee in the form of a money purchase 
plan to which the Employer shall contribute [ % ] of com­

pensation annually. The 401 (a) plan shall be established 
as an employer paid plan with non-discretionary contri­
butions by the Employer and the Employee shall have no 
right to receive such contributions in cash. The 401 (a) 
plan shall be established under a written plan document 
that meets the requirements of the IRS Code and such 
document is hereby incorporated herein by reference. 
The funds for the 401(a) plan shall be invested in such 
investment vehicles as are allowable under the IRS Code 
and the Employee shall make the sole determination as 
to how the funds are invested. 

Option 2 A: The Employee shall be required to con­
tribute [ % ] of base salary or [dollar amount] annu­
ally on a pre-tax basis as a condition of participation. 

Options 
The Employer shall adopt a qualified 401 (a) profit-
sharing plan offered through ICMA Retirement Cor­
poration for the Employee in the form of a money 
purchase plan to which the Employer shall contribute 
[% ] of all performance bonuses annually. 

Option 3 A: The Employee shall be required to con­
tribute [ % ] of base salary or [dollar amount] annu­
ally on a pre-tax basis as a condition of participation. 

Section 8: General Business Expenses 
Recommended Language 
A. Employer agrees to budget and pay for professional 
dues, including but not limited to the International City/ 
County Management Association, and subscriptions of 
the Employee necessary for continuation and full par­
ticipation in national, regional, state, and local associa­
tions, and organizations necessary and desirable for the 
Employee's continued professional participation, growth, 
and advancement, and for the good of the Employer. 

B. Employer agrees to budget and pay for travel 
and subsistence expenses of Employee for profes­
sional and official travel, meetings, and occasions to 
adequately continue the professional development of 
Employee and to pursue necessary official functions 
for Employer, including but not limited to the ICMA 
Annual Conference, the state league of municipalities, 
and such other narional, regional, state, and local gov­
ernmental groups and committees in which Employee 
serves as a member. 

C. Employer also agrees to budget and pay for travel 
and subsistence expenses of Employee for short 
courses, institutes, and seminars that are necessary for 
the Employee's professional development and for the 
good of the Employer. 

D. Employer recognizes that certain expenses of a 
non-personal but job related nature are incurred by 
Employee, and agrees to reimburse or to pay said gen­
eral expenses. Such expenses may include meals where 
Employer business is being discussed or conducted and 
participation in social events of various organizations 
when representing the Employer. Such expenditures are 
subject to annual budget constraints as well as state 
and Employer ethics and purchasing policies. The 
finance director is authorized to disburse such moneys 
upon receipt of duly executed expense or petty cash 
vouchers, receipts, statements or personal affidavits. 

E. The Employer acknowledges the value of having 
Employee participate and be directly involved in local 
civic clubs or organizations. Accordingly, Employer 
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shall pay for the reasonable membership fees and/ 
or dues to enable the Employee to become an active 
member in local civic clubs or organizations. 

F. Recognizing the importance of constant communi­
cation and maximum productivity, Employer shall pro­
vide Employee, for business and personal use, a laptop 
computer, software, internet connection at Employee's 
permanent residence, mobile phone/personal digital 
assistant and/or tablet computer for business and 

personal use, and pager for business and personal use 
required for the Employee to perform their duties and 
to maintain communication with Employer's staff and 
officials as well as other individuals who are doing 
business with Employer. Upon termination of Employ­
ee's employment, the equipment described herein 
shall become the property of the Employee and at the 
discretion of the Employee any mobile phone number 
shall be transferred to the Employee. 

Recommended Language 
A. For the purpose of this agreement, termination shall 
occur when: 

1. The majority of the governing body votes to termi­
nate the Employee in accordance with (cite applicable 
local law) at a properly posted and duly authorized 
pubhc meeting. 

2. If the Employer, citizens or legislature acts to amend 
any provisions of the [charter, code, enabling legisla­
tion] pertaining to the role, powers, duties, author­
ity, responsibilities of the Employee's position that 
substantially changes the form of government, the 
Employee shall have the right to declare that such 
amendments constitute termination. 

3. If the Employer reduces the base salary, compensa­
tion or any other financial benefit of the Employee, 
unless it is applied in no greater percentage than the 
average reduction of all department heads, such action 
shall constitute a breach of this agreement and will be 
regarded as a termination. 

4. If the Employee resigns following an offer to 
accept resignation, whether formal or informal, by 
the Employer as representative of the majority of the 
governing body that the Employee resign, then the 
Employee may declare a termination as of the date of 
the suggestion. 

5. Breach of contract declared by either party with a 
30 day cure period for either Employee or Employer. 
Written notice of a breach of contract shall be pro­
vided in accordance with the provisions of Section 20. 

Option 1 
A. In the event the Employee is terminated by the 
Employer during the six (6) months immediately fol­
lowing the seating and swearing-in of one or more 
new governing body members, and during such time 
that Employee is wiUing and able to perform his duties 
under this Agreement, then. Employer agrees to pay 
Severance in accordance with Section 10 plus salary 
and benefits in accordance with Section 10 for any 
portion of the six months not worked. 

Severance shall be paid to the Employee when 
employment is terminated as defined in Section 9. 

A. If the Employee is terminated, the Employer shall 
provide a minimum severance payment equal to 
twelve (12) months salary at the then current rate of 
pay. This severance shall be paid in a lump sum or 
in a continuation of salary on the existing [biweekly/ 
monthly] basis, at the Employee's option, 

B. The Employee shall also be compensated for all 
sick leave, vacation leave, and all paid holidays. 

The Employer agrees to make a contribution to the 
Employee's deferred compensation account on the 
value of this compensation calculated using the 
then current annual salary of Employee at the date 
of termination divided by two thousand and eighty 
(2080) hours. If the amount of the contribution under 
this Section exceeds the limit under the Code for a 
contribution to the Deferred Compensation plan, the 
remainder shall be paid to the Employee in a lump 
sum as taxable compensation. 
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C. For a minimum period of one year following termi­
nation, the Employer shall pay the cost to continue the 
following benefits: 

1. Health insurance for the employee and all depen­
dents as provided in Section 4A, after which time. 
Employee will be provided access to health insurance 
pursuant to the Consolidated Omnibus Budget Recon­
ciliation Act {"COBRA"). 

2. Life insurance as provided in Section 4D 

3. Short-term and long-term disability as provided in 
Section 4B 

4. Car allowance or payment of lease, or provide 
option to buy Employer's vehicle at depreciated value 

5. Out placement services should the employee desire 

them in an amount not to exceed [S10,000 to $15,000 
recommended], and 

6. Any other available benefits. 

D. If the Employee is terminated because of a felony 
conviction, then the Employer is not obligated to pay 
severance under this section. 

E. The termination and severance of Employee shall 
be in accordance with the "Separation Agreement" 
agreed to by Employer and Employee. A template for 
such agreement is provided by ICMA, and is incorpo­
rated herein by reference. 

*Provisions for severance and severance related ben­

efits may be governed by state and/or local law. Before 

entering into negotiations, both parties should be 

knowledgeable about relevant legal provisions. 

Section 11: Resignation 
In the event that the Employee voluntarily resigns his/ 
her position with the Employer, the Employee shall 

provide a minimum of 30 days notice unless Employer 
and Employee agree otherwise. 

Section 12: Performance Evaluation 
A. Employer shall annually review the performance of 
the Employee in [month] subject to a process, form, 
criteria, and format for the evaluation which shall be 
mutually agreed upon by the Employer and Employee. 

The annual evaluation process, at a minimum, shall 
include the opportunity for both parties to: [1) 
conduct a formulary session where the governing 
body and the Employee meet first to discuss goals 
and objectives of both the past twelve (12) month 
performance period as well as the upcoming twelve 
(12) month performance period, (2) following that 
formulary discussion, prepare a written evaluation of 
goals and objectives for the past and upcoming year, 
(3) next meet and discuss the written evaluation of 
these goals and objectives, and (4) present a written 
summary of the evaluation results to the Employee. 
The final written evaluation should be completed and 
delivered to the Employee within 30 days of the initial 
formulary evaluation meeting. 

B. Unless the Employee expressly requests otherwise 
in writing, the evaluation of the Employee shall at all 
times be conducted in executive session of the govern­
ing body and shall be considered confidential to the 
extent permitted by law. Nothing herein shall prohibit 
the Employer or Ernployee from sharing the content of 
the Employee's evaluation with their respective legal 
counsel. 

C. In the event the Employer deems the evaluation 
instrument, format and/or procedure is to be modified 
by the Employer and such modifications would require 
new or different performance expectations, then the 
Employee shall be provided a reasonable period of 
time to demonstrate such expected performance before 
being evaluated. 

D. In the event the Employee is an ICMA Credentialed 
Manager, the multi-rater evaluation tool will be uti­
lized at a minimum of every five years. 
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It is recognized that the Employee must devote a great 
deal of time outside the normal office hours on busi­
ness for the Employer, and to that end Employee shall 
be allowed to establish an appropriate work schedule. 

The schedule shall be appropriate to the needs of the 
Employer and shall allow Employee to faithfully per­
form his or her assigned duties and responsibilities. 

Employee will at all times uphold the tenets of the 
ICMA Code of Ethics, a copy of which is attached 
hereto and incorporated herein. Specifically, Employee 
shall not endorse candidates, make financial contribu­
tions, sign or circulate petitions, or participate in fund-
raising activities for individuals seeking or holding 
elected office, nor seek or accept any personal enrich­
ment or profit derived from confidential information 
or misuse of public time. 

Employer shall support Employee in keeping these 

commitments by refraining from any order, direction 
or request that would require Employee to violate the 
ICMA Code of Ethics. Specifically, neither the govern­
ing body nor any individual member thereof shall 
request Employee to endorse any candidate, make any 
financial contribution, sign or circulate any petition, 
or participate in any fund-raising activity for individu­
als seeking or holding elected office, nor to handle 
any matter of personnel on a basis other than fairness, 
impartiality and merit. 

The employment provided for by this Agreement shall 
be the Employee's primary employment. Recognizing 
that certain outside consulting or teaching opportuni­
ties provide indirect benefits to the Employer and the 
community, the Employee may elect to accept limited 

teaching, consulting or other business opportunities 
with the understanding that such arrangements must 
neither constitute interference with nor a conflict of 
interest with his or her responsibilities under this 
Agreement. 

Recommended Language 
Employee agrees to establish residence within the cor­
porate boundaries of the local government, if required, 
within [number] months of employment, and thereaf­
ter to maintain residence within the corporate bound­
aries of the local government. 

A. Employer shall pay directly for the expenses of 
moving Employee and his/her family and personal 
property from [location name] to [location name]. 
Said moving expenses include packing, moving, 
storage costs, unpacking, and insurance charges. 
The Employee shall provide evidence of actual mov­
ing expenses by securing quotations from three (3) 
companies. The Employee shall submit these quotes to 
the Employer who, in consultation with the Employee, 
shall select the moving company. 

B. Employer shall reimburse Employee for actual lodging 
and meal expenses for his/her family in route from [loca­
tion name] to [location name]. Mileage costs for moving 
two personal automobiles shall be reimbursed at the cur­
rent IRS allowable rate of [cents amount] per mile. 

C. Employer shall pay Employee an interim housing 
supplement of [dollar amount] per month for a period 
commencing [date], and shall continue for a maxi­
mum of [tt ] months, or until a home is purchased 
and closed on, within the corporate limits of the [local 
government name], whichever event occurs first. 

D. Employer shall reimburse Employee for a total of 
[number] round trip air fares for Employee and his/ 
her family [amount of total tickets] at any time during 
the first year of service to assist with house hunting and 
other facets of the transition and relocation process. The 
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Employee and his/her family may utilize and distribute 
the total [enter number] individual round trip ticlcets 
in any combination of individual members making the 
trips. The Employee shall be reimbursed for actual lodg­
ing and meal expenses incurred by Employee or his/her 
family members on any trips conducted prior to reloca­
tion, as detailed herein. 

E. The Employee shall be reimbursed, or Employer 
may pay directly, for the expenses of packing and 
moving from temporary housing to permanent hous­

ing during the first year of this agreement. The cost of 
this move shall not exceed (dollar amount). 

F. The Employer shall pay the Employee's tax liability 
on all Employer provided benefits for relocation and 
housing. 

Option 1 
The Employer shall pay a lump sum payment of [$] to 
the Employee to cover relocation costs. 

Section 17: Home Sale and Purchase Expenses 
Recommended Language 
A. Employee shall be reimbursed for the direct costs 
associated with the sale of Employee's existing per­
sonal residence, said reimbursement being limited to 
real estate agents' fees, and other closing costs that 
are directly associated with the sale of the house. Said 
reimbursement should not exceed the sum of [$ ] . 

B. Employee shall be reimbursed for the costs inciden­
tal to buying or building a primary residence within 
the [local government], including real estate fees, ritle 
insurance, and other costs directly associated with the 
purchase or construction of the house, said reimburse­
ment not to exceed the sum of [$]. 

Option 1 
Employer shall reimburse Employee for up to three 
discount points within thirty (30) days following pur­
chase of a home within the corporate limits of [local 
government name], in an effort to minimize mortgage 
rate differentials. 

Option 2 
Employer shall provide Employee with a 
[fixed-interest, variable-interest, interest-only] loan 
to purchase a house. The amount of the loan shall 
not exceed $ . The loan shall be repaid in 
full to the Employer upon the occurrence of either of 
the following events: (i) the home, or the Employee's 
interest in the home, is sold, transferred, or conveyed, 
or (ii) the Employee's employment with the Employer, 
for any reason, is terminated. The Employer and 
Employee shall execute any and all documents neces­
sary to document this transaction. 

Option 3 
Employer agrees to provide the Employee a loan for the 
purchase of a home in an amount not to exceed [dollar 
amount]. Employee shall pay Employer a monthly mort­
gage payment of [dollar amount] for interest, which is 
equal to the amount currently being paid in principle and 
interest for the current residence. Employee shall accrue 
equity at a rate of [ % ] per month. 

Upon termination of employment with the Employer, 
Employee shall have a maximum of six months to 
sell the home while continuing to reside in it under 
the terms and conditions here. Should the home 
sell during the time period. Employer shall receive 
100% of the proceeds minus the percentage of equity 
accrued by Employee as described above, and minus 
the amount of equity originally invested by Employee. 
Said accrued equity and original equity shall both 
be payable to Employee upon closing. Said original 
equity invested shall be calculated as an amount equal 
to the percentage of original purchase price, repre­
sented by the original equity investment by Employee, 
and adjusted to be the same percentage of equity in 
the current sale price of the home. All closing costs 
borne by the seller shall be split between Employer 
and Employee in a proporUon equal to the equity 
share described above. Should the house fail to sell 
within the allotted six month time period, Employer 
has the option of allowing the previous arrangement 
to continue in place or to purchase equity, calcu­
lated as provided above, plus the original cost of all 
improvements made to the property. 
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Option 4 
A. Employer shall provide a residence for Employee 
at no cost to Employee other than the monthly cost of 
all utilities and services. Should Employee choose to 
not accept the housing no additional housing incentive 
shall be provided to Employee. 

B. Upon separation, voluntary or involuntary. 
Employee shall vacate the residence with six (6) 
months of date of separation. 

Option 5 
Employee shall place their current residence on the mar­
ket and make every reasonable attempt to sell residence. 
If after six (6) months, Employee has not sold or agreed 
to sell their residence the Employer shall purchase the 
residence from Employee at ninety percent (90%) of 
current list price or appraised value whichever is less. 
Employer shall then place the residence on the market 
with all proceeds of any sale to Employer. 

Beyond that required under Federal, State or Local 
Law, Employer shall defend, save harmless and 
indemnify Employee against any obligation to pay 
money or perform or no perform action, including 
without Umitation, any and all losses, damages, judg­
ments, interests, settlements, penalties, fines, court 
costs and other reasonable costs and expenses of legal 
proceedings including attorneys fees, and any other 
liabilities arising from, related to, or connected with 
any tort, professional Uability claim or demand or any 
other threatened, pending or completed action, suit 
or proceeding, whether civil, criminal, administrative, 
arbitrative or investigation, whether groundless or 
otherwise, arising out of an alleged act or omission 
occurring in the performance of Employee's duties as 
[job title] or resulting from the exercise of judgment 
or discretion in connection with the performance of 
program duties or responsibilities, unless the act or 
omission involved willful or wanton conduct. The 
Employee may request and the Employer shall not 
unreasonably refuse to provide independent legal rep­
resentation at Employer's expense and Employer may 
not unreasonably withhold approval. Legal representa­
tion, provided by Employer for Employee, shall extend 
until a final determination of the legal action including 
any appeals brought by either party. The Employer 
shall indemnify Employee against any and all losses. 

damages, judgments, interest, settlements, penal­
ties, fines, court costs and other reasonable costs and 
expenses of legal proceedings including attorneys fees, 
and any other liabilities incurred by, imposed upon, 
or suffered by such Employee in connection with or 
resulting from any claim, action, suit, or proceeding, 
actual or threatened, arising out of or in connection 
with the performance of his or her duties. Any settle­
ment of any claim must be made with prior approval 
of the Employer in order for indemnification, as pro­
vided in this Section, to be available. 

Employee recognizes that Employer shall have the 
right to compromise and unless the Employee is a 
party to the suit which Employee shall have a veto 
authority over the settlement, settle any claim or suit; 
unless, said compromise or settlement is of a per­
sonal nature to Employee. Further, Employer agrees 
to pay all reasonable litigation expenses of Employee 
throughout the pendency of any htigation to which 
the Employee is a party, witness or advisor to the 
Employer. Such expense payments shall continue 
beyond Employee's service to the Employer as long 
as litigation is pending. Further. Employer agrees to 
pay Employee reasonable consulting fees and travel 
expenses when Employee serves as a witness, advisor 
or consultant to Employer regarding pending litigation. 

Employer shall bear the full cost of any fidelity or 
other bonds required of the Employee under any law 
or ordinance. 
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Section 20: Other Terms and Conditions of 
Employment 
A. The Employer, only upon agreement with 
Employee, shall fix any such other terms and condi­
tions of employment, as it may determine from time to 
time, relating to the performance of the Employee, pro­
vided such terms and conditions are not inconsistent 
with or in conflict with the provisions of this Agree­
ment, the [local government] Charter, local ordinances 
or any other law. 

B. Except as otherwise provided in this Agreement, the 
Employee shall be entitled, at a minimum, to the highest 
level of benefits that are enjoyed by or offered to other 
[appointed officials, appointed employees, department 

heads or general employees] of the Employer as provided 
in the Charter, Code, Personnel Rules and Regulations or 
by practice. 

Option 1—Appropriation 
The Employer has appropriated, set aside and encum­
bered, and does hereby appropriate, set aside, and 
encumber, available and unappropriated funds of the 
municipality in an amount sufficient to fund and pay 
all financial obligations of the Employer pursuant to 
this Agreement, including but not limited to, the Sev­
erance and other benefits set forth in SectionlO. 

Section 21: Notices 
Notice pursuant to this Agreement shall be given by 
depositing in the custody of the United States Postal 
Service, postage prepaid, and addressed as follows: 

Notice shall be deemed given as of the date of per­
sonal service or as the date of deposit of such writ­
ten notice in the course of transmission in the United 
States Postal Service. 

(a) EMPLOYER: City of ( 
address 
city,state,2ip 

(b3 EMPLOYEE: name 
address 
city, state zip 

I C M A M O D E L E M P L O Y M E N T A G R E E M E N T 2012 11 

36



A. Integration. This Agreement sets forth and estab­
lishes the entire understanding between the Employer 
and the Employee relating to the employment of the 
Employee by the Employer. Any prior discussions 
or representations by or between the Employer and 
Employee are merged into and rendered null and void 
by this Agreement. The Employer and Employee by 
mutual written agreement may amend any provision 
of this agreement during the life of the agreement. 
Such amendments shall be incorporated and made a 
part of this agreement. 

B. Binding Effect. This Agreement shall be binding 
on the Employer and the Employee as well as their 
heirs, assigns, executors, personal representatives and 
successors in interest. 

C. Effective Date. 
effective on 

This Agreement shall become 

D. Severability. The invalidity or partial invalidity 
of any portion of this Agreement will not affect the 
validity of any other provision. In the event that any 
provision of this Agreement is held to be invalid, the 
remaining provisions shall be deemed to be in full 
force and effect as if they have been executed by both 

Employer and Employee subsequent to the expunge­
ment or judicial modification of the invalid provision. 

E. Precedence. In the event of any conflict between 
the terms, conditions and provisions of this Agreement 
and the provisions of Council's policies, or Employer's 
ordinance or Employer's rules and regulations, or any 
permissive state or federal law, then, unless otherwise 
prohibited by law, the terms of this Agreement shall 
take precedence over contrary provisions of Council's 
policies, or Employer's ordinances, or Employer's rules 
and regulations or any such permissive law during the 
term of this Agreement. 

Name of Employer 

By: 
Governing Body Representative 

Executed this the (number) day of (month), (year). 

Employee 

Signature: 

Executed this the (number) day of (month),(year). 
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Appendix 1 
SEPARATION OF EMPLOYMENT AND GENERAL RELEASE 

This Separation of Employment and General 
Release Agreement ("Agreement") is made by and 
between the [local government] ("Employer") and 

("Employee"). 

WHEREAS, Employer has employed Employee as its 
; however, the parties wish 

to enter into a voluntary agreement to terminate their 
employment relationship and to resolve any actual or 
potential claims that either party may have against the 
other by reason of Employee's employment or termi­
nation thereof. 

WHEREAS, The parties desire to set forth the terms 
and conditions governing Employee's separation of 
employment and to provide for the settlement and 
release of any and all disputes or controversies that 
have arisen, or which may hereafter arise, between 
Employer and Employee, including without limitation, 
any and all claims arising out of or in any way related 
to Employee's employment with or separation from 
the Employer. 

NOW THEREFORE, in consideration of the mutual 
covenants herein contained and the mutual benefits to 
be derived therefrom, the sufficiency of which consid­
eration is hereby acknowledged by the undersigned. 
Employer and Employee agree and state: 

1. TERMINATION OF EMPLOYMENT. Upon 
their mutual agreement, Employee's employment 

shall terminate on 
2 0 „ , which shall be Employee's final date of 
employment. 

2. NO ADMISSION OF LIABILITY. This Agreement 
is not an admission by Employee or Employer of any 
wrongful conduct whatsoever. Both parties deny and 
disclaim any liabiUty to or wrongful conduct against 
the other or any third party. 

3. PAYMENT AND BENEFITS. Employee shall 
receive his/her regular paycheck for the pay period 
ending , 20 on or before , 2 0 „ . 
Employee shall receive on or before , 20 an 
additional payment to compensate for his accumulated 
leaves (vacation and floating holidays) and comp time, 
subject to customary payroll deductions. 

As consideration for this Agreement and the release 
contained within, and in full and complete satisfaction 

of all obligations due and owing Employee, Employer 
shall: 

a. Pay Employee an amount equal to 
months of his current salary, subject to customary 
payroll deductions—to include Employee's portion 
of health, dental and vision insurance premiums for 

( ) months. 

b. Continue, and pay for. Employer's current health, 
dental and vision insurance coverages for ( ) 
months, ending on , 20 . 

[C. INCLUDE ANY OTHER CONSIDERATION, SUCH 
AS AGREEING NOT TO CONTEST UNEMPLOYMENT 
ALLOWING THE EMPLOYEE TO PURCHASE HIS 
WORK LAPTOP, ETC.] 

3. SURRENDER AND VACATION OF EMPLOYER'S 
PROPERTY. Upon execution of this Agreement, 
Employee shall deliver all Employer's property in his/her 
possession and further, shall vacate Employer's property. 

4. RELEASE AND WAIVER OF CLAIMS. In con­
sideration of the benefits to be provided to Employee 
pursuant to this Agreement, Employee—including his 
heirs and assigns—hereby irrevocably and uncondi­
tionally releases, acquits and discharges Employer and 
each of its past, present and future elected officials, 
department heads, officers, employees, agents, rep­
resentatives and attorneys from any and all charges, 
complaints, claims, habihties, obligations, promises, 
agreements, controversies, damages, actions, causes of 
action, suits, rights, demands, costs, losses, debts and 
expenses (including attorneys' fees and costs actually 
incurred), of any nature whatsoever, whether known 
or unknown, arising out of any act, omission, or event 
from the beginning of time up to the execution of this 
Agreement. Employee specifically acknowledges and 
agrees that he is releasing and giving up any right that 
he may now have under federal or state law or politi­
cal subdivision thereof and any claims that he may 
now have or could have asserted against Employer. 

Employee specifically agrees to release all claims that 
against Employer under many different laws, including 
but not limited to: the Age Discrimination in Employ­
ment Act, the Older Worlcers Benefit Protection 
Act, and Executive Order 11141, which prohibit age 
discrimination in employment; Title VII of the Civil 
Rights Act of 1964, Section 1981 of the Civil Rights Act 
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of 1866, and Executive Order 11246, which prohibit 
discrimination based on race, color, national origin, 
religion, or sex; the Americans with Disabilities Act 
and Sections 503 and 504 of the Rehabilitation Act of 
1973, which prohibit discrimination based on disabil­
ity; any other federal, state, or local laws prohibiting 
employment or wage discrimination; the Fair Labor 
Standards Act of 1938 and state laws that regulate 
wage and hour matters; the Family and Medical Leave 
Act of 1993; the Employee Retirement Income Security 
Act of 1974; any federal, state, or local laws providing 
workers' compensation benefits, prohibiting retalia­
tory or wrongful discharge, otherwise restricting an 
employer's right to terminate employees, or otherwise 
regulating employment; claims for breach of con­
tract, promissory estoppel, defamation, slander, or 
libel; claims for termination pay, severance, or other 
benefits; and any other federal, state, or local tort or 
contract claim. Employee expressly waives all rights 
that he might have under any law that is intended to 
protect him from waiving unknown claims. 

Employer hereby irrevocably and unconditionally 
releases, acquits and discharges Employee from any 
and all from any and all charges, complaints, claims, 
liabilities, obligations, promises, agreements, controver­
sies, damages, actions, causes of action, suits, rights, 
demands, costs, losses, debts and expenses (including 
attorneys' fees and costs actually incurred), of any 
nature whatsoever, whether known or unknown, aris­
ing out of any act, omission, or event from the begin­
ning of time up to the execution of this Agreement. 

5. REFERENCES AND NON-DISPARAGEMENT. If 
it is necessary for Employer to provide a reference 
to a prospective employer, Employee agrees that 
he will direct the prospective employer to contact 

. Additionally, Employee and the elected 
officials agree that they shall not disparage or make 
negative comments about each other; provided that 
this Section shall not apply to comments made to any 
other governmental entity or as required by law. 

6. REPRESENTATIONS AND WARRANTIES. The 
undersigned parties hereby represent and warrant the 
following to the other: 

a. Employee represents and warrants that: he/ 
she is legally and mentally competent to sign this 
Agreement; he/she is the sole owner of any claims 
against the Employer; he/she has the requisite 
capacity and authority to make this Agreement, and 
no portion of any existing or potential claims has 

been sold, assigned or pledged to any third party; 
and he/she presently possesses the exclusive right 
to receive all of the consideration paid in exchange 
for this Agreement. 

b. Employee represents and warrants that he/she has 
not and will not file any complaints, charges or law­
suits against Employer or any of its past, present and 
future elected officials, department heads, officers, 
employees, agents, representatives or attorneys with 
any governmental agency or any court, including 
without hmitation, any claim or matter of any nature 
whatsoever related to or arising out of his employ­
ment with or separation of his/her employment, 
except Employee expressly reserves the right to file a 
claim for unemployment benefits. Employee further 
agrees to indemnify and hold Employer harmless 
from any and all loss, costs, damages or expenses, 
including reasonable attorney fees incurred by 
Employer, arising out of any claim concerning the 
separation of employment that may hereafter be 
made by the Employee or any other party. 

c. Employer represents and warrants that it has not 
and will not file any complaints, charges or lawsuits 
against Employee with any governmental agency 
or any court, including without hmitation, any 
claim or matter of any nature whatsoever relating 
to or arising out of Employee's employment with 
Employer or the separation of his employment from 
Employer. Employer further agrees to indemnify 
and hold the Employee harmless from any and all 
loss, costs, damages or expenses, including reason­
able attorney fees incurred by Employee, arising 
out of any claim arising from the separation of 
his employment that may hereafter be made by 
Employer or any other party. 

d. Each party is fully aware of the contents of this 
Agreement and of its legal effect and understands 
that it should obtain legal advice regarding this 
Agreement as they deem appropriate. The parties 
hereto and each of them, have carefully read this 
Agreement and know the contents thereof, and they 
signed the same freely and voluntarily. 

e. This Agreement sets forth the entire agreement 
between the parties and supersedes any and all 
prior agreements or understandings between the 
parties pertaining to the subject matter herein. No 
waiver of a breach of any provision of this Agree­
ment shall be construed to be a waiver of any 
breach of any other provision of this Agreement or 
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of any succeeding breacfi of the same provision. 
No delay in acting vî ith regard to any breach of any 
provision of this Agreement shall be construed to 
be a waiver of such breach. If any provision in this 
Agreement is found to be unenforceable, all other 
provisions will remain fully enforceable. 

f. No promise or inducement has been made or 
offered, except as herein expressly set forth, and 
this Agreement is executed without reliance upon 
any statement or representation by any of the 
released parties or their representatives. 

g. The language of all parts of this Agreement shall, 
in all cases, be construed as a whole, according 
to its fair meaning, and not strictly for or against 
either party. 

h. This Agreement and any amendments hereto 
may be executed in multiple counterparts by the 
parties. Each counterpart shall be deemed an origi­
nal, but all counterparts together shall constitute 
one and the same instrument 

7. JURISDICTION. This Agreement shall be gov­
erned by the laws of the State of , and the 

County District Court shall have exclu­
sive jurisdiction of any disputes arising under this 
Agreement. 

8. BINDING EFFECT. This Agreement shall be bind­
ing upon and shall accrue to the benefit of the parties 
hereto, their respective personal representatives, suc­
cessors in interest and assigns. 

9. REVIEW & REVOCATION. The parUes acknowl­
edge that Employee may revoke his/her acceptance 
and execution of this Agreement at any time within 
seven (7) days of the date of his/her execution of it. 
Any revocation shall be in writing and shall be effec­
tive upon timely receipt by the Employer's Attorney. 

If the revocation is submitted by mail, the revoca­
tion must be postmarked before the expiration of 
the seven (7)-day revocation period, and must be 
sent by overnight mail or other method so that it is 
received at the above address no later than the next 
business day immediately following the expira­
tion of the seven (7)-day period. Further, Employee 
represents that, before accepting and executing 
this Agreement, he/she was given a review period 
of twenty-one (21) days in which to consider it. 
Employee further represents that he/she: (a) took 
advantage of as much of this period as required 
to consider this Agreement before signing it; (b) 

carefully read the Agreement and the Release 
included herein; (c) fully understands it; and (d) 
is entering into it voluntarily. Employee represents 
that Employer encouraged him/her to discuss this 
Agreement with an attorney of choice before sign­
ing it. This Agreement shall not become effective or 
enforceable until the seven-day revocation period 
has expired without Employee having revoked 
acceptance of it. 

IN WITNESS WHEREOF, the parties have executed 
this Agreement as of the respective dates set forth 
below and each hereby acknowledge receipt of an 
executed copy of this Agreement. 

On behalf of the Employer of 

Employer 

Date 

Attested by: 

Employer's Representative 

Date 

On behalf of Employee: 

Date 
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Dfalgoutl3@gmaiI.com 

January 5,2019 

City of Palm Coast 

160 Lake Avenue 

Palm Coast, FL 32164 

Dear City of Palm Coast: 

I am writing to express my interest and to apply for the City Manager, i am excited about continuing to work 
in a dynamic, growing, and innovative organization and City. Palm Coast is not only the place where 1 have 
grown professionally, but also a community that my family calls home. I look forward to working with the 
dedicated team of elected officials, stakeholders, citizens, partners, and staff at the City of Palm Coast to 
move important priorities and projects forward. 

For the past 12 years, 1 have gained a broad variety of experience in many aspects of municipal operations 
at the City of Palm Coast. During that time, I have been recognized as a creative and effective leader 
garnering multiple promotions. 1 am currently the Interim City Manager and most recently served as the 
Assistant City Manager. I am proud to lead a premier municipal organization comprised of 9 departments, 
with 450 full-time, 4 part-time, and 70 seasonal/temporary employees with a budget of $143.7 million. 1 
believe my experience at the City of Palm Coast sets my apart from other candidates, since I am familiar 
with the community, organization, and City Councils* goals and objectives. 

1 have managed complex projects in a team environment and delivered results that exceed expectations. I 
have managed a wide variety of teams and projects over my career, from leading the $10 miUion City Hall 
project to leading improvements to the City's purchasing and contract management processes that included 
transition to 100% paperless bidding and contract execution. I managed the State Road 100 Corridor 
Community Redevelopment Agency with an annual work plan of $5.4 million while managing the City's 
multiple housing programs. 1 served as the Deputy Incident Commander in two major Hurricanes in one 
year (Hurricane Matthew and Hurricane Irma) and was fully involved in the response and recovery. I 
believe these examples and my resume show the breadth of my experience. 

More importantly, I am dedicated to serving the City of Palm Coast, its citizens, and City staff. As Interim 
City Manager, 1 am already leading the team of dedicated staff members in moving the important City 
Council priorities and projects forward, which are outlined in the candidate profile. I believe my 
quahfications and experience make me the leading candidate for this opportunity. I look forward to 
speaking with you about this position further. Thank you for your time and consideration. 

Sincerely, 

Beau Falgout 
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Beau Falgout 
bfaigout l3(g)qmai i .com  

vww.iinkedin.com/in/bfalgout 

Recognized a s a c rea t i ve a n d effect ive reader in mult i faceted public sector environments w i t h a var ie ty of 
stal<eholders and challenges. Consistently recognized for an abil i ty to manage teams and complex projects in 
a team env i ronment and meet or exceed expectat ions. 

Areas of Expertise 
Public Administration Business Assistance Policy Development & Analysis 
Project l^anagement Employee Development Media Relations 
Community Development Housing Programs and Policy Legislative Affairs 

Professional Experience 

CITY OF PALM COAST -- Palm Coast, FL 2/2007 to Present 
Palm Coast is a city wi th a populat ion of 86,516 covering approximately 95 square miles. I t is located in Northeast 
Florida on the Intracoastal Waterway between St. Augustine and Daytona Beach. Palm Coast is a ful l service City with 
annual budget of $156 mi l l ion. Of note, the City was the fastest growing metropol i tan area in the United States f rom 
2000-2010. 

I n t e r i m City Manager , 9 /2018 - Present 

A s s i s t a n t City Manager , 2 /2018 - Present 

I n te r im In format ion Techno logy Director , 7 /2018 - 9 /2018 

Adminis t ra t ive S e r v i c e s & E c o n o m i c Deve lopment Director , 5 /2016 - Present 

City Admin is t ra t ion Coordinator , 3 /2014 to 5/2016 

Sen ior E c o n o m i c D e v e l o p m e n t P lanner , 7 /2010 to 3 /2014 

Sen ior P lanner , 7 /2007 to 7/2010 

Planner , 2 /2007-7 /2007 

Selected Contr ibut ions: 

• Named In ter im City Manager after the terminat ion of the previous City Manager. Lead a premier City organizat ion 
comprised of 9 depar tments , with 450 fu l l - t ime, 4 par t - t ime, and 70 seasonal / temporary employees wi th a budget 
of $143.7 mi l l ion. 

As Assistant City Manager, acted as the City Manager in their absence to ensure appropriate coverage of impor tant 
administrat ive funct ions. 

Manage and coordinate complex administrat ive projects that cross depar tmenta l functional responsibi l i t ies and/or 
issues that involve other governmental ent i t ies in conjunct ion wi th the City Manager and the City At torney. 

Lead and manage the Administ rat ive Services & Economic Development Depar tment with the functional divisions of 
the City Clerk, Communicat ions & Marl<eting, Central Services (Budget, Purchasing, Contract Management ) , and 
Innovat ion and Economic Growth. Depar tment has staff ing of 12 fu l l - t ime employees, an annual operat ing budget 
of $1.9 mil l ion, wi th tota l budget responsibil i ty of $13.8 mi l l ion. 

Served as the Deputy Inc ident Commander in emergency events. Assisted In managing the City's response and 
recovery to two major Hurricanes in one year (Hurricane Matthew and Hurr icane I rma) . 

Consistent presenter to City Council of major policy and project ini t iat ives, especially those involving mul t ip le City 
departments or o ther governmental agencies. Developed and guided over 170 agenda items for City Council 
consideration. 

Created and presented to City Council the plan to build City Halt in the City's new downtown using exist ing funding 
sources. In addi t ion, whi le the City Hall was under construct ion, negotiated a lease extension wi th the current 
landlord by out l in ing and exploring al ternat ive solutions. 

Led improvements to the City's purchasing and contract management processes that included transi t ion to 1 0 0 % 
paperless bidding and contract execut ion. 

Led a cross-departmental Economic Development Team to develop a City strategic economic development plan, 
ent i t led "Prosperi ty 2 0 2 1 , " and implement identif ied projects. Since development, the local economy's 
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unemployment rate has dropped f rom 15 .7% in 2010 to 6 . 1 % in 2015. In addit ion, taxable sales in Palm Coast 
have risen 2 8 % and bed tax collections have risen 4 5 % during t ha t same period. 

Served as the point person for all economic development projects within the City, including negot iat ion and 
management of ail economic incentive agreements. Championed the estimated $40 mill ion Island Walk 
Redevelopment pro ject and negotiated incentives to ensure this impor tan t project moved forward. 

Led the negotiat ions for the annexat ion and master planning for over 12,000 acres, consisting of two major projects: 

Neoga Lakes and Old Brick Township. 

Spearheaded the creation of Airport Area Master Plan, an award winning mult i - jur isdict ional plan to foster economic 

development in and around the Flagler Executive Airport . 

Established the City's Business Assistance Center (BAC) through a partnership wi th the Small Business Development 
Center at the Universi ty of Central Florida to assist existing businesses. Since the BAC was establ ished, the BAC has 
generated over $26 mil l ion in economic impact to the local economy. 

Advocated for relocating and expanding businesses engaged in the City's various regulatory processes. 

Led a cross-departmental team to develop and launch a new employee development and training program. Through 
an annual survey, employees express a 7 6 % satisfaction rate w i th employee development and t ra in ing. 

Managed the SR 100 Communi ty Redevelopment Agency, led a consultant team to update the Master 
Redevelopment Plan, helped to secure $4 mil l ion in bond f inancing, implemented the annual work plan w i th a budget 
of $5.4 mi l l ion, and acquired numerous private propert ies for fu tu re redevelopment. 

Promoted City interests to both state and federal legislative delegations and lobbyists. Facilitated depar tments in 
applying for grants in excess of $40 mill ion wi th over $7 mi l l ion being awarded. 

Established the City's housing programs, including the Neighborhood Stabil ization Program 1 and 3, a Small Cities 
Communi ty Development Block Grant (CDBG), and the Ent i t lement CDBG Program. The total grant funding for these 
programs exceeds $5 mi l l ion. 

Frequent and professional interact ion wi th media including televis ion, radio, and newspaper on high profi le policy 

and project in i t iat ives. 

ST. JOHNS RIVER WATER MANAGEMENT DISTRICT - Palatka, FL 2/2004 to 1/2007 
I n d e p e n d e n t P lann ing Consu l tan t , 12/2005 to 1/2007 

Policy Ana lys t I n t e r n , 2 /2004 to 12/2005 
Selected as an outside self-employed consultant in order to provide technical assistance to local governments after 
working as an intern. Created technical assistance documents for local governments to use in complying with the 
updated legislative requirements for linking land use and water supply planning. Completed comprehensive plan and 
development of regional impact reviews and drafted comment letters. 

Education and Training 

UNIVERSITY OF FLORIDA — Gainesvi l le, FL 

Master of Urban a n d Regiona l P lanning , all completed except thesis 

Bache lor of S c i e n c e in B u s i n e s s Adminis t ra t ion, degree awarded 7/2003 

Professional Associations and Continuing Education 

Amer ican Planning Associat ion Member , m e m b e r since 2007 

Federal Emergency Managemen t Agency 
National Inc iden t M a n a g e m e n t S y s t e m s , ICS-100, ICS-200, IS-700 

Florida Planning Assoc ia t ion , m e m b e r since 2007 

In te rna t iona l Economic Deve lopment Counci l , m e m b e r since 2015 
E c o n o m i c Deve lopment Market ing & Attract ion C o u r s e , 6 /2013 
B u s i n e s s Retent ion & E x p a n s i o n C o u r s e , 11/2012 
E c o n o m i c Deve lopment Credi t A n a l y s i s C o u r s e , 7 /2011 
Real E s t a t e D e v e l o p m e n t & R e u s e C o u r s e , 11/2010 
B a s i c E c o n o m i c D e v e l o p m e n t C o u r s e , 11/2009 

In te rna t iona l C i t y /Coun ty Management Assoc ia t ion, m e m b e r since 2015 
Publ ished in PM Magaz ine , September 2018, Change the Perception of Local Government 

Florida C i t y /Coun ty Managemen t Associat ion, m e m b e r since 2018 

Member, 3/2018 to Present 
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City Manager Pre-lnterview Questionnaire 

City of Palm Coast, Florida 

Due NLT Monday. February 4**̂  at 11:00 PM CST 

Full Name (first, middle, last): Beau Michael Falgout 

Nicknames (if any): 

Please provide your cell, home, and office numbers to facilitate contacting you if needed. 

Cell: 

Home : 

Please answer each of the following questions completely and thoroughly. 

1. How many employees, and wha t size budgets did you oversee in your last t h ree posi t ions? 

in my cur ren t posi t ion as In ter im City Manager, I am responsible for 450 fu l l - t ime , 4 par t -

t i m e , and 70 seasona l / temporary employees w i t h a to ta l budget o f $143.7 mi l l ion . These 

employees are managed by 8 depa r tmen t heads t ha t repor t direct ly t o me . As t h e 

Assistant City Manager and Admin is t ra t ive Services & Economic Deve lopment Di rector , I 

managed and con t inue t o manage 12 fu l l - t ime employees w i t h an opera t ing budge t o f 

$1.9 mi l l ion and to ta l budget responsibi l i ty o f $13.8 mi l l ion . In add i t ion , I prev ious ly 

served as t he In te r im In fo rmat ion Technology Di rector whe re I managed 12 fu l l - t ime 

employees w i t h to ta l budget responsibi l i ty of $5.3 mi l l ion . 

2. Please deta i l t he specif ic depar tmen ts you have supervised in your last th ree posi t ions. 

In my cur ren t posi t ion as In te r im City Manager , I manage 9 depar tments (Admin is t ra t ive 

Services & Economic Deve lopment , Finance, Human Resources, In format ion Technology, 

Public Works , Ut i l i ty , Commun i t y Deve lopment , Fire, and Parks & Recreation). In add i t i on , 

t he Palm Coast Liaison w i t h t he Flagler County Sher i f f 's Off ice reports jo in t ly t o t he Sher i f f 

and me, since pol ice p ro tec t ion is prov ided t h rough an Inter local Agreement . 

As t he Assistant City Manager and Admin is t ra t ive Services & Economic Deve lopment 

Director, I supervised t he funct iona l divisions o f t he City Clerk, Communicat ions & 

Marke t i ng , Central Services (Budget, Purchasing, Contract Management ) , and Innovat ion 

and Economic Grovr th . 

In add i t ion , I previously served as t he In ter im In fo rmat ion Technology Director a f te r t h e 

separat ion o f t he f o r m e r d i rector . I supervised t h e func t iona l divisions of opera t ions, 

appl icat ions, and GIS (geographic in fo rmat ion science). In add i t ion , I oversaw t h e 

enterpr ise func t ions of FiberNET and Wireless Commun ica t ion Towers. 
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3. Please explain w h y you left your last t h ree posi t ions. 

I le f t my th ree previous posit ions fo r p romo t i ona l oppor tun i t ies w i t h i n t h e same 

organ izat ion. 

4. Are t he re any gaps In excess o f t w o weeks in your emp loymen t history? If so, please 

explain in deta i l . 

There are no gaps in excess of t w o weeks in my emp loymen t history. 

5. Please descr ibe your exper ience and skills in strategic p lanning and visioning? How do you 

fac i l i ta te deve lopmen t of a clear vision fo r t he organizat ion and commun ica te t h a t v is ion 

t o al! stakeholders? 

Prior t o be ing named Assistant City Manager , I served on the City's Strategic Ac t ion Plan 

t e a m and was involved in fac i l i ta t ing City Council in its annual evaluat ion of t he City's 

strategic p lan. Stakeholders and cit izens are invo lved in the process th rough t he City's 

Annua l Citizen Survey, w i t h t h e results p rov ided t o City Council before the i r annual 

eva luat ion process even begins. The City's Strategic Act ion Plan evaluat ion process begins 

w i t h consensus bui ld ing w i t h City Council t o de te rm ine the longer t e r m strategic goals 

and shor te r t e a m object ives. City staf f t h e n develops approaches and per fo rmance 

measures t o fu r the r City Council 's goals and object ives. Most impor tan t l y , t he p roposed 

budget deve loped by City staff is d i rect ly t i ed t o City Council 's Strategic Ac t ion Plan. 

Th roughou t t he year. City staf f and City Council commun ica te about t he progress on those 

approaches and per formance measures. I bel ieve these steps are crit ical In ensur ing t ha t 

Palm Coast cont inues t o have a clear vision fo r t he organizat ion over t he com ing years. 

6. W h a t do you feel are your greatest st rengths as a leader and manager? 

I bel ieve my greatest strengths as a leader and manager are focus and humi l i ty . As In te r im 

City Manager , 1 am constant ly t un ing ou t t h e noise and focusing myself and my t e a m on 

City Counci l 's strategic goals and object ives. This is exactly w h y every M o n d a y my t e a m 

huddles t o evaluate progress made towards those strategic goals and object ives, ident i fy 

any obstacles, al locate resources, and most impor tan t l y celebrate successes. 

The City of Palm Coast organizat ion is greater than any one person, inc lud ing t he City 

Manager . I am humble t o know tha t t he re is very l i t t le 1 t ru ly cont ro l and it takes a great 

t e a m t o manage the day t o day operat ions and con t inue t o push the envelope t o innovate 

and move this City f o rwa rd . I aspire t o be a servant leader each and every day, whe re I 

t h ink f i rs t o f the citizens and employees be fore imp lemen t ing pol icy or making decisions. 

7. W h a t Is t he most complex pro ject you have coord inated? Describe t he steps you t ook t o 

ensure pol i t ica l , organizat ional , and c o m m u n i t y suppor t for the in i t ia t ive, h igh l ight ing 

specif ic challenges you faced, and how you overcame t h e m t o successfully i m p l e m e n t t he 

pro jec t . 

One of t he most complex projects 1 coord ina ted dur ing my t ime at t he City o f Palm Coast 

is t h e Ne ighborhood Stabi l izat ion Program. 1 had very l i t t le exper ience in manag ing 

federa l grants or housing programs at t ha t t i m e , but I vo lun teered t o take on th is 

chal lenge. The City was t he epicenter fo r t h e housing market collapse and t he great 
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recession w i th a record n u m b e r of foreclosures. The Ne ighborhood Stabi l izat ion Program 

was one way t he City t r ied t o mi t igate those issues. 

The f irst step I t ook was t o learn as much as possible about t he p rog ram and 

requ i rements . In add i t ion , I reached ou t and secured partnerships w i t h o thers m o r e 

versed in th is area, wh ich included Flagler County SHIP Program, Flagler County 

Associat ion o f Realtors, Mid-Flor ida Housing Partnership, and a cont rac ted grant 

management f i r m . Once a plan was deve loped, several publ ic meet ings and City Council 

meet ings we re held t o ensure c o m m u n i t y buy- in in o rder to move f o r w a r d w i t h t he 

p rogram. The most d i f f icu l t part of managing t he p rogram was t he h u m a n e lement , 

deal ing w i th peop le w h o we re making one o f t he biggest, scariest decisions, buy ing a 

home. Constant and tac t fu l commun ica t ion w i t h t h e par tners, lenders, cont ractors , and 

home buyers was o f mos t impor tance. 

Through t he Ne ighborhood Stabil ization Program and o the r fund ing sources, t he City was 

able to secure and invest over $5 mi l l ion t o help stabil ize the local economy. I have t o say 

it was one o f t he f e w t imes I have been hugged in my j o b and one o f my proudest t o help 

famil ies realize t he i r d ream o f homeownersh ip . 

8. Please describe you r exper ience in overseeing t he fo l l ow ing opera t ions : Wa te r 

T rea tment & D is t r ibu t ion , Wastewater Col lect ion & Trea tment , Munic ipa l S to rmwater , 

Street & Traff ic Con t ro l , and Public Safety (Police & Fire). 

I have been overseeing all o f these areas t h r o u g h depar tmen t heads, since my 

appo in tmen t as In te r im City Manager. In add i t ion , I have wo rked on projects w i th some 

of these opera t ions and became more fami l iar w i t h t h e m dur ing my t i m e at the City o f 

Palm Coast. For example , earl ier in my career I w o r k e d w i t h t he Ut i l i ty Depar tment on 

the i r Wa te r Supply Facilities Master Plan, wh ich was a State requ i rement t o ensure 

available wa te r supply for fu tu re g r o w t h . In add i t i on , I served as Deputy Incident 

Commander fo r t he last t w o hurr icanes and became more fami l iar w i t h t he Fire 

Depar tment , as we l l as coord ina t ing t he City's overa l l response and recovery e f for ts . 

9. Please describe you r exper ience and skills in munic ipa l f inancial management , budget 

deve lopment , and capi tal in f rast ructure p lanning, ma in tenance, and f inancing. In your 

response, please highl ight any related creat ive f inanc ing strategies you have used t o 

address CIP in f ras t ruc ture short fal ls. 

Dur ing my t i m e at t h e City of Palm Coast, I have been involved in developing and 

managing budgets fo r mu l t ip le depar tments . Dur ing t he last t w o budget years, I was 

involved in in t h e deve lopmen t o f the overal l City budget t o bet ter understand t he 

complex i ty o f mun ic ipa l f inance and fund account ing. In add i t ion , i was t he lead presenter 

for the City Hall p ro jec t , wh ich took creative strategies using mul t ip le fund ing sources 

w i t h o u t t he benef i t o f deb t f inancing to construct th is major pro ject . 

Most recent ly, o u r t e a m presented mul t ip le op t ions t o move f o rwa rd w i t h t he publ ic 

works faci l i ty pro jec t . U l t imate ly , City Council reached consensus t o move fo rward w i t h 

t empo ra ry measures immed ia te ly whi le laying t he g roundwork for a more permanent 

so lut ion consider ing t he l im i ted f inancial resources. 
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10. Please describe any exper ience you may have in assisting your commun i t y /o rgan iza t ion 

in advancing vo te r - re fe rendums t o consider f inancing of proposed munic ipa l capital 

pro jects and /o r commun i t y in i t iat ives? In your response, also indicate the results o f any 

such re fe rendums, including any lessons learned t ha t you w o u l d apply in f u tu re 

re fe rendums. 

1 have no t had any exper ience in assisting a c o m m u n i t y or organizat ion w i t h a voter -

r e f e r e n d u m . 1 do bel ieve any vo te r - re fe rendum t o consider f inancing of capi ta l pro jects 

or c o m m u n i t y init iat ives must be careful t hough t ou t , p lanned, and commun ica ted . 

Successful vo ter - re fe rendums w i t h o u t publ ic discussion and input are general ly not 

successful. In add i t ion , vo te r - re fe rendums typical ly are successful when t ied t o pro jects 

t h a t are impor tan t t o cit izens, such as road main tenance/cons t ruc t ion , school pro jects , 

publ ic safety projects, and parks /open space projects. 

1 1 . Please describe your exper ience w i t h col lect ive bargaining and labor re lat ions, 

h igh l ight ing the types of bargaining groups you have wo rked w i t h and te l l us abou t any 

par t icu lar ly innovat ive prov is ions/programs you may have incorpora ted in previous 

col lect ive bargaining agreements? 

W h i l e I have not been direct ly involved in negot ia t ing w i t h bargaining groups, I do oversee 

t h e Human Resources Director w h o is t he City's lead negot iator in col lect ive bargain ing 

agreements . In t he past, I have been involved in t he City's Employee Academy and 

Tra in ing Team, wh ich was focused on improv ing t he City's t ra in ing , wh ich is t i ed t o 

emp loyee deve lopment and re ten t ion . 1 bel ieve l istening t o employee 's needs, 

commun ica t i ng the organizat ion's needs, and achieving a balance be tween t h e t w o wi l l 

resul t in posi t ive labor relat ions. 

12. Please describe your phi losophy and approach t o bui ld ing a s t rong t e a m env i r onmen t and 

mo t i va t i ng your employees t o pe r fo rm at the i r highest levels. 

M y phi losophy and approach t o bu i ld ing a s t rong t e a m env i ronmen t Is ensure I 

commun ica te f requent ly City Council 's goals and object ives, so tha t w e all have an 

unders tand ing of our c o m m o n purpose. In add i t ion , I spend a lot of t i m e ta lk ing t o 

employees about how the i r j ob or tasks re late t o t he bigger p ic ture. For example , I have 

t hanked our parks main tenance crews for being t he f ron t l ine in o u r economic 

deve lopmen t goals t o expand sports t o u r i s m . W i t h o u t the i r dedicat ion and a t ten t i on t o 

deta i ls , players, coaches, and parents w o u l d no t come back year af ter year and con t inue 

t o p u m p money in to our local economy. Sharing t he greater purpose o f someone 's j ob 

can inspire t h e m t o pe r fo rm at t he highest level more so than even add i t iona l 

compensa t ion . At employee o r i en ta t i on , 1 always te l l people you are about t o begin one 

o f t h e f e w jobs where you can make a d i f fe rence in someone's day, hopefu l ly a posi t ive 

one . Whe the r you are a was tewa te r opera to r or a f i re f ighter , w e all have t h e abi l i ty t o 

make a posit ive impact on a ci t izen's l i fe. This s imple phi losophy can t rans la te t o 

func t iona l teams as we l l . If w e can agree on our c o m m o n and greater goa l , w e can 

deve lop t rus t , clar i ty in our roles w i t h o u t egos, commun ica te more ef fect ive ly , and stay 

focused on comple t ing the goal. 
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13. How do you fac i l i ta te open and t ransparent commun ica t i on w i t h t h e M a y o r & City 

Counci l , staff, res idents, and o ther stakeholders? 

I am accessible as possible to t he Mayor & City Counci l , staff, res idents, and o ther 

stakeholders. I t r y t o never t u rn down an oppo r tun i t y t o speak and l isten t o residents and 

stakeholders. O f ten t imes, I wi l l re turn a phone call d i rect ly to a resident, o r if there is a 

resident escalat ing an issue downsta i rs , I w i l l s top, in t roduce myself, and l isten t o the i r 

concerns. For City staf f , I have an open door pol icy, and w i l l be s tar t ing an o u t the door 

policy, wh ich means over t he course o f a year, I w a n t t o t r y and reach as m a n y employees 

as possible in the i r w o r k env i ronment . I in tend t o start week ly visits t o ou r facil i t ies t o 

in teract w i th as many employees as possible. For City Counci l , it is i m p o r t a n t for me t o 

have f requent and honest commun ica t ion not only abou t the issues on t he agenda, but 

t he Issues in t he c o m m u n i t y as we l l . For any given issue, I w i l l str ive t o give each City 

Council m e m b e r t h e same set o f facts, so they can make t h e best decision possible. 

14. Palm Coast desires t o be recognized as a c o m m u n i t y t ha t encourages deve lopment 

consistent w i th its evolv ing vision f r o m a largely resident ia l p lanned c o m m u n i t y to a more 

diverse, mixed-use, res ident ia l , commerc ia l , h igh- tech, and high-skil l business center to 

diversi fy the City's tax base. Please te l l us about any innovat ive strategies t h a t you have 

used in your cur ren t or previous posts t ha t successfully resul ted in increased economic 

deve lopment , inc lud ing prov id ing some notab le examples. 

I previously served as t he City's economic deve lopment po in t person. Dur ing the t ime I 

served in tha t pos i t ion , t h e City was st r iv ing t o stabil ize the local economy, since w e were 

t he epicenter fo r t h e housing market collapse and the great recession. I bel ieve the City 

was successful in m in im iz ing the impact and recover ing quickly by ins t i tu t ing Prosperity 

2 0 2 1 , the Ne ighborhood Stabil ization Program, s tar t ing t h e Palm Coast Business 

Assistance Center, and set t ing t he g roundwork for deve lopmen t o f ou r d o w n t o w n . In 

add i t ion , I have been par t o f major projects t ha t e i ther lead t o economic deve lopment or 

wi l l lead to add i t iona l economic deve lopment , inc luding: Island Walk Shopping Center 

Redevelopment , Neoga Lake Deve lopment of Regional Impact , Old Brick Township 

Deve lopment o f Regional Impact, and the State Road 100 Commun i t y Redevelopment 

Agency. 

Mov ing f o r w a r d , I recru i ted and hi red t he City's f i rs t Head o f Innovat ion and Economic 

Growth whose sole focus is t o help spur innovat ion and economic g r o w t h , especially in 

ou r d o w n t o w n . In less than a year and w i t h City Counci l suppor t , she has taken 

considerable steps t o t ha t goal , inc luding; creat ing an Innovat ion Distr ict, securing 

Oppor tun i t y Zone des ignat ion, and imp lemen t i ng the Innovat ion Kick Start Program. 

Already we are s tar t ing t o the see the benef i ts w i t h diverse resident ia l projects coming 

ou t of the g round , wh i ch w e most l ikely be f o l l owed by add i t iona l commerc ia l and of f ice 

projects. 

As In ter im In fo rmat ion Technology Director and Assistant City Manager , I was involved in 

mov ing our FiberNET and Wireless Communica t ion Tower programs f o r w a r d as we l l . Our 

t e a m w i t h t he d i rec t ion o f City Counci l , h ired experts in the i r respective f ields to help t he 

City be t te r leverage these impor tan t assets t o assist us in our strategic goals around 
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i nnova t ion and economic gro\Artli, and at t l i e same t ime provide addi t ional revenue t o the 

City. 

15. Please te l l us about any notable in te rgovernmenta l partnership{s) you have developed or 

p layed a signif icant part in the i r imp lemen ta t i on . As part of your answer, highl ight any 

signi f icant challenges t ha t you had t o overcome t o help make t he partnership(s) 

successful. 

Over my t ime as the City of Palm Coast, I have been involved in many in te rgovernmenta l 

par tnersh ips, including: School Concurrency Inter local Agreement w i t h mul t ip le ent i t ies, 

SHIP Partnership w i t h Flagler County , Emergency Communicat ions Inter local Agreement 

w i t h Flagler County, A i rpor t Area Inter local Agreement w i t h Flagler County, and resolving 

t he A i rpor t Commons dispute w i t h Flagler County. All o f these projects had signif icant 

chal lenges t ha t go along w i t h negot ia t ing w i t h another governmenta l en t i t y and the 

mu l t i p le interested stakeholders. I bel ieve commun ica t ion is key t o unders tand ing each 

gove rnmen t ent i t ies deal points . Egos should be put t o the side. At the end of t he day, a 

good agreement for all part ies wi l l be a good agreement for all o f t he stakeholders and 

each government ent i t ies const i tuents . 

16. W h a t steps and /o r processes have you used t o track t h e per fo rmance o f your 

organizat ions? Please include any specif ic examples involv ing per fo rmance metr ics, and 

h o w you have communica ted organizat ional eff iciencies t o t h e publ ic and /o r employees. 

Through our Strategic Act ion Plan process, the City develops and tracks over 500 

per fo rmance measures t o ensure t h a t w e meet operat iona l standards and move f o rwa rd 

on key City Council in i t iat ives. These per fo rmance measures are a great t o o l t o track the 

progress of our teams, depar tmen ts , and divisions. Each quar ter I mee t w i t h teams and 

depar tmen ts t o go over t he pe r fo rmance measures, ident i fy any t ha t are fa l l ing beh ind , 

be t te r al locate resources, and o f course celebrate successes. Heightened scrut iny is given 

t o per fo rmance measures t ha t are specifically l inked t o key City Council goals and 

object ives. To tha t end, I mee t every Monday w i t h our t e a m t o ensure those key City 

Counci l goals and object ives stay on ta rget . 

17. Palm Coast current ly operates FiberNET, a municipal high-speed f iber -opt ic backbone 

t ha t connects City sites and faci l i t ies. The City's economic deve lopment goals include the 

a t t rac t ion of dynamic, h igh-paying techno logy jobs, bolstered by t he enhancement of its 

f iber ne twork , ideally w i th t he assistance of a new publ ic-pr ivate par tnersh ip (P3) t o help 

leverage its assets. Please tel l us abou t any munic ipal f iber exper ience you may have, as 

wel l as any P3 projects you or you r organization(s) may have been involved w i t h , 

h igh l ight ing your part icular con t r ibu t ions t o the deve lopment and /o r ma in tenance of 

such partnerships. 

I was very involved w i t h t he e f fo r t t o update the FiberNET Business Plan In coord ina t ion 

w i t h Magel lan Advisors. In add i t i on , I became more fami l iar w i t h t he City's FiberNET 

dur ing my t ime as In ter im In fo rmat ion Technology Director. 1 am very suppor t ive of the 

Magel lan Advisors recommenda t i on t o pursue a P3 par tnership t o f u r t he r leverage and 
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expand t he City's FiberNET. I bel ieve the P3 partnership could be the t u rn i ng po in t for not 

only FiberNET, but our d o w n t o w n and City as a who le . 

Dur ing the course o f my e m p l o y m e n t , I have been involved in many P3 par tnerships and 

also developed the City's guidel ines for P3 projects. Mos t recent ly, I nego t ia ted the P3 

partnership t o a l low a local church t o construct addi t ional shared park ing o n one of the 

City's fu tu re park sites. This wi l l reduce the cost o f const ruc t ing t he park f o r the City in 

t he fu tu re , wh i le a l low ing t he church t o construct and share t he park ing area in the fu ture . 

18. W h e n w e conduct a comprehens ive background invest igat ion and reference checks, wha t 

wi l l w e f ind t ha t may wa r ran t explanat ion or tha t could be o f concern t o t he City o f Palm 

Coast? 

Noth ing t o wa r ran t exp lanat ion or concern t o t he City o f Palm Coast. M y fam i l y does have 

credi t card debt t ha t w e are cur rent ly paying of f , wh ich is typ ica l f o r t he average Amer ican 

fami ly . M y w i fe and I go t mar r ied , bough t our f irst house, and had our f i rs t chi ld in the 

one year, so needless t o say w e accumula ted some credi t card deb t dur ing t h a t t ime. 

19. Wha t wi l l w e f ind in an in te rne t search o f press coverage t ha t may be controvers ia l or o f 

concern to t he City of Palm Coast? Please prov ide wha teve r exp lanat ion you th ink is 

appropr ia te t o help us unders tand w h a t w e wi l l f i nd . 

I don ' t believe there wi l l be any press coverage tha t wou ld be controvers ia l or o f concern 

t o t he City o f Palm Coast. 

20. Are you cur rent ly involved in any o ther searches and w h a t is your status in those 

searches? 

I am current ly not involved in any o ther searches. 

2 1 . Please prov ide a fu l l descr ip t ion o f your cur rent compensat ion and benef i ts package and 

your desired compensat ion and benef i ts package if you we re selected fo r th is posi t ion. 

As In ter im City Manager , I cur rent ly have a base salary o f $140,000 w i t h all benefi ts 

cur rent ly prov ided t o d e p a r t m e n t heads. In add i t ion , the City prov ides a $200 per mon th 

au to a l lowance and pays my fami ly 's heal th insurance p r e m i u m . 

M y desired compensat ion and benef i ts package for this pos i t ion includes a base salary o f 

$165,000 w i t h all benef i ts cur rent ly prov ided t o depa r tmen t heads. Compar ing Cities in 

Florida w i t h a popu la t ion be tween 75,000 and 100,000, th is w o u l d make the Palm Coast 

City Manager t he lowest paid City Manager in tha t g roup. 

In add i t ion , I desire the fo l l ow ing addi t ional benef i ts typical fo r City Manager packages: 

City paid p remiums fo r ail benef i ts . City paid max imum con t r i bu t i on to HSA Account (if 

high deduct ib le plan selected), addi t ional City paid 7% con t r i bu t i on t o 457 plan(s), auto 

a l lowance of $400 per m o n t h , and cel lular data al lowance o f $100 per m o n t h . 

22. If you were selected and o f fe red an acceptable compensat ion package, w h a t concerns or 

hesi tat ions do you have t ha t w o u l d have t o be resolved be fore you w o u l d be ready to 

accept the posi t ion as t he next Palm Coast City Manager? 
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I have no concerns or hesi tat ions, so long as t he City is able t o prov ide a mutua l ly 

acceptable compensat ion and benef i ts package. 

23. W h a t are the th ree most i m p o r t a n t quest ions you have fo r Palm Coast Mayor & City 

Council? 

1. Wha t is your vision for Palm Coast in the next f ive and ten years? 

2. How do you see my role in he lp ing accomplish tha t vision? 

3. Wha t is t he one challenge or obstacle tha t could keep us f r o m accompl ishing tha t 

vision? 
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To: City of Palm Coast City Counci 

From: Beau Falgout 

Re: First Year Game Plan 

Date: 2/26/2019 

Introduction 

I am pleased t o submi t my First Year Game Plan t ha t I in tend to imp lemen t should I be selected as the 

next City Manager for the City o f Palm Coast. I have a t temp ted t o not on ly address ac t ion i tems typical 

fo r a new/ City Manager , but also those i tems re lated t o City Council 's Strategic Act ion Plan (SAP) Priorit ies 

and the challenges & oppor tun i t ies f ound in t he candidate brochure fo r t he pos i t ion. 

M y First Year Game Plan is div ided into t he fo l l ow ing sect ions: 30 days, 60 days, 90 days, 180 days, and 

year. I tems re lated t o a City Council SAP pr io r i ty are indicated w i t h a * symbo l . I tems related to t he 

chal lenges & oppor tun i t ies found in t he candidate brochure are ind icated w i t h a t symbo l . Each section 

Includes a list o f act ion i tems tha t w o u l d be helpfu l in understanding my approach in accl imat ing to my 

responsibi l i t ies as the next City Manager and mov ing impor tan t City Counci l pr ior i t ies f o r w a r d . 

First 30 Days: People and Priorities 

M y f i rs t 30 days wi l l be focused on connec t ing w i t h t he people and pr ior i t ies t o help me be successful in 

my role as the next City Manager. Specif ically, I i n tend to address t he f o l l ow ing act ion i tems: 

• Assess Progress on Current City Counci l 's SAP Priorit ies * 

One-on-Ones w i t h City Council 

• Week ly Check-In w i t h Staff on City Counci l SAP Priorit ies * 

Ines w i t h Executive Team 

= l i ^ ^ ^ t t x e c u t i v e Team Evaluations and Goats 
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• One-on-Ones w i t h Admin is t ra t i ve Services & Economic Deve lopment Staf f 

• Mid-Year Reviews w i t h Depar tments and Teams 

• Begin Recrui tment for Commun i t y Deve lopment Director i 

• Develop Funding Plan for Public Works Campus 1 

• Review 10 Year Capital I m p r o v e m e n t Plan i 

• Connect w i t h Consultant fo r Request fo r Solut ions for FiberNET Partners • 1 

• Assess Progress on In fo rmat ion Technology Init iat ives * 

• Target 5 Employee W o r k s i t e Visits 

• Schedule Partner Meet ings 

• Schedule Commun i t y Out reach Speaking Engagements 

• Update Presentat ion Deck fo r Speaking Engagements 

31 - 60 Days: Engage and Strategize 

The next 30 days wi l l be focused on engaging par tners and the commun i t y , as we l l as strategizing w i t h 

City Council on pr ior i t ies for t he coming year. Specifically, I in tend t o address t he fo l l ow ing act ion i tems: 

• Strategize w i t h City Council on New SAP Priorit ies * 

• Review Progress on Current City Council 's SAP Priorit ies t o Ensure Success * 

• Week ly Check-In w i t h Staff on City Council SAP Priori t ies * 

n Evaluate Organizat ional Chart and A l ignment w i t h City Council SAP Prior i t ies • 

• Evaluate Candidates for C o m m u n i t y Deve lopment Director 1 

• Develop a Customer Service Vision Sta tement 1 

• Review Request fo r Solut ions fo r FiberNET Partners 1 

• Engage and Strategize w i t h T o w n Center Developer B 

• Target 5 Employee Work Site Visits 

• Target 5 Partner Meet ings 

• Target 5 Communi ty Outreach Speaking Engagements 

• Seek Out Personal Deve lopment Oppor tun i t ies re lated t o Innovat ion Distr icts * 1 
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61 - 90 Days: Plan and Budget 

The next 30 days wi l l be focused on p lann ing and budgeted t o address t he newly a d o p t e d City Council 

pr ior i t ies a long w i t h t he City's normal opera t ions for t he coming year. Specifically, I i n t end t o address 

the fo l l ow ing act ion i tems: 

• Review Progress on Current City Counci l 's SAP Priorit ies t o Ensure Success * 

• Week ly Check-In w i t h Staff on City Counci l SAP Priorit ies * 

• Finalize Organizat ional Changes t o Bet ter Al ign w i t h City Council SAP Priori t ies * 

• Prepare Budget Al igned w i t h City Counci l SAP Priorit ies * 1 

n Develop Innovat ion Fund t o Provide a Funding Mechanism for Innovat ion D i s t r i c t /Down ton ir g 

• Hire Commun i t y Development Di rector i l 

• Schedule Customer Service Tra in ing Al igned w i t h Customer Service Vision S ta temen t fi 

• Release Request for Solut ions fo r FiberNET Partners * S 

• Target 5 Employee Work Site Visits 

• Target 5 Partner Meet ings 

• Target 5 Commun i t y Outreach Speaking Engagements 

• Seek Out Personal Deve lopment Oppor tun i t ies re lated t o Succession Planning * 

91 -180 Days: Support and Initiate 

The next 90 days w i l l be focused on gain ing City Council suppor t fo r t he plans and budget necessary t o 

In i t iate programs and projects in fu r the rance o f t he newly adop ted City Council SAP Priorit ies fo r t he 

com ing year. Specifically, I in tend to address t he fo l l ow ing act ion i tems: 

• Celebrate Success on Complet ing Current City Council 's SAP Priorit ies * 

• Week ly Check-In w i th Staff on City Counci l SAP Priorit ies * 

• 3""̂  Quar te r Reviews w i t h Depar tments and Teams 

• Seek Suppor t o f Proposed Budget A l igned w i t h Newly Adop ted City Council SAP Priorit ies * 

• In i t ia te Organizat ional Changes t o Bet ter Al ign w i t h City Council SAP Priori t ies •* 

• In i t ia te Recognit ion Program for Staf f t ha t Deliver Excellent Customer Service B 

• Select FiberNET Partner * i 

• Target 10 Employee Work Site Visits 
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• Target 6 Partner Meet ings 

• Target 6 Commun i t y Out reac l i Speal<ing Engagements 

• Seek Out Personal Deve lopment Oppor tun i t ies re lated t o A t t rac t ing Work fo rce Talent * 

181 Days - Year: Execute and Evaluate 

The remainder of t he 1'* Year Plan w i l l be focused on execut ing the budget and plans adop ted . In add i t ion , 

as execut ion occurs, I w i l l be constant ly evaluat ing and looking for oppor tun i t i es and challenges t ha t may 

arise. Specifically, I in tend to address t he fo l low ing act ion i tems: 

• Review Progress on Newly Adop ted City Council 's SAP Priori t ies t o Ensure Success * 

• One-on-Ones w i t h City Council t o Evaluate Progress 

• Weekly Check-In w i t h Staf f on City Council SAP Priori t ies * 

• One-on-Ones w i t h Executive Team t o Evaluate Progress 

• End of Year Reviews w i t h Depar tments and Teams 

• Execute Proposed Budget Al igned w i t h Newly Adop ted City Counci! SAP Priorit ies * 

• Execute Organizat ional Changes Al igned w i t h City Council SAP Priori t ies * 

• Imp lement Innovat ion Fund fo r Innovat ion D is t r i c t /Downton 1 

• Hold Customer Service Tra in ing Al igned w i t h Customer Service Vision Sta tement 1 

• Evaluate Customer Service Feedback and Adjust Accordingly i i 

• Imp lement Funding Plan f o r Public Works Campus 1 

• Contract w i th Selected FiberNET Partner 1 

• Assess Progress on In fo rmat ion Technology Init iat ives * 

• Target 20 Employee W o r k Site Visits 

• Target 12 Partner Meet ings 

• Target 12 Commun i t y Out reach Speaking Engagements 

• Seek Out Personal Deve lopment Oppor tun i t ies re lated t o Develop ing Leaders * 
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EVERYThliNG B 

Welcome to Everything DiSC® 

Beau, have you ever wondered why connecting with 

some people Is easier for you than with others? 

Maybe you've noticed that you have an easier time 

managing people who focus on challenging 

assumptions and ensuring accurate outcomes. 

Or, maybe you're more comfortable working with 

those who take an efficient approach than those 

who always seem to want everyone involved in 

decisions. 

Or, perhaps you relate best to people who are 

naturally more skeptical than accepting. 

Everything DiSC® is a simple tool that offers information to 

help you understand yourself and others better—and this 

can be of tremendous use as a manager. This report uses 

your individual assessment data to provide a wealth of 

information about your management priorities and 

preferences. In addition, you'll learn how to connect better 

with people whose priorities and preferences differ from 

yours. 

Cornerstone Principles 

All D isc styles are equally valuable, and people 

with ali styles can be effective managers. 

Your management style is also influenced by 

other factors such as life experiences, 

education, and maturity. 

• Understanding yourself better is the first step 

to becoming more effective with your 

employees and your manager. 

• Learning about other people's DiSC styles can 

help you understand their priorities and how 

they may differ from your own. 

• You can improve the quality of your 
management experience by using DiSC to 

build more effective relationships. 

• Analytical 
• Reserved 
• Precise 
• Private 
• Systennatic 

INFLUENCE 
Outgoing 

• Enthusiastic 
• Optimistic 
• High'Sptnted 
• Lively 

CONSCIENTIOUSNESS 

© 2013 by John Wiley & Sons, Inc. Ail rights resen/ed. 
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YOUR Disc® OVERVIEW 

EVERYTHING 

How is this report personalized to you, Beau? 
In order to get the most out of your Everything DiSC Management® Profile, you'll need to understand your personal 
map. 

Your Dot 
As you saw on the previous page, the Everything DiSC® 
model is made up of four basic styles: D, i, S, and C. Each 
style is divided into three regions. The picture to the right 
Illustrates the 12 different regions where a person's dot 
might be located. 

Your Disc® style: CD 

Your dot location indicates your DiSC style. Because your 
dot is located in the C region but Is also near the line that 
borders the D region, you have a CD style. 

Keep in mind that everyone is a blend of all four styles, but 
most people tend strongly toward one or two styles. 
Whether your dot is in the center of one style or in a region 
that borders two, no dot location is better than another. Ali 
DiSC® styles are equal and valuable in their own ways. 

^̂ ^̂ ^̂ ^̂ ^̂ ^̂ ^̂ ^̂ ^̂ ^̂ ^̂ ^̂  

Close to the Edge or Close to the Center? 
A dot's distance from the edge of the circle shows how naturally inclined a person is to encompass the 
characteristics of his or her DiSC style. A dot positioned toward the edge of the circle indicates a strong inclination 
toward the characteristics of the style. A dot located between the edge and the center of the circle indicates a 
moderate inclination. And a dot positioned close to the center of the circle indicates a slight inclination. A dot in the 
center of the circle is no better than one on the edge, and vice versa. Your dot location is about halfway between the 
edge of the circle and the center, so you are moderately inclined and probably relate fairly well to the characteristics 
associated with the CD style. 

Now that you know more about the personalization of your Everything DiSC Management Map, you'll read about the 
management priorities and preferences associated with the CD style. Using this knowledge, you'll learn how to use 
Everything DiSC principles to improve your ability to direct, delegate, motivate, and develop others more 
successfully. Finally, you'll explore ways to work more effectively with your own manager. 

© 2013 by John Wiley & Sons, Inc. Ail rights reserved. 
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YOUR DiSi ;TYLE & DO" 

EVERYTHING 

Your Dot Tells a Story —" — - — — " — 
Your Disc Style Is: CD 

Because you have a CD style, Beau, you probably take an efficient, no-
nonsense approach to management. You're likely to have high expectations 
for yourself and others. Since you value expertise, people who consistently 
demonstrate competence are most likely to gain your respect. And because 
you want to reach superior results efficiently, you work to balance speed 
and quality. 

In your desire to control outcomes, you may sometimes struggle to share 
responsibility, and it can be difficult for you to depend too heavily on others. 
You probably avoid disorganized people and nonessential meetings. At 
times, you may be tempted to Just take charge of projects and finish them 
your own way. 

Like others with the CD style, you often avoid showing emotion, especially in social situations. In fact, you may 
come across as difficult to read when you first meet someone. Perhaps you're simply sizing up the situation, but 
your reserve may seem unfriendly to people who are more outgoing. 

in terms of time management, you like to maintain an efficient schedule, and you may become frustrated by 
deadlines that don't allow you to produce top work. In fact, you probably become irritated with people who 
waste time or do things at the last minute. 

Most likely, you analyze problems before reaching a decision. And, you're probably not afraid to be 
straightfonA/ard or even blunt with your opinions because you're unwilling to compromise what you see as the 
truth. When things don't go as you think they should, you may struggle to contain your disapproval. 
Furthermore, you tend to project confidence in your ideas, and you may become frustrated when others seem 
less decisive. 

You generally pride yourself on your ability to face challenges head-on. When you've set a goat, you're not easily 
swayed by obstacles or disapproval from others. And because you tend to be skeptical, you may foresee 
problems that others miss. But this focus on problems may cause you to come across as dissatisfied. Others 
may find this intimidating, and they may be less likely to suggest new ideas to you for fear of rejection. 

Like other managers with the CD style, you probably don't enjoy conflict, but you're unlikely to let it stop you 
from doing what you think is right. You may have a bit of a stubborn streak, and if someone challenges you, you 
may dig in your heels even further. When situations escalate, you sometimes overlook social niceties or let your 
tone or body language express your disapproval. 

Although you pride yourself on the quality of your work, you usually avoid public recognition. If you receive praise 
that seems overly emotional, you may question its validity. And assuming that others share this preference, it 
may not occur to you that the people you manage may want more open praise or compliments from you. 

Beau, like others with the CD style, your most valuable contributions as a manager may Include your problem-
solving skills, your high standards, and your determination. In fact, these are probably some of the qualities that 
others admire most about you. 
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YOUR DiSC® PRIORITIES & SHADING 

EVERYTHING 

Your Shading Expands the Story 
Beau, while your dot location and your DiSC® style can say a great 
deal about you, your map shading is also important. 

The eight words around the Everything DISC map are what we call 
priorities, or the primary areas where people focus their energy. 
The closer your shading comes to a priority, the more likely you 
are to focus your energy on that area. Everyone has at least three 
priorities, and sometimes people have four or five. Having five 
priorities is no better than having three, and vice versa. 

Typically, people with your style have shading that touches 
Challenge, Objectivity, and Drive. Your shading stretches to 
include Action, which isn't characteristic of your style. 

ACTION 

What Priorities Shape Your Management Experience? — 

• Offering Challenge 
Beau, like other managers with the CD style, you may point out flaws that others have missed or openly question 
people's opinions if you're unconvinced. Because you tend to be skeptical, you may show irritation with methods 
that lack common sense, and you probably expect others to take a similarly critical approach. IVIost likely, you aren't 
afraid to challenge processes or plans in order to ensure efficient outcomes. 

• Ensuring Objectivity 
You typically provide a solid basis of reason and evidence for your decisions. Because you want to ensure quality 
results, you focus on analyzing options and strive to separate emotions from facts. Most likely, you won't settle for 
sloppy, subpar work, and you may expect people to adhere to your high standards. Overall, you focus on providing 
objectivity to ensure outcomes that are both fair and accurate. 

• Displaying Drive 
Managers with the CD style tend to be goal-oriented and focused on the bottom line, so you may encourage team 
members to share this focus on accomplishment. You're interested in getting things done, and your persistence is 
usually very clear to the people you manage. In fact, you may become openly frustrated if progress is stalled. You 
prioritize getting results and the drive it takes to cross the finish line. 

• Taking Action 
Also, you appear to place a high value on swift, immediate progress, a characteristic that is unusual for someone 
with the CD style. You probably prefer to take command of situations and hit the ground running. Once you've 
chosen a course of action, you tend to keep moving forward while pushing your team members to keep up with 
your rapid pace. 
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YOUR MANAGEMENT PREFERhNC 

EVERYThlING 

What Do You Enjoy About Managing? 

Different people find different aspects of their work motivating. 
Like other people with the CD style, you may enjoy that managing 
allows you to ensure high-quality results and logical solutions. In 
addition, as you take charge of situations, you may appreciate that 
you're able to provide a reasoned, balanced perspective. 
Furthermore, you may also appreciate creating a fast-paced 
environment where progress happens quickly, and this is less 
typical of the CD style. 

You probably enjoy many of the following aspects of your work: 

MOTIVATORS 

• Catching errors or flaws in design 
• Providing analysis 
• Setting high standards 
• Working toward a challenging goal 
• Improving upon others' ideas 
• Solving problems 
• Achieving results 
• Keeping things moving 
• Initiating change 
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What do your priorities say about 
what motivates you and what you 

find stressful? 

What Drains Your Energy as a Manager? 
Then there are those management responsibilities that are stressful for you. Because you tend to focus on logical 
objectives and concrete results, you may find it frustrating to manage people who don't meet your standards of 
competency. Similarly, it's also probably stressful when you don't feel you have the expertise to deliver expected 
results or others seem to be questioning the quality of your work. At the same time, unlike others with the CD style, 
you may become frustrated if people fail to move as quickly as you'd like. 

Many of the following aspects of your work may be stressful for you: 

STRESSORS 
Dealing with people who don't meet your standards 
Being wrong 
Managing inefficient procedures 
Dealing with challenges to your authority 
Managing conflict 
Adjusting your goals to meet the needs of others 
Managing overly emotional or illogical people 
Having to moderate your pace 
Being forced to give up on bold ideas 
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YOUR DIRECTING & DELEGATING STYLE 

EVERYTHING 
MANAGrM"NT 

As a manager, you may find that effectively directing and delegating to your employees is more complex than simply 
handing off an assignment w/ith a "please" and "thank you." Perhaps you've noticed that individual employees 
respond positively to different types of instruction and feedback. Some want specific directions and welcome 
objective feedback, while others want just the opposite. Based on your DiSC® style and priorities, you have a natural 
approach to directing and delegating. However, to maximize satisfaction and productivity, it's important to consider 
how effective your approach may be with employees of different styles. 

Beau, you tend to challenge people to meet your high standards. 
At times, you may be skeptical of whether they can complete 
assignments to your satisfaction, prompting you to remind them of 
their responsibilities. Those who underperform are likely to receive 
matter-of-fact feedback from you. 

You also prioritize objectivity and probably take a somewhat 
formal approach to directing people. Most likely, you lay out your 
expectations in a logical manner and then monitor progress 
closely to ensure accurate outcomes. 

Because you have a strong drive for results, you tend to push your 
team members to produce quality solutions. For this reason, you 
usually delegate responsibilities based on the person's 
competency and how he or she could contribute to the bottom 
line. 

Furthermore, you have a preference for action, which isn't typical 
for someone with the CD style. You want to get going quickly and 
usually direct people by instilling a sense of urgency, 

ACTION 

How Do You Approach Directing & Delegating? 

STRENGTHS 

• Setting high standards 
• Evaluating people based on their competency 
• Emphasizing the importance of accuracy in 

ensuring quality outcomes 
• Ensuring that people understand the need for 

results 
• Explaining your ideas in logical terms 
• Getting people moving 

CHALLENGES 

• Offering ongoing encouragement 
• Sharing positive emotion, which could boost 

morale 
• Highlighting the importance of routine tasks 
• Creating a reliable setting 
• Listening to people's concerns about 

assignments 
• Considering the needs of others 
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RECTING & 
J THE D STY 

DELEG/^ NG 

How Does the D Style Like to Work? 

Like you, people with the D style prioritize the bottom line and 
are driven to get results. Because they share your preference 
for independence, they probably require very little hand-
holding. In fact, they want the freedom to make decisions 
without having to ask for input from others. Furthermore, these 
individuals tend to display a great deal of initiative and will likely 
accept as much responsibility as you're willing to give them. 
However, they are less likely than you to analyze options 
logically, preferring instead to simply dive right in. 

'ERYTHING 
VAMAG^^yl:"N"" 

ACTION 

Potential Problems When Working 
Together ^..^..^^.^^.........-.^..^-^ 

Like you, people with the D style tend to be questioning and skeptical. They're unlikely to simply follow orders, so 
they may challenge your authority if they disagree with your opinions. As a result, you may get into power struggles 
with them, and they may want to make important decisions without consulting you. These individuals may assume 
they know how to do things better than anyone else and take shortcuts that you disagree with. This can lead to 
tension or conflict, as neither of you is likely to back down quickly, 

How to Be Effeotive with the D Style — -
People with the D style are fast-paced, and unlike others with the CD style, you also prioritize action. Like you, they 
want to make quick progress while working on exciting projects. However, they may grow restless if your tendency 
to do a thorough analysis impedes innovation. Therefore, give them some autonomy and allow them to undertake 
more adventurous tasks. If they have exhibited sound judgment in the past, show respect for their bold ideas and 
decision-making ability. If they are inexperienced, remember that they may try to make decisions that exceed their 
qualifications. 

If they're less experienced: 

Don't confuse confidence with competence. 
Review their plans in detail. 
Establish agreement about the type of decisions 
that will be left to them. 
Have them check with you before any risky 
decisions are made. 
Let them know that they will be given more 
autonomy as they gain experience. 

If they're more experienced: 

• Make sure you see eye to eye on the goal of the 
assignment. 

• Provide a broad overview rather than detailed 
tasks. 

• Set a deadline and let them figure out how to 
proceed. 

• Make sure they understand the consequences of 
their shortcuts. 

• Specify the limits of their authority while still 
allowing for some autonomy. 
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DIRECTING & DELEGATING 
TO THE I STYLE 

EVERYTHING 
\.':ANAGrM:.NT 

ACTION 

How Does the i Style Like to Work? 

People with the i style tend to be upbeat and optimistic. They'll 
often focus on the positive possibilities of a task rather than the 
potential downside, which is contrary to your natural sense of 
skepticism. Furthermore, because these individuals tend to 
rely on open expression and enthusiasm, they may desire 
more recognition than you are naturally inclined to give. These 
individuals place less of a priority on logic and bottom-line 
results than you do. 

i O 

s 

Potential Problems When Working 
Together 
People with the i style want to work in a fun environment, so they may spend more time socializing and networking 
than you think is necessary. They value personal feelings and are probably more willing to accept people at face 
value than you are. Because they prefer to collaborate with others, they may not understand your preference to 
work independently. In fact, they may become distressed if their assignments require working alone. 

How to Be Effective with the i Style — — — — 
These individuals are action-oriented and spontaneous, and unlike others with the CD style, you share their 
tendency to move at a fast pace. They want to get the gist of an assignment and dive right in, so they may be well-
suited to projects that require quick thinking. As a result, your ability to keep track of the specifics may provide the 
structure they need to perform. Allow those with experience to be creative as long as you're satisfied with the 
results. For those with less experience, provide guidance to help them meet deadlines. 

If they're less experienced: 

• Let them collaborate when possible. 
• Hold them accountable for missed deadlines or 

skipped steps. 
• Help them prioritize. 
• Ensure that they follow through on their tasks. 
• Check their understanding since their enthusiasm 

might hide a lack of clarity. 

If they're more experienced: 

• Allow them to take the lead in group settings. 
• Make time to review the details with them. 
• Acknowledge their contributions publicly. 
• Keep them on track and on schedule, but don't 

micromanage their work. 
• Be open-minded to their more adventurous ideas. 
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DIRECTING & DELEGA 
TO THE S STYLE 

TING 

EVERYTHING 
VANAOfMs 

How Does the S Style Like to Work? 

People with the S style are accommodating and flexible. 
Because they're usually less skeptical of ideas and people 
than you are, they may seem relatively easy to direct, Still, they 
probably need more support and interaction than you naturally 
provide. And because they may be hesitant to speak up or 
assert themselves, your objective approach may intimidate and 
prevent them from asking questions or offering suggestions. 
As a result, it may be difficult for you to identify when they're 
ready for new challenges. 

ftELlABlLVr^ 
Potential Problems When Working 
Together 
These individuals appreciate a methodical pace and like to focus on their tasks without being interrupted by sudden 
changes or radical developments. They're cautious when approaching projects and want to know what is expected 
of them so they can minimize ambiguity or major surprises. However, because they may not share your drive for 
individual achievement, you may grow impatient with them. At the same time, your willingness to challenge 
established ideas may strike them as critical or argumentative. 

How to Be Effective with the S Style 
People with the S style may be most comfortable in friendly, cooperative environments. Unlike you, they tend to 
enjoy collaborative settings and group efforts, so they'll appreciate opportunities to contribute within a unified team. 
Be straightfonward about your expectations for their performance while providing step-by-step guidance. If they have 
more experience, give them as much responsibility as you can, but make it clear that you are available for 
clarification or to advise them if they face tough decisions. 

if they're less experienced: 

• Give clear, step-by-step directions. 
• Ask questions to confirm their understanding, 
• Check in with them frequently to increase their 

comfort. 
• Refrain from giving them too much responsibility 

before they're ready. 
• Avoid overriding their decisions whenever possible. 

If they're more experienced: 

• Ask for their input rather than just telling them 
what to do. 

• Give them additional responsibilities when they 
seem ready for more challenges. 

• Urge them to take initiative. 
• Ask them directly what kind of support they need, 
• Encourage them to help structure the overall plan. 
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DIRECTING & DELEGATING 
TO THE C STYLE 

How Does the C Style Like to Work? 

Like you, people with the C style relate best to clear objectives 
and fact-based ideas. They like to analyze their options 
carefully, and because of their focus on accuracy, they prefer 
to work systematically toward their goals. They're less 
interested in the social and emotional aspects of the job, which 
you can probably relate to. Furthermore, these individuals are 
comfortable working alone, requiring minimal face time. They 
prefer to be given a task and allowed the time and space to 
complete it. 

Potential Problems When Working 
Together 

EVERYTHING 
\ ' :ANAGEMLNT 

<3 

< 
o 

Q 

These individuals want to produce dependable outcomes, so they tend to thoroughly consider all the consequences 
before choosing a plan. Although you share their desire to analyze options logically, you're probably also concerned 
about reaching decisions efficiently. As a result, you may show some impatience when they spend too much time 
weighing the consequences and second-guessing plans. In turn, they may become frustrated if you pressure them 
to rush their efforts. 

How to Be Effeotive with the C Style - — — 
Like you, people with the C style are interested in creating quality work and prefer environments where they feel free 
to point out flaws and question inefficiencies. They don't look for reassurance or support, but they do want to know 
that their expertise and competence are valued. If they feel you are criticizing their performance, they may withdraw 
or become passive-aggressive, Be sure they don't spend too much time perfecting their work, and if they have more 
experience, let them know that their suggestions are heard and respected. 

If they're less experienced: 

• Allow them to work independently whenever 
possible. 

• Help them achieve quality without putting deadlines 
at risk. 

• Make sure they have the resources they need. 
• Check in to make sure they aren't getting bogged 

down. 
• Point out the logical basis behind the task. 

If they're more experienced: 

Check in with them enough to ensure clarity and 
fon/vard progress. 
Listen to their concerns about quality. 
Encourage them to point out defects in the overall 
plan. 
Allow them to work independently, but set clear 
deadlines. 
Give them opportunities to help solve complex 
issues. 

© 2013 by John Wiley & Sons, Inc. All rights reserved. 
Reproduction In any form, in whole or in part, is prohibited. Beau Falgout 11 

67



OTIVATION A N D THE ENVIRONMENT 

;REATE 

EVERYTHING 

J v.. 

You can't motivate people. They have to motivate themselves. As a manager, however, you can create an 
environment where it's easy for people to find their own natural motivation. This means building an atmosphere that 
addresses employees' basic needs and preferences so they can do their best work, and you may naturally create a 
certain type of environment for those around you. It's important to understand the nature of this environment 
because it has a major impact on the motivation of the people you manage. 

Beau, you constantly challenge your organization to become 
more efficient by identifying redundancies and poor use of 
resources. In this climate, people strive to use their time wisely 
and help create new best practices, knowing that you hold them 
accountable to the same quality standards that you model. ACTIO/V 

Similarly, your preference for objectivity means that you create 
an environment where logic and rational thought are prized. 
Many people are motivated when they are asked to create 
commonsense solutions, and your focus on analysis and 
accuracy encourages them to demonstrate critical thinking skills. 

By driving toward results, you remind others that efficient 
processes lead to superior outcomes. The people you manage 
know that you respect persistence and ambition, and they seek 
to impress you by meeting benchmarks and goals in a timely 
manner. 

Furthermore, unlike others with the CD style, you have an extra 
priority that may influence motivation and the environment you 
create. Your preference for action may be contagious, 
energizing and empowering the people you manage. 

INFLUENCE ^ \ 

Q Y CONSCIENTIOUSNESS 

% T . 

/ 
STEADINESS / 

The EnvironiTient You Create -
• When you challenge people, they push themselves harder. 
• Because you are objective, people strive to make rational decisions that are likely to win your approval. 
• Your focus on accuracy may help ensure that people catch mistakes quickly. 
• When you set clear goals, people understand what is expected of them. 
• Your systematic approach helps provide a structured workplace with commonsense policies. 
• Because you emphasize action, people feel a sense of urgency. 
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MOTIVATION AND THE D STYLE 

EVERYTHING 

What Are the Motivational Needs of the D Style? 

Employees with the D style are motivated to win, so they probably care more about the bottom line than how they 
get there. Like you, they're driven to achieve, so they often thrive in competitive environments and can sometimes 
turn the most collaborative task into a contest. Furthermore, they share your desire to move quickly and want to 
make a big impact with innovative or daring ideas. In fact, because they're so focused on individual career growth, 
they will probably feel empowered to meet the challenging expectations you tend to place on them. 

What demotivates the D style? 
Routine 
Foot dragging 
Being under tight supervision 
Having their authority questioned or overruled 
Feeling like their time is being wasted 
Having to wade through a lot of details 

How does conflict affect the motivation of 
the D style? 

• Employees with this style may embrace conflict as a 
way to create win-lose situations. 

• They may be energized by the competitive aspects of 
conflict. 

• They may waste energy dwelling on who is at fault. 

ACTION 

How can you help create a motivating environment for the D style? 
Avoid stepping in or overruling their decisions unless absolutely necessary. 
Provide basic parameters, leaving room for some creative freedom. 
Fuel their competitiveness by turning routine projects into competitions. 
Provide opportunities for them to gain the respect of others in the organization. 
Introduce new projects by outlining their big-picture purpose before giving any details. 
Allow them to use new methods whenever possible, rather than insisting on the status quo. 

What's the best way for you to recognize and reward the D style? 
• Reward them with more autonomy when they exceed your expectations for quality. 
• Praise them with direct compliments that describe the impact of their performance. 
• Acknowledge their ideas and give them credit for their work that positively affects the bottom line. 
• Recommend them for advancement once they've proven they are ready for more challenges. 
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EVERYTHING 

MOTIVATION A N D T H E i STYLE 

What Are the Motivational Needs of the i Style? 

Employees with the i style look for high-energy environments where adventurous or groundbreaking ideas are 
valued. Unlike you, they're eager to collaborate, so they may put a lot of energy into socializing and maintaining 
relationships. Because they like fun, vibrant settings, they often move quickly and indulge in a variety of tasks, and 
you probably don't have much trouble keeping up with their fast pace. Those with the i style are also motivated by 
public recognition and appreciate a warm and encouraging environment, probably more so than you. 

What demotivates the i style? i 
• Being isolated from others -mi^is,...^^c i 
• Working in a resen/ed, slow-paced setting | 
• Having their contributions go unrecognized | 
• Performing routine or repetitive tasks % I 
• Wading through a lot of details ' s Y W f i ^ H k I 
• Working with pessimistic or critical people ^ | 

How does conflict affect the motivation of % g j 
the i style? - 1 1 

• Conflict may make them emotional or angry, and as a ^ j 
result may negatively affect their performance. j 

• They may take conflict personally, which could de- J 
energize them. ; . • • ^ 

• They may dwell on the conflict rather than focus on their 
tasks. ? J = & 3 S » s S ® s ^ S S » w s g ^ w w ^ S f f i g ^ B ^ ^ ^ ^ ^ ^ 

How can you help create a motivating environment for the i style? 
Refrain from being blunt when delivering negative feedback. 
Be open to their adventurous ideas. 
Let them collaborate with others. 
Limit the predictability and routine of their tasks when possible. 
Acknowledge their feelings and individuality. 
Give them opportunities to express themselves and be in the limelight. 

What's the best way for you to recognize and reward the i style? 
• Show enthusiasm for work that meets your high standards by praising them publicly. 
• Let them know when others compliment their work. 
• Acknowledge how their social and energetic approach complements your more systematic style. 
• Recognize strong performance by providing opportunities to network and build relationships. 
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MOTIVATION AND THE S STYLE 

EVERYTHING 

What Are the Motivational Needs of the S Style? 

People with the S style prefer a calm, structured atmosphere where tension and conflict are rare. They want to be 
supportive of people, and may even withhold their own opinions to accommodate the needs of others, which is a 
tendency you may not identify with. In addition, they like to connect with colleagues on a personal level, and they 
may value working in a collaborative setting more than you do. Furthermore, they want to be seen as reliable and to 
have enough time to perform their duties without being rushed or stressed, which probably isn't as important to you. 

What demotivates the S style? 
Competitive environments 
Having to change direction abruptly 
Being rushed into quick decisions 
Dealing with cold or argumentative people 
Being forced to improvise 
Being in chaotic situations 

How does conflict affect the motivation of 
the S style? 

• They may compromise on things they care about but 
remain frustrated beneath the surface. 

• They may waste energy worrying that people are mad at 
them. 

• They may beconrie fearful about making mistakes, 
limiting their effectiveness or ability to take chances. 

How can you help create a motivating environment for the 8 style? —- — 
Find opportunities for them to collaborate with others. 
When communicating, take their feelings into account rather than relying primarily on logic. 
Provide the information and resources they need to do their best work. 
Give them plenty of warning when changes are coming. 
Give them the structure and security they need to feel comfortable. 
Ask for their ideas, which they might not share without encouragement. 

What's the best way for you to recognize and reward the S style? 
• Provide regular reassurance that they're meeting your high standards, even if it seems obvious to you. 
• Give warm and sincere praise in a one-on-one setting. 
• Acknowledge how their steadiness and supportlveness contribute to everyone's success. 
• Propose advancement opportunities when they consistently exceed your expectations in their current role. 
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EVERYTHING 

MOTIVATiON AND THE C STYLE vAMA(..Mn^ 

What Are the Motivational Needs of the C Style? 

Employees with the C style look for an environment where they will have time to analyze ideas and ensure flawless 
outcomes. They want to produce work that's reliable, so they prefer to maintain a moderate pace and exercise a 
sense of caution, which isn't one of your top priorities. Because they share your objective outlook, they like to weigh 
the options and gather all the facts before making decisions. Also, they want to master their responsibilities, so like 
you, they often question ideas and challenge assumptions to ensure accuracy. 

What demotivates the C style? f 
Being required to work collaboratively j 
Receiving vague or ambiguous directions 
Having to deal with strong displays of emotion 
Being forced to let errors slide 
Having to make quick decisions 
Being wrong lu 

How does conflict affect the motivation of ^ ; 0 
the C style? ^ IY;, 

• They may become resentful and unyielding, limiting their 
productivity. % L . 'Y; 

• They may withdraw from the situatbn to avoid having to %Y::Y. Y> : t ' 
deal with emotional reactions. Y';; 

• Their unexpressive manner may conceal a tendency to 

worry excessively. ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ 

How can you help create a motivating environment for the C style? 
Explain the purpose of tasks and assignments logically. 
Allow them to help define quality standards. 
Listen to their questions about projects or tasks, but keep them moving fonA^ard. 
Provide opportunities for independent work, but make sure they collaborate when needed. 
Give them time to make decisions, but make sure they don't get bogged down. 
Give them challenging projects they can sink their teeth into. 

What's the best way for you to recognize and reward the C style? 
• Praise them in a one-on-one setting and cite objective examples of excellence. 
• Point out specific ways in which they contribute to high-quality results. 
• Show your respect for their competence by allowing increased autonomy. 
• Reward quality work by providing new opportunities to build on their expertise. 
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YOUR APPROACH TO DEVELOPING OTHERS 

EV/ERYTHING 

One of the most important but often overlool<ed areas of management is employee development. By development, 
we don't mean day-to-day direction on current job duties. Instead, we're talking about supporting employee's long-
term professional growth by providing resources, environments, and opportunities that capitalize on their potential. 

Certainly, your employees will need to work through those limitations that are significant obstacles to their growth. 
Research shows, however, that you'll be most effective as a manager if you can help your employees identify and 
build on their strengths, rather than trying to fix all of their weaknesses. Each manager has a natural approach to this 
development task, and your approach is described below. 

Beau, when managing people, you hold them to the same 
high-quality standards that you expect of yourself. Most likely, 
you view employee development as a welcome challenge that, 
when done successfully, will yield the best qualities and skills 
your team has to offer. By taking an objective look at what 
people do well and what they struggle with, you're able to 
match people's abilities with the organization's needs. And 
because you believe development is synonymous with 
achieving goals, you may push people to think critically and 
sharpen their skills. Overall, your demanding, practical 
approach may help the people you manage harness their 
hidden strengths. 

Furthermore, unlike others with the CD style, you also have an 
extra priority that might influence your approach to developing 
others. Your action-oriented nature may motivate people to 
pursue their goals with energy and immediacy. 

ACTION 
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Your Development Approach 

ADVANTAGES 
• Creating detailed development plans 
• Providing people a realistic appraisal of their skills 
• Helping people objectively identify their strengths 

and challenges 
• Pushing others to hone their skills 
• Giving feedback in a clear, straightforward 

manner 
• Pushing people to move quickly in their 

development 

DISADVANTAGES 
• Appearing to focus more on the organization than 

other individuals 
• Dismissing people's interests 
• Focusing on flaws rather than strengths 
• Causing people to worry that you are dissatisfied 

with their work 
• Coming across as more concerned with the 

organization than with individuals 
• Pushing people at a pace that is too fast for them 
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PLOYEES 

EVERYTHING 

Areas Where They Have Strong Potential 
Consider ways that these employees and the organization can take full 
advantage of the following strengths: 

Willingness to take risks and challenge the status quo 
Comfort being in charge 
Confidence about their opinions 
Persistence through failure or tough feedback 
Competitive spirit and drive for results 
Ability to create a sense of urgency in others 
Comfort being direct or even blunt 
Restless motivation to take on new challenges 
Ability to find effective shortcuts 
Willingness to speak up about problems 

ftCTION 

Obstaoles and Strategies in the Development Process 

_Driye I 
Like you, people with the D style are driven to succeed, but you may need to reassess their course from time to 
time, They are inclined to strive for personal goals, sometimes at the expense of the organization's needs. Be 
prepared to rein them in when they have too much on their plate to be effective, 

• Explain how success for the team could lead to development opportunities for them. 
• Encourage their ambition and autonomy but be prepared to redirect their focus. 
• Enable them to create new opportunities and competitive challenges for themselves. 

S" Action 
Like you, these individuals like to make things happen quickly, which is more typical of the D style than the CD style. 
When making decisions, they tend to skip the analysis that you rely on. Reassure them that you also seek fonA^ard 
momentum, but temper it with a thoughtful and well-paced development plan. 

• When making long-term development plans, lay out milestones and concrete benefits, 
• When discussing an opportunity, explain how it will immediately benefit them. 
• Consider their need to keep moving when devising development opportunities. 

I Ĵ h§l[®ns® ^ 
People with the D style seek autonomy and control, as you probably do. When they choose an idea, it may be 
difficult to convince them otherwise, and this could lead to power struggles when you work with them on 
development plans. If you can maintain your authority while respecting their independence, they may listen to your 
logic. 

• Let them work independently, but help them see the value of multiple perspectives. 
• Be direct about what's working for them and what's not, putting it in terms of results. 
• Give them opportunities to exercise authority. 
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DEVELOPING YOUR T̂' EMPLOYEES 

EVERYTHING 

Areas Where They Have Strong Potential 
Consider ways that these employees and the organization can take full 
advantage of the following strengths: 

Ability to build a network of contacts 
Willingness to accept new ideas 
interest in working with others 
Comfort taking the lead 
Persistence through optimism 
Tendency to create enthusiasm 
Ability to empathize with others 
Willingness to experiment with different methods 
Tendency to give praise and encouragement to others 
Ability to rally people around an idea 

ACTION 

Obstaoles and Strategies in the Development Prooess 

Encouragement 
People with the i style enjoy the limelight, while you prefer to work under the radar. They respond well to feedback 
that is positive and personal, and this may be out of your comfort zone. At the very least, be mindful not to be too 
cold with them, and try to offset your questions with some affirmations. 

• Strike a balance by delivering fact-based feedback while maintaining a friendly demeanor. 
• Try to be warm when discussing development opportunities with them. 
• Show optimism about their potential. 

Action 
While it's more typical for the i style than the CD style, you're both interested in fast-paced innovation. Still, you tend 
to be more methodical than they are, and they may push for bold ideas when you think more facts are needed. Join 
them in brainstorming big ideas, but help them see the value in creating a careful development plan. 

• Help them address the facts and look at the details. 
• Give them projects that require quick decisions and immediate action. 
• Encourage their spontaneity when appropriate. 

Coilaboration 
People with the i style seek development opportunities that allow them to team up with others whereas you focus on 
tasks and individual projects. Your approach may not meet the developmental needs of these individuals, who 
probably don't crave as much autonomy as you do. 

• Encourage them to pursue opportunities that involve working with others. 
• Remind them that their growth will also depend on independent work. 
• Allow them to lead small groups. 
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EVERYTHING 

DEVELOPING YOUR '̂S'̂  EMPLOYEES vA;.).orMi^N-: 

Areas Where They Have Strong Potential 
Consider ways that these employees and the organization can take full 
advantage of the following strengths: 

Ability to work with different types of people ! 
Interest in maintaining steady progress \ % 
Tendency to be diplomatic 5 
Willingness to support team goals 0 \ . g 
Ability to empathize with others ^ 
Persistence to work on routine or highly detailed projects ! ^ 
Tendency to follow through on commitments 
Ability to calm upset people 
Understanding of others' perspectives 
Willingness to be flexible to others' needs RELIABIUT^ 

Obstacles and Strategies in the Development Prooess 

Support 1 " 
People with the S style want reassuring feedback that lets them know they are on the right track. However, you may 
be uncomfortable with providing emotional support, which may seem unprofessional or weak to you. Because you 
are driven and may seem to lack emotion, they may worry that you're unhappy with their progress. 

• Avoid equating the developmental process to only results, productivity, or success. 
• Ask directly but gently for their thoughts about their interests and skills. 
• Show patience and understanding for their fears and concerns. 

Reliability __ , - - • — — "•"" """"" 
These individuals are stable and reliable, and they may be leery of bold ideas or change. They will do their best to 
meet your high expectations as long as you make them clear. You may need to challenge them to step out of their 
comfort zone occasionally to tackle new responsibilities that could advance their careers. 

• Help them look beyond the risk in a bold development plans to see the opportunities. 
• Give them time to warm up to ideas that involve a lot of change. 
• Provide them with plenty of information and clear expectations about their development. 

Collaboration 
People with the S style love to work with others, whereas you tend to focus more on individual achievement and 
competition. You may come across as more concerned with their work than with them as a person. With your 
different priorities, the two of you may struggle to see eye-to-eye on their professional development. 

• Remember that they don't value individual accomplishment as much as you do. 
• Encourage them to pursue collaborative opportunities while furthering their own development. 
• Build on their ability to get along with diverse groups of people. 
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DEVELOPING R EMPLOYEES 

EVERYTHING 
MANAGAM^I-i":" 

Areas Where They Have Strong Potential 
Consider ways tinat tliese employees and the organization can take full 
advantage of the following strengths: 

Insistence on quality 
Ability to look at ideas logically 
Comfort with studying the specifics 
interest in maintaining error-free work 
Ability to pinpoint potential problems 
Persistence in analyzing solutions 
Willingness to work alone 
Tendency to avoid letting personal feelings interfere with work 
Ability to exercise caution and manage risks 
Interest in developing a systematic approach 

a 

< 
X o 

Obstaoles and Strategies in the Development Process 

L.QM®9yyity. 
Like you, people with the C style find facts and figures compelling, and they may get so caught up in this objective 
way of thinking that they become inattentive to more social aspects of work. Furthermore, because they are so 
autonomous, you may not prioritize discussing their development, which could hurt them in the long run. 

• Encourage them to continue looking at development ideas logically. 
• Respect their independence, but remind them that you can be an advocate for their development. 
• Touch base often enough to make sure that you are on the same page. 

Reliability 
These individuals may attempt to control the quality of their work by sticking with comfortable responsibilities that 
require attention to detail. They may be inflexible about taking on potentially risky opportunities, and this may conflict 
with your more goal-oriented approach to their development. 

• Avoid getting stuck in a rut of safe or traditional development plans. 
• Be aware that they may have trouble admitting their limitations or acknowledging mistakes. 
• Ensure they see the drawbacks of being overly cautious. 

Challenge 
People with the C style share your skepticism, and this may cause them to overanalyze ideas that you propose for 
their development. They may ask a lot of questions, or even meet your suggestions with passive-aggressive 
behavior, but don't let this prevent you from pushing them to set development goals. 

• Demonstrate the rationale behind your suggestions for their development. 
• Field their questions, but hold them accountable if they become unreasonable. 
• Help them move beyond resistance toward constructive development plans. 
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HOW YOUR MANAGER SEES YOU 

EVERYTNiNG 

One of the most important but often overlooi<ed aspects of management is 
sometimes called "managing up." This refers to effectively working with and 
influencing your own manager. Understanding how your manager sees you 
is important, but sometimes difficult. This page provides insight into how 
your manager might see you. 

ACTION 

• Challenging 
Beau, since you have a CD style, you probably come across as systematic 
and determined. Because you're unlikely to accept ideas without asking a 
lot of questions, your manager probably feels confident that you'll uncover 
any problems that could compromise the end result. However, some 
managers may think you come across as stubborn or argumentative, while 
others may believe that you're too questioning. 

• Your manager may see you as overly critical. 
• Some managers are more likely to trust people who are more accepting of new ideas. 

l i i i 
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• Objective 
Many managers may appreciate that you tend to think logically and avoid letting your emotions get in the way of 
rational conclusions. They may also like that you're willing to analyze all the options and calculate risks to get the 
highest quality outcome. On the other hand, some managers may see your consistent focus on the facts as short­
sighted. 

• Your manager may think that you rely too heavily on data. 
Because of your focus on facts, some managers may think you don't have the social presence that leaders 
need. 

• Driven 
Because you're so determined, your manager probably appreciates that you can be counted on to deliver quality 
results that affect the bottom line. In addition, you're usually willing to take charge when needed, and your manager 
may see you as someone who will keep things on track. On the other hand, you may come across as impatient or 
inflexible if you insist on your approach at the expense of others' ideas. 

Your manager may see you as overly insistent or demanding when you're pushing toward your goals. 
Some managers may believe that you're too focused on your own agenda. 

• Active 
Unlike others with the CD style, you tend to be active, and many managers may appreciate that you take the 
initiative to make things happen quickly. However, some managers may worry that your rapid pace could iead to 
unstable outcomes. 

• Your manager may think your propensity for action could cause you to skip over important steps, 
Some managers may have trouble keeping up with your quick pace. 
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WORKING WITH "D" MANAGERS 

EVERYTHING 

Most of us would like to understand our own manager a bit better. If your manager tends toward D, here are some 
insights for working more effectively together. 

Their Priorities & Preferences 

Managers with the D style put a strong emphasis on drive and are 
active in pursuing bottom-line results. They can be demanding and 
blunt and won't hesitate to voice their skepticism. Overall, they 
respond best to people who can quickly help them achieve success. 

• Like you, their driven nature means that they will do whatever it 
takes to reach their goals. 

• Like you, they prioritize action and want to keep progressing at a 
rapid pace. 

• Like you, they probably challenge themselves and aren't afraid 
to challenge others. 

ACTIOfV 

Advocating & Getting Buy-In — — 

Managers with the D style want to know how your ideas can bring about concrete results. By emphasizing the big 
picture and showing how your proposals will have a direct impact, you may be able to gain their buy-in. And 
because they respect confidence, your tendency to be straightforward and back up your opinions with facts may 
increase the odds that they will support you. Furthermore, while it may come more naturally to you than to others 
with the CD style, you share the D manager's emphasis on fon^/ard progress at a rapid pace. Therefore, show them 
how your ideas can help them reach their goals quickly and avoid excessive analysis. In addition, keep in mind that 
they're likely to dismiss an idea if you've ignored their advice. They want to feel in control, so show respect for their 
leadership and offer them an ownership stake in the solution. 

• Avoid getting bogged down in analysis. 
• Project confidence in the concrete results they can expect from your plan. 
• Ask for their advice and make them part of the solution. 

Dealing with Conflict 

Managers with the D style can become competitive in conflict, creating win-lose scenarios without room for 
compromise. Like you, they may be very direct and occasionally headstrong. As a result, you may view one another 
as stubborn, and you both may argue to defend your position. For this reason, when disagreements arise, each of 
you may think that the other is looking for a fight. Therefore, resist the urge to escalate the conflict, and avoid trying 
to overwhelm them with logic. Make your points in an objective, matter-of-fact way, and focus on resolving 
arguments rather than on winning. 

• Communicate your points objectively but not stubbornly. 
• Make your primary goal to resolve the conflict. 
• Stick to the facts and avoid hot buttons. 
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WORKING WITH 1 " MANAGERS 

EVERYTHING b 

Most of us would like to understand our own manager a bit better. If your manager tends toward i, here are some 
insights for working more effectively together, 

Their Priorities & Preferences "̂""'St 
Managers with the i style tend to be energetic and encourage others 
to do their best. Overall, they want to lead a fast-paced but friendly 
team, and they will likely respond best to people who like to create an 
optimistic team spirit. 

• Unlike you, they focus on encouragement and celebrating group <9 
victories. 

• Unlike you, they prefer to work with others and prioritize 
teamwork. 

• Uke you, they focus on action and move quickly while striving 
for foHA/ard progress. 

Advocating & Getting Buy-In — — — — 

Managers with the i style look for cooperation and want to know how your plans will affect other people. As a result, 
they may not find your more challenging, skeptical nature conducive to the collaboration they seek. If you want their 
buy-in, show them that your solution has the power to invigorate people, and explain how team members can work 
together to reach your goals. Furthermore, while it may come more naturally to you than to others with the CD style, 
you share the i manager's interest in fast movement, so communicate your desire for things to happen quickly. 
However, be aware that your focus on logic and the bottom line may fail to capture their attention. Focus on the 
positive aspects of your plan, and try to sell your idea rather than rationalize it based on the facts. 

Focus on your idea's potential for excitement and energy. 
Show them how your plans will have a positive impact on people. 
Be flexible when presenting your ideas. 

Dealing with Conflict ^ — — 

Managers with the i style want to maintain friendly relationships. However, self-expression is very important to them, 
so may insist on making their feelings clear in a confrontation. This may be difficult for you since you tend to 
withdraw from emotional displays. In addition, you may become defensive if pushed, causing them to view you as 
unyielding or stubborn. Be careful that your directness doesn't come across as a personal attack, and be aware that 
they may have trouble letting go of issues. Express concern for their feelings, and let them know that you want to 
maintain a good relationship. 

Show that you understand their feelings. 
• Don't rely solely on logic to resolve the situation. 
• Make it clear that your relationship is still strong even after disagreements. 

© 2013 by John Wiley & Sons, Inc. Ali rights reserved. Beau FalOOUt QA-
Reproduction in any form, in whole or in part, is prohibited. ^ ^*~T 

80



WORKING WITH ''S" MANAGERS 

EVERYTHING 

Most of us would like to understand our own manager a bit better. If your manager tends toward S, here are some 
insights for working more effectively together. 

Their Priorities & Preferences 

Managers with the S style tend to be accommodating and 
dependable. Overall, they want to lead a team in a calm setting where 
tension is rare, and they will likely respond best to people who are 
friendly team players. 

• Unlike you, they emphasize people's feelings and are more 
concerned with maintaining relationships than you tend to be. 

• Unlike you, they would rather work collaboratively than 
independently. 

• Unlike you, they often dodge change in order to maintain a 
dependable setting. 

Advocating & Getting Buy-In 

Managers with the S style want to see how your ideas can contribute to steady progress and reliable results. Keep 
in mind that they value security and stability, so they need to feel positive about an idea before taking risks. 
Therefore, present your ideas clearly and methodically to demonstrate the dependability of your solution. 
Furthermore, they're interested in collaboration and team unity, and they probably don't share your focus on the 
bottom line. Rather, they look for cooperation and harmony. To gain their buy-in, avoid dwelling on facts and data, 
and refrain from emphasizing results at the expense of people. Instead, point out how aspects of your solution can 
bring the group together. 

• Walk them through your plan step-by-step. 
• Give them time to consider the implications of any changes you are proposing. 
• Make sure to emphasize reliability. 

Dealing with Conflict 

Managers with the S style dislike confrontations, and they may tiptoe around conflict to maintain harmony. If you 
come across as blunt or defensive, they may withdraw from the argument. However, don't assume their silence 
means the matter is resolved. If you allow them to bury their feelings, resentment may build and they may not view 
you as a trustworthy ally in the future. Address issues directly, but remember that feedback delivered in an objective, 
detached way can seem hurtful to them. Because a logical, analytical approach may be ineffective, show empathy 
and acknowledge their feelings. 

• Address the situation directly but diplomatically. 
• Avoid dismissing the conflict unless you're sure it's resolved. 
• Don't try to overpower them with logical arguments. 

© 2013 by John Wiiey & Sons, Inc. All rights reserved. 
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EVERYTHING 

WORKING WITH ^'C" MANAGERS 

Most of us would like to understand our own manager a bit better. If your manager tends toward C, here are some 

insights for working more effectively together, 

Their Priorities & Preferenoes | 
Managers with the 0 style put a strong emphasis on logic and | 
maintaining a stable environment. Overall, they want to lead by setting | 
high standards, and they will likely respond best to people who share | 
their concern for high-quality outcomes. | | 

Uj I % 

• Like you, they spend a lot of time on objective analysis to ensure | ' y ^ . • 
accuracy. " Y 

• Unlike you, they tend to move cautiously in order to deliver a 
reliable outcome. ^ \ 

• Like you, they tend to show skepticism for ideas that aren't '̂̂ Ŷ ^̂ '" :' 
backed up by facts. 

Advooating & Getting Buy-In — — ^ 
Managers with the C style want to see how your ideas can lead to high-quality solutions. Like you, they want to 
catch flaws before complications can arise, so they're likely to be somewhat skeptical. Be prepared to defend your 
plan, but avoid insisting that your idea is the only correct answer. Instead, ask them to help formulate your solution, 
and acknowledge their expertise and competence. Also, be willing to adapt your plan if their questions reveal 
problems. Furthermore, they're more interested in reliability than speed, so you may need to show them that you've 
thought through all of the consequences of your plan. By giving them the information they want and the time to 
process it, you will be much more likely to get them on your side. 

Be ready to provide all the information they need to reach a decision. 
• Show them that you respect their expertise by seeking their advice. 

Rely on facts and data for support. 

Dealing with Confliot — — - — 
Managers with the 0 style often try to overpower opposing viewpoints with logic. If emotions begin to run high, 
however, they may withdraw or become passive-aggressive. You also tend to avoid emotional confrontations, but 
you're more likely to be blunt or straightforward. As a result, you may engage in power struggles over who has the 
most rational argument. Keep in mind that they dislike being proven wrong, so poking holes in their reasoning can 
make them defensive or angry. State your position objectively and give them time to present their side. 

• Stay away from forceful tactics that are likely to antagonize them. 
• Support your position with logic and facts, 
• Focus on resolving the conflict rather than winning the argument. 

© 2013 by John Wiley & Sons, Inc, All rights reserved. BeaU FalqOUt PR 
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APPENDIX; OVERVIEW OF THE DiSC® STYLES 
EVERYTHING 
V-ANAGEMFN"'" 

The graphic below provides a snapshot of the four basic DiSC® styles. 

Priorities: providing encouragement,: 
i g action, fostering coilaboration: 

Motivated by: social recognition, group; 
activities, filendly relationships 

Feare: social rejection, disapproval, 
loss of influence, being ignored 

You will notice: charm, enthusiasm. •. 
sociability, optimism, talkativeness \ 

Limitations: impulsiveness, 
disorganization, lack of -

follow-through : 

Priorities; ensuring objectiyJty, 
achieving relisjbility, 
challenging assumptions 

• Motivated by; ppporturitfles td^^^ 
expertise or gain knowledge, attention 
to quality 

Fears; criticism, slipshod rriethods, ; 
being wrong 

ypuyvill notipe: precision, anal^ 
skepticism, reserve, quiet : ; 

Limitatioris; oyeriy ciitic^l, tenderipy to 
overanalyze. isolates self 

GQÎ s6lENTI0LISISIESS 
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Donald G. Kewlev 

dkewleysr@gmail.com 

https://www.linkedin.com/in/donald-kevvley-0a321714 

December 30, 2018 

Dear Hiring Director: 

I am interested in the Palm Coast City Manager position because I believe my education and past work 

history has prepared me to meet all of the responsibilities this position carries. 

While serving for thirteen years in the California and Oregon Army National Guard I learned about the 

effectiveness and importance of working as a team, in addition, I learned how to make important 

logistical and strategic decisions while leading my team through challenging and stressful situations. My 

work as a project manager in construction and program manager in the utility industry enhanced my 

management skills by teaching me to effectively develop business to business and customer 

relationships, manage stakeholder expectations, manage t ime, manage money, and direct resources 

towards the accomplishment of an organizations operational objectives. 

The combination of the MBA I earned from Pepperdine University in Leadership and Bachelors of 

Science in Business Administration Chico State University was geared towards building my leadership & 

managerial skill sets and taught me to facilitate change and growth in a volatile global economy. My 

education, military service and past work history demonstrates my commitment to be an excellent 

leader and manager of people and resources. I am confident that I will be a significant asset to any 

organization's management team if given the opportunity to prove myself. 

Although my resume provides a summary of my background and experiences, I would very much like the 

opportunity to discuss, in person, how I can meet the demands of this role in order to advance the 
overall mission of your organization. 

Sincerely, 

Donald G Kewley 

dkewleysr@gmail.com 
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D O N A L D G . K E W L E Y 

https://www.Iinkedin.com/in/donald-kewley-0a3:^17l4 | dkewleysr@gmail.com 

OPERATIONS M A N A G E R 
Program Oversight | Operations Stewardship | Strategy Conception 

Executive manager with expertise in all facets of operations, project and program management; financial analysis, and controllership 
within high-profile corporations. Skilled in collaborating with all members of the organization to achieve business and financial 
objectives. Integral in streamlining and refining processes, boosting productivity, and implementing learning solutions. 

• Experienced Senior Manager • Marketing & Outreach • Project Lifecycle Compression 
• Strategic Planning & Analysis • Logistics Management • Contract Negotiations 
• Industry Networking • New Business Development • Business Consultation 

P R O F E S S I O N A L E X P E R I E N C E 

City of Ashland (COA), Ashland, OR Jan 2017 to Present 
AFN Operations Manager 

« Plan, direct, and supervise the development, implementation, and maintenance of the Ashland Fiber Network (AFN) 
• Development of divisional strategic plans, budgets, goals, programs, policies, and procedures in order to provide 

appropriate and effective Internet and technology services to the City and community. 

• Manage AFN telecommunications and technology projects, coordinate cross functional teams, vendors, and 
subcontractors, prepare requests for proposal (RFP) and administer consultant selection processes; develop work plans, 
timelines, and budgets; monitor, review, and approve work products; maintain project documentation and prepare reports. 

• Create work plans, budgets, project fimelines, monitor work flow, and evaluate completed projects. 
• Supervise and evaluate the work of subordinates; interview, select, assign, direct, and evaluate employees. 

Pacific Gas & Electric Company (PG&E), San Francisco, CA Oct 2015-Jun 2016 

Senior Project Manager 

• Led projects for Energy Savings Assistance (ESA) multimillion dollar materials contract, evolution bulk materials 
acquisitions and contract management with the California Public Ufilities Commission (CPUC). 

* Managed contract negotiations. Request for Proposal (RFP) analysis, Service Level Agreements (SLA), and Statements 
of Work (SOW). 

• Developed Request for Proposal (RPP), contract negotiations, and project management plans. 

• Partnered with lOU's researching industry trends and benchmarks associated with energy contracts. 

MJM Management Group, San Francisco, CA Feb 2015 - Oct 2015 

Project Manager- Capital Projects 
• Prepare requests for proposal (RFP), strategic planning, develop work plans, timelines, software development, budgets; 

monitor, review, and approve work products; maintain project documentation and prepare reports. 

• Spearheaded public domain and real estate capital construction projects and facilitated bidder conferences thru initial 
contract negotiation qualification bid proposals and vendor selections. 

• Orchestrated project lifecycles via MS Project and provided technical compliance vectors with California Energy 
Efficiency Standards, Title 24, and health and building codes. 

The Mosaic Company, San Ramon, CA Sep 2014-Jan 2015 

Senior Learning Strategist 

• Strategic planning, forecasting, budgeting 

• Bolstered PG&E training academy by invigorating organizational communication relationships across lines of business. 

• Facilitated Subject Matter Experts (SME)/Lines of Business (LOB) conferences including Kickoff, Alpha review. Beta 
review, and Project Closeout (Key Learning). 

...continued... 
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D O N A L D G . K E W L E Y 
Page Two of Two 

• Directed learning solution effectiveness with stakeholder risk assessments and recommendations to business teams. 

Bay Area Systems and Solutions, Inc. (BASS Electric), South San Francisco, CA Feb 2014 - Aug 2015 

Project Manager 

• Managed city and county public works and commercial construction projects. 

• Managed design-build and LEED projects. 

• Facilitated the implementation of new construction management software applications. 

• Prepared budgets, Request(s) for Information (RFI), change orders and monitored timelines via MS Project. 

• Cemented partnerships with cross-functional teams consisting of stakeholders, vendors, and subcontractors. 

Rodan Builders, Burlingame, CA Oct 2013 ~ Feb 2014 
Government, Commercial, Industrial and Institutional Tenant Improvements 
Project Manager 

• Contract negotiation, strategic planning, forecasting, budgeting and resource allocation. 

• Managed cross functional teams, vendors, and subcontractors for city and county public works construction projects 

• Collaborated Job Order Contracts (JOC - joint construction delivery via eGordian (construction task order catalog). 

Richard Heath and Associates Inc., Chico, CA M 20! J - Oct 2013 

Program Manager II 

• Managed $14M portfolio of Small and Medium Businesses (SMB) energy efficiency programs for investor-owned and 
municipal utilities and local government partnerships in Northern and Central California 

• Contract negotiation, strategic planning, forecasting, budgeting, marketing and customer education 

• Increased divisional revenue by $2.6 million in 2 years 

• Developed and managed community outreach programs with business leaders, government and industry professionals. 

• Targeted SMBs with emerging technologies aimed at improved energy expenditure and operating expenses 

Cleanrite-Buildrite, Chico, CA Sep 2009 - Jul 2011 

Project Manager/Estimator 

• Managed up to 25 small to medium restoration and new construction projects simultaneously. 

• Liaised construcdon negotiations between stakeholders, insurance companies and customers. 

• Estimating, budgeting, forecasting, billing, procurements, monitored projects via MS Project. 

• Managed cross functional teams, vendors, and subcontractors. 

A D D I T I O N A L E X P E R I E N C E & S K I L L S 

Outlook, MS Office Suite, MS Project, MS Visio, Xactimate, eGordian, Accubid Pro, Procore, OSX, iMovie, iPhoto, V M 
Ware, SAP R3, Vensim PLE, Adobe Professional, Adobe Illustrator, Adobe Light Room, Munis, etc. 

E D U C A T I O N & C R E D E N T I A L S 

M.B.A., Pepperdine University Graziadio School of Business and Management, Malibu, CA. 2018 

B.S., Business Administration, California State University, Chico, CA. 2009 

Certified Sustainability Manager (CSM), Everblue, HuntersviUe, NC. May 2013 

P R O F E S S I O N A L D I S T I N C T I O N S & M E M B E R S H I P S 

• Project Management Institute (PMI) - Association for Operations Management (APICS) • 
• Green Project Manager (GPM) • U.S. Green Building Council-Northern California Chapter (USGBC-NCC) 

- United States Army National Guard, CA 1982-1995 • 
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City Manager P re - ln te rv lew Ques t ionna i re 

City of Palm Coast, Flor ida 

Due N IT M o n d a y , February 4**̂  a t 11:00 PM CST 

Full Name ( f i rs t , m i d d l e , last) : Dona ld Glenn Kewlev 

Nicknames (if any ) : None  

Please provide your cell, home, and office numbers to facilitate contacting you if needed. 

Cell: 

Home: Same as above 

Please answer each of the following questions completely and thoroughly. 

1. How many employees, and wha t size budgets d id you oversee in your last t h ree posi t ions? 

• City o f Ashland Fiber Ne twork Operat ions Manager (6) d i rect repor ts , 4 In ternet 

Service Providers/Resellers and manage subcont ractors ; $4.3 mi l l ion budget . 

• Ke l lyMi tche l ! (PG&E 3'^ Party Contractor ) Senior Program Manager ; (0) d i rec t 

repor ts ; managed p rocurement & direct- lnstal l subcontractors ; $50 mi l l ion 

budget . 

• M J M Managemen t Group (City of San Francisco 3̂ *̂  Party Contractor ) Capital 

Project Manager ; (0) d i rect repor ts ; Supervised projects and managed 

Subcont rac tors ; $25 mi l l ion budget . 

• In my Program Manager 11 posi t ion w i t h Richard Heath and Associates I managed 

a t e a m o f 44 people across 23 count ies in Nor the rn and Central Cal i fornia. M y 

w o r k i n g budget at the t ime was $14.6 mi l l ion . 

2. Please deta i l t he specific depar tments you have supervised in your last th ree posi t ions. 

• City o f Ashiand Fiber Ne twork - 1 manage all opera t iona l aspects of t he c i t y -owned 

te lecommun ica t ions in f rast ructure. This includes but is no t l imi ted t o ; strategic 

p lann ing , forecast ing, budget ing, marke t ing , personnel , t ra in ing, p ro jec t 

managemen t , contracts and admin is t ra t ion , bi l l ing, cus tomer service & ou t reach , 

and managing the publ ic-pr ivate In ternet Service Provider (ISP) partnerships. 

• Ke l lvMi tche l l (PG&E 3'̂ '̂  Party Contractor ) Senior Program Manager - I w o r k e d 

w i t h consul tants f r om Price Wate rhouse Cooper (PwC) t o design a bulk 

pu rchas ing /p rocu rement process and admin is te red t he RFP fo r Pacific Gas and 

Electric Companies $500 mi l l ion Energy Savings Assistance Program (ESA). 

• M J M Managemen t Group (City of San Francisco 3''* Party Contractor) Capital 

Project Manager - I worked w i t h t he City o f San Francisco Office o f Commun i t y 

Inves tment and Inf rast ructure (OCII) To pr ior i t ize capital inf rastructure pro jects , 

deve lop pro ject scopes & specif icat ions, manage the RFP process f r o m beginn ing 
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t o end , prepared and managed capi ta! const ruc t ion pro ject contracts on behal f o f 

t h e City o f San Francisco, served as t he pro ject manager for const ruct ion pro jects , 

managed vendors and key stakeholders and wo rked as a con t r ibu to r on M J M 

M a n a g e m e n t Groups Urban Deve lopment Project Design Team on several publ ic 

space projects across the Uni ted States. 

3. Please explain w h y you left your last th ree posi t ions. 

• City o f Ashland Fiber Ne twork - Current ly employed w i th the City o f Ashland bu t 

I fee ! undervalued in my cur rent role and I am seeking professional g r o w t h 

oppor tun i t i es . 

• Kel lyMi tchel l (PG&E 3'^ Party Cont rac tor ) Senior Program Manager - This was a 

con t rac t posi t ion tha t ended due t o lack o f fund ing. 

• M J M Management Group (City o f San Francisco 3'"'̂  Party Contractor) Capital 

Project Manager - My personal i ty d i dn ' t align w i th t he company cu l ture . 

4. Are the re any gaps in excess o f t w o weeks In your emp loymen t history? If so, please 

explain in deta i l . 

• The gap be tween my emp loymen t w i t h Kel lyMitchel l (PG&E 3̂ '̂  Party Cont rac tor ) 

and t he City of Ashland Fiber Ne twork was because my fami ly and I re located t o 

Southern Oregon for my spouse's e m p l o y m e n t . (June 30, 2016 -Jan 1 1 , 2017) 

• August t o September 2014 ~ 5-week gap be tween my emp loymen t w i t h Bass 

Electric and my contract posi t ion w i t h t he Mosaic Company. (August 18, 2014 -

Sep tember 20, 2018) 

5. Please descr ibe your experience and skills in strategic p lanning and visioning? How do you 

fac i l i ta te deve lopmen t of a clear vision for t he organizat ion and commun ica te t ha t v is ion 

t o all s takeholders? 

• 1 usually begin by work ing w i t h my t e a m t o col lect re levant data and ho ld ing 

b ra ins to rming sessions w i t h key stakeholders and internal staff. Stakeholder 

meet ings should result in deve lop ing a uni f ied vision and prepar ing t h e 

appropr ia te communica t ion for each ta rge t audience (executive counci l sessions, 

press releases, t o w n hall meet ings, etc.) . I wou ld then w o r k w i t h my t e a m t o 

rev iew t h e budget and begin deve lop ing strategies, goals and w o r k plans t ha t are 

geared towards accompl ishing organizat ional object ives. 

6. Wha t do you feel are your greatest st rengths as a leader and manager? 

• To answer this quest ion, I w i l l share i n fo rma t ion obta ined f r o m a 360 Leadership 

Assessment tha t I par t ic ipated in du r ing t he capstone course fo r my MBA p rog ram 

at Pepperd ine University. ! asked my cu r ren t staff, peers, and t w o d i rectors f r o m 

t h e City o f Ashiand t o evaluate me using a survey tha t admin is te red by an 

i ndependen t consult ing company. The results indicated my t o p th ree leadership 

competenc ies were as fo l lows: in tegr i ty , inspires o thers and pe r fo rmance  

feedback and coach ing /mentor ing . I have l isted a f ew of the i r commen ts and 
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prov ided a br ief s ta tement as t o c i rcumstances tha t may have p r o m p t e d the i r 

responses. 

• In tegr i ty : Does t he r ight t h ing even w h e n negat ive consequence may resul t . 

Ma in ta ins a high standard of excellence w h e n deal ing w i t h e th ica l , legal or 

regula tory issues. Conducts all dealings in an honest and up f ron t manner . W h e n I 

accepted the Operat ions Manager role w i t h the City I inher i ted several Public 

Ut i l i t y Commission v io lat ions tha t had no t been addressed fo r several years. 

Instead o f placing t h e b lame on my predecessor I immed ia te ly t ook ownersh ip o f 

t he issues and wo rked w i t h my staf f t o deve lop a plan for achieving compl iance. 

Even though it w o u l d cast a negative shadow over my organizat ion, I i n f o rmed the 

City Counci l and Executive Leadership t e a m abou t the issues and c o m m u n i c a t e d 

t h e plan fo r resolving t h e m . 

• Inspires Others: Mot iva tes and challenges his team t o at ta in a shared v is ion. 

Clearly communica tes pro ject , customer, a n d / o r organizat ion object ives and 

inspires others t o act ion. Art iculates a compel l ing vision of the f u tu re . W i t h i n a 

f e w weeks o f s tar t ing my posi t ion w i t h t he City I realized t he t e a m was suf fer ing 

f r o m lack o f v is ion, commun ica t ion and leadership. I began to host and fac i l i ta te 

s t ruc tu red team meet ings on a bi -weekly basis. Dur ing these meet ings, w e 

discussed t he organizat ions mission, safety concerns, customer issues, t ra in ing 

needs, schedul ing and I p rov ided each m e m b e r o f t he t e a m w i th an o p p o r t u n i t y 

t o ask quest ions and discuss any barr iers t ha t may prevent t h e m f r o m p e r f o r m i n g 

the i r j ob . 

• Per formance Feedback and Coaching: Sets high per fo rmance standards and 

chal lenges others t o excel. Consistent ly conducts per fo rmance reviews and 

prov ides construct ive feedback t o his t e a m . Recognizes and celebrates t he 

accompl ishments of his t e a m members and col leagues. Coaches employees in 

h o w t o leverage indiv idual strengths and develop skills t o improve w o r k 

pe r fo rmance . I have b i -weekly one- to -one sessions w i t h every member o f my 

t e a m . Dur ing the one- to -one session's, w e discuss the i r personal and professional 

aspirat ions and I prov ide t h e m w i th men to r i ng and coaching. In January 2018, I 

had w o r k e d w i th my cur rent staf f fo r one year and I t h o u g h t it w o u l d be a good 

t i m e t o conduct per fo rmance evaluat ions. Ma jo r i t y of t he team had never been 

eva luated by the i r supervisor. The t e a m was pleased tha t someone f r o m the 

managemen t realm cared about t h e m enough t o look at the i r per formance and 

prov ide feedback. 

7. Wha t is t he most complex pro ject you have coord ina ted? Describe the steps you took t o 

ensure pol i t ica l , organizat ional , and c o m m u n i t y suppor t fo r t he in i t iat ive, h ighl ight ing 

specific chal lenges you faced, and h o w you overcame t h e m t o successfully imp lement t h e 

pro ject . 

• I have coord ina ted several complex projects du r i ng my career. One of t he m o s t 

chal lenging was t he servicing o f t w o cri t ical e lectr ical swi tch gears at Verba Buena 

Gardens in d o w n t o w n San Francisco Cali fornia These swi tch gears p rov ide 

e lectr ic i ty fo r several large-scale operat ions fo r t w o ci ty blocks. Af fected faci l i t ies 
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inc luded t he Mascone and M a r r i o t t Convent ion Centers, M e t r e o n shopp ing 

center and theat re , all the Verba Buena Gardens facil i t ies and City o f San Francisco 

o w n e d retai l proper t ies in t he area. 

• This was a mission crit ical pro ject t ha t requ i red ef fect ive commun ica t i on and the 

coopera t ion and coord ina t ion o f several agencies and stakeholders. I fac i l i ta ted 

p lanning and key stakeholder meet ings for several weeks and w o r k e d w i t h my 

cont rac tors t o put t he who le t h i n g toge ther . They work w o u l d take approx imate ly 

8 hours t o comple te and bo th swi tch gears need to be serviced at t he same t i m e . 

One was fed by t he Hetch Hetchy Hydroelectr ic Plant and the o the r by Pacific Gas 

and Electric Company. To fu r t he r compl icate t he pro ject some of t he bui ldings 

cou ldn ' t be w i t h o u t power fo r an ex tended per iod so w e had t o p rocure several 

generators tha t were large enough t o support t he opera t ion . In add i t ion , t he 

secur i ty systems fo r t he ent i re are w o u l d be inoperable dur ing t he s h u t d o w n so 

w e received assistance f r o m the San Francisco Police Depar tment . 

8. Please describe your experience in oversee ing t he fo l low ing operat ions: W a t e r T rea tment 

& D is t r ibu t ion , Was tewate r Col lect ion & T rea tmen t , Munic ipa l S to rmwate r , Street & 

Traf f ic Cont ro l , and Public Safety (Police & Fire). 

• I have no direct exper ience oversee ing these operat ions f r o m a munic ipa l i ty 

perspect ive however , 1 have managed numerous publ ic works , t ra f f i c con t ro l , 

s to rm wate r and wate r t r e a t m e n t const ruc t ion projects t h roughou t my career. 

9. Please describe your experience and skills in munic ipal f inancial management , budget 

deve lopmen t , and capital in f ras t ruc ture p lanning, maintenance, and f inanc ing. In your 

response, please highl ight any re lated creat ive f inancing strategies you have used to 

address CIP in f rast ructure short fal ls. 

• Wh i le work ing fo r the City o f Ashland I have prepared and de fended budgets for 

t he City of Ashland Fiber Ne twork . The Ashland Fiber Ne twork is an enterpr ise 

f u n d , so t he budget process Includes forecast ing revenues (Fiber, Cable TV, 

Miscel laneous Services, etc.) , expenses (personnel, mater ia ls & ma in tenance and 

capital out lay) and deb t service (paying o f f munic ipal bonds). Dur ing my t i m e w i t h 

t he City of Ashland 1 have not exper ienced any CIP in f rast ructure short fa l ls . 

• Prior t o wo rk ing in t he gove rnmen t sector, I managed all opera t iona l aspects 

(prof i t / loss, forecast ing, budget ing , bi l l ing, capital imp rovemen ts , human 

resources, etc.) of several mu l t im i l l i on dol lar 3'^ party energy ef f ic iency programs 

and government partnerships. 

10. Please describe any experience you may have in assisting your commun i t y /o rgan i za t i on 

in advancing vo ter - re fe rendums t o consider f inancing o f proposed munic ipa l capital 

pro jects and /o r commun i t y ini t iat ives? In you r response, also indicate t he results of any 

such re ferendums, including any lessons learned tha t you w o u l d apply in fu tu re 

re fe rendums. 

Dur ing my career 1 have no t had any experience w i t h advancing vo te r 

re ferendums. The fund ing had already been secured fo r the munic ipa l projects I 
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have been involved w i t h . Wh i le work ing as a Program IVIanager II fo r Richard 

Heath and Associates I was involved in securing f und ing f r o m the Cal i fornia Public 

Ut i l i ty Commission and Federally sanct ioned lending ins t i tu t ions for Energy 

Efficiency projects in Nor the rn and Central Cal i fornia. 

1 1 . Please describe your exper ience w i th col lect ive bargain ing and labor relat ions, 

h ighl ight ing the types o f bargain ing groups you have w o r k e d w i t h and te l l us about any 

part icular ly innovat ive prov is ions/programs you may have incorpora ted in previous 

col lect ive bargaining agreements? 

• I have wo rked w i t h t he fo l l ow ing work represented work groups; IBEW (electrical 

& clerical), Laborer 's, Cement Masons and Opera t ing Engineers. The innovat ive 

provis ion t ha t I have been part of is a le t ter o f unders tand ing clause wh ich my 

counte rpar t and I had pu t in the last CBA wh ich al lows t he bargain ing agreement 

t o be mod i f ied as necessary t o best accommoda te t he city's needs. For example, 

mod i fy ing w o r k assignments and reducing t o s taf f t o compensate fo r budget cuts. 

12. Please describe your ph i losophy and approach to bu i ld ing a s t rong team env i ronmen t and 

mot i va t ing your employees t o pe r fo rm at the i r highest levels. 

• A t ransparent and accountable cu l ture is character ized by a feel ing o f t rust at all 

levels. Si tuat ions are equ i tab ly resolved, and w o r k is comp le ted by co l laborat ing 

w i t h all t he part ies invo lved. OpenGov is a so f tware appl icat ion tha t ' s available t o 

help cities p r o m o t e t ransparency, s t reaml ine the i r budget ing process and 

p romo te publ ic engagement . I str ive t o p rov ide leadership and vis ion, insist on 

t ransparency, create a t rus t ing env i ronment tha t ' s bui l t upon respectfu l open and 

honest commun ica t i on . I bel ieve in e m p o w e r i n g my teams and giving t h e m 

au tonomy t o comp le te projects or assignments. In my exper ience, employees w h o 

are given ownersh ip and responsibi l i ty t h r o u g h inclusion and invo lvement in 

business processes, t e n d t o feel proper ly recognized and just ly rewarded . 

13. How do you faci l i tate open and t ransparent commun i ca t i on w i t h t he Mayor & City 

Counci l , staff, residents, and o the r stakeholders? 

• For me it begins by having an open-door policy. I s t r ive t o approach each s i tuat ion 

object ive ly and encourage all part ies t o engage in an open and honest dialog 

(check ego's and poli t ics at t he door) . I always seek t o unders tand wha t quest ions 

need t o be answered and w h a t in fo rmat ion is needed . I t hen de te rmine wh ich 

t ype of commun ica t i on works best for t he given s i tuat ion and I provide t he 

requested i n fo rma t ion in a t ime ly manner. I f i nd value in using surveys and host ing 

l istening sessions or c o m m u n i t y engagement events t o seek publ ic input and 

suppor t on mat te rs o f signif icant impor tance. 

14. Palm Coast desires t o be recognized as a c o m m u n i t y t h a t encourages deve lopment 

consistent w i th its evolv ing vis ion f r o m a largely resident ia l p lanned commun i t y t o a more 

diverse, mixed-use, res ident ia l , commerc ia l , h igh- tech, and high-skil l business center t o 

diversi fy t he City's tax base. Please te l l us about any innovat ive strategies that you have 
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used in your current or previous posts t l i a t successfully resulted in increased economic 

deve lopment , inc luding prov id ing some notab le examples. 

• In my exper ience Env i ronmenta l (Green) Ini t iat ives, Smart City strategies and t he 

avai labi l i ty o f a f fordab le housing result in diverse commun i t i es and p romo te 

s t rong economic deve lopment . Dur ing my t ime w i t h the City o f Ash land, I have 

par tnered w i t h t h e local Chamber of Commerce, commun i ty -based organizat ion's 

(CBO's), Next Century Cities and t he Nat ional Associat ion of Te lecommunica t ions 

Off icers and Advisors (NATOA). Through my partnerships w i t h these organizat ions 

I have been able t o imp lemen t cost savings programs, update my organizat ions 

strategic plan and develop a marke t ing s t rategy/p lan t o p r o m o t e t he city and 

services it provides fo r t he commun i t y . 

15. Please te l l us about any notable in te rgovernmenta l partnership(s) you have developed or 

p layed a signif icant part in the i r imp lemen ta t i on . As part o f your answer, highl ight any 

signif icant challenges t ha t you had t o overcome t o help make t he partnership(s) 

successful. 

• As the only mun ic ipa l l y -owned te lecommunica t ions in Southern Oregon my 

organizat ion has deve loped several in te r -government service agreements in 

place. These agreements enable the Ashland Fiber ne twork t o p rov ide high-qual i ty 

and af fordable In ternet Bandwid th t o ne ighbor ing commun i t i es t o suppor t 

mission crit ical services. The biggest challenge is ge t t ing c o m m u n i t y suppor t as a 

small number o f tax payers are concerned the i r money is being used t o subsidize 

t he e f for t . In add i t ion , one of ou r c i ty counci lors is a d i rector fo r a neighbor ing 

commun i t y fo r wh ich my organizat ion provides services wh ich adds complex i ty t o 

t he s i tuat ion. The counci lor recuses himsel f f r o m any decision mak ing w i t h respect 

t o t he partnership and t he legal teams f r o m each c o m m u n i t y careful ly rev iew all 

associated documen ta t i on and payments for services. 

• Wh i le work ing as a 3'"'' Party Program Manager II fo r Richard Heath and Associates 

I managed several gove rnmen t partnerships. These groups had representat ives 

f o r m cities, count ies, local housing author i t ies, economic deve lopment 

corporat ions, e lected off ic ials (congressmen, representat ives, mayors , etc.). t he 

goal of these organizat ions was t o prov ide services f o r t h e underserved 

communi t ies in Nor thern and Central Cali fornia. Whi le wo rk ing in th is capacity I 

helped develop several p i lo t programs tha t brought new energy eff ic iency 

programs t o var ious commun i t i es t h roughou t my ter r i t io ry . 

16. W h a t steps and /o r processes have you used t o track t he pe r fo rmance of your 

organizat ions? Please include any specif ic examples involv ing per fo rmance metr ics, and 

h o w you have commun ica ted organizat ional eff iciencies t o the publ ic and /o r employees. 

• 1 my current role w i t h t he City o f Ashland my depar tments pe r fo rmance is 

measured by industry benchmarks in t he fo l low ing areas: Service in te r rup t ions 

caused by Node issue, cus tomer outages corrected the same day, new customer 
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connects w i th in 2 business days, ne twork latency, ne twork u p t i m e , facil i t ies 

inspected % plan comp le ted . Facility Remediat ion and PUC v io la t ions cor rec ted. 

17. Palm Coast current ly operates FiberNet, a munic ipal high-speed f iber -opt ic backbone tha t 

connects City sites and faci l i t ies. The City's economic deve lopment goals include the 

a t t rac t ion o f dynamic, h igh-pay ing technology jobs, bo ls tered by the enhancemen t o f its 

f iber ne twork , ideally w i t h t he assistance o f a new publ ic-pr ivate par tnersh ip {P3) t o help 

leverage its assets. Please te l l us abou t any munic ipal f iber exper ience you m a y have, as 

we l l as any P3 projects you or your organizat ion(s) may have been invo lved w i t h , 

h ighl ight ing your par t icu lar con t r ibu t ions t o the deve lopmen t and /o r ma in tenance of 

such partnerships. 

• I have managed all aspects o f Ashland's Ci ty-Owned Fiber Ne twork f o r 2-years. 

Dur ing tha t t i m e , I have w o r k e d w i t h the City Counci l , City Leadership Team and 

t he Citizenry t o imp rove the organizat ions per fo rmance and publ ic percept ion . 

The facil i t ies I manage include a combina t ion of 119 miles o f coaxial ne two rk and 

25 miles o f f iber on 1,750 ut i l i ty poles or bur ied in underground condui ts . The 

outs ide plant includes 40 opt ica! nodes and more t h a n 1,000 ampl i f ie rs , power 

supplies and o the r act ive devices. The organizat ions Headend and Network 

Operat ions Center is conf igured w i th industry s tandard equ ipment . The cur rent 

in ternet bandw id th capaci ty o f the plant is 20 Gigabits o f carr ier and pa th diverse 

t ransi t and 10 Gigabits o f t ranspor t . 

The organizat ion is setup an open access mode l mean ing t he city owns , manages 

operat ions and main ta ins t he te lecommunica t ions in f ras t ruc ture , t hen leases it t o 

prefer red locally o w n e d In ternet Service Providers (ISP's) so customers can choose 

be tween going w i t h AFN direct ly or the par tner ISP tha t best f i ts the i r needs. 

Through the pub l ic -pr iva te par tnership t he City of Ashland provides high-speed, 

robust , b roadband te lecommun ica t ion services t o approx imate ly 4,200 

resident ial , commerc ia l , heal th care and educat ional customers in t he Ashland 

area. 

The in f rast ructure present ly has nine cable m o d e m service levels enabl ing 

customers t o select t he service level t ha t best f i ts the i r needs. AFN's direct f iber 

service provides connect ions up t o IG igab i t per second, w i t h 99.9% connect ion 

avai labi l i ty, and 2 4 / 7 local technical suppor t . M y organizat ion also of fers up t o 

24Mbps wireless service via a t o w e r serving resident ial customers l iving outside 

t he urban g row th boundary . 

Cable TV is p rov ided t o t he c o m m u n i t y t h rough a lease agreement be tween the 

City o f Ashland Fiber N e t w o r k and a local retai l par tner . The cable TV signals 

t rans i t AFN's ne two rk . The Ashland Fiber Ne twork is responsible for t he 

maintenance and regu la to ry compl iance of t he n e t w o r k a long w i t h per fo rming 

hot-connects and disconnects fo r TV instal lat ions and responding t o major i ty of 

t he cable TV service calls. The City data ne twork t ransi ts t h rough AFN connect ions 
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as the City government opera t ion relies on t he Te lecommunicat ions Division for 

mission crit ical connect iv i ty . 

18. W h e n we conduct a comprehens ive background invest igat ion and reference checks, wha t 

wi l l w e f ind tha t may war ran t exp lanat ion or tha t could be of concern to t he City of Palm 

Coast? 

• I have had several comprehens ive background checks and am cer ta in you w o n ' t 

f ind anyth ing w i t h my background or reference check t ha t wi l l require an 

exp lanat ion. I do have s tuden t loans, medical bills and tax payments all o f wh ich I 

am current ly mak ing payments . 

19. W h a t wi l l w e f ind in an in te rne t search of press coverage tha t may be controvers ia l or o f 

concern t o the City o f Palm Coast? Please prov ide wha tever exp lanat ion you th ink is 

appropr ia te t o help us unders tand w h a t w e wi l l f i nd . 

• I haven ' t been associated w i t h any press coverage t ha t wi l l requi re an explanat ion. 

20. Are you current ly invo lved in any o ther searches and wha t is your status in those 

searches? 

• I have appl ied t o posi t ions in t he Pacific Nor thwes t , but t he postings have not 

closed. 

2 1 . Please provide a ful l descr ip t ion of your current compensat ion and benef i ts package and 

you r desired compensat ion and benef i ts package if you we re selected fo r th is pos i t ion. 

• Step 5 o f 5 Operat ions Manager salary 

• PEERS, 401k, medica l , den ta l , l i fe, supplementa l Insurance, VEBA cont r ibu t ions . 

Health Savings, Tu i t ion re imbursement , mi leage re imbursement 

• 40 hours admin leave annual ly, 5 hours Vacat ion bi-weekly, 4 hours sick bi -weekly, 

paid hol idays 

22. If you were selected and o f f e red an acceptable compensat ion package, w h a t concerns or 

hesi tat ions do you have t ha t w o u l d have t o be resolved before you w o u l d be ready t o accept 

t he posi t ion as t he next Palm Coast City Manager? 

• Out of courtesy, I w o u l d need t o provide my cur rent emp loye r at least 30 days' 

not ice pr ior t o my depar tu re . 1 wou ld also be concerned abou t secur ing shor t - te rm 

and long- term housing and the costs associated w i t h re locat ion . 

23. Wha t are t he th ree most impo r t an t quest ions you have for Palm Coast Mayor & City 

Council? 

• Wha t metr ics w o u l d you ut i l ize t o de te rmine whe the r your new ci ty manager and 

the i r leadership t e a m has been a success? 

• Wha t are t he t o p t h r e e pr io r i ty issues t ha t you w o u l d like t o see addressed by the 

incoming City Manager and wha t is the ant ic ipated t ime l ine for comple t ion? 

• Wha t creative f inanc ing activi t ies have found t o be successful fo r your c o m m u n i t y 

and wha t hasn't wo rked? 
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Donald Kewley 

Palm Coast City Manager Candidate 

February 27, 2019 

First Year Outline 

First 30 Days 

• Mee t w i th the in ter im ci ty manager and discuss t he leadership t rans i t ion p lan . 

• Setup one-on-one meet ings w i t h t he mayor and city counci l , 

o Discuss goals and pr io r i t y issues, 

o Discuss prefer red me thods of commun ica t ion for : 

• Day t o day opera t ions and civic events. 

• Emergencies and disasters, 

o Discuss the city's mission s ta tement and vis ion for mov ing f o r w a r d . 

• Tour the city w i t h the mayor , c i ty counci l and leadership t e a m . 

• One-on-one meet ings w i t h t he ci ty 's Leadership Team, 

o Ask the city leadership t e a m wha t the i r pr ior i t ies w o u l d be in t h e f i rs t 90 days, 

o Discuss the city's mission s ta tement and vis ion for mov ing f o r w a r d , prov ide 

oppor tun i t ies for quest ions and ensure tha t everyone is onboa rd . 

• Develop a deep unders tand ing o f t he budget and the city's cur ren t f inancial cond i t ion , 

o Mee t w i t h the city's f inance di rector . 

• Conduct a t h o r o u g h budget rev iew 

• Discuss deb t f inanc ing and bonds, 

o Review and deve lop an unders tand ing of t he city's f inancial pol ic ies, 

o Determine t he city counci l 's unders tand ing of the city's f inancial cond i t ion . 

• One- to-one meet ing w i t h t he city a t to rney , 

o Get in fo rmat ion and updates on any act ive l i t igat ion. 

• Review the city's strategic plan and request progress updates f r o m the leadership t eam. 
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o Work fo rce t ra in ing and deve lopment (vi/hat programs have been imp lemented 

and wha t ' s the par t ic ipa t ion rate), 

o Economic deve lopmen t and expansion ( rev iew the cur rent branding strategy, 

wha t current p rograms are current ly in place, w h a t metr ics are being uti l ized t o 

measure success). 

o Tour ism (discuss cu r ren t methods and sources being ut i l ized t o p romo te tou r i sm 

and how much revenue is the city cur rent ly generat ing f r o m tour i sm) , 

o Technology expansion. 

o Env i ronmenta l sustainabi l i ty (energy ef f ic iency and w a t e r conservat ion) . 

Mee t w i th Parks & Recreat ion t e a m t o discuss t he fo l l ow ing : 

o Ma in tenance, 

o Life cycle assessments, 

o Expansion plans. 

o Public space act ivat ion plans and revenue generat ion oppor tun i t ies , 

o Potent ial grants and addi t ional fund ing sources. 

M e e t w i t h the local Law Enforcement leadership t e a m . 

o Discuss cur rent safety measures have imp lemen ted fo r emergency/d isaster 

preparedness and publ ic safety, 

o Find ou t If a c o m m u n i t y emergency response t e a m been created. 

M e e t w i t h the Fire Depa r tmen t leadership team 

o Discuss the exist ing emergency/d isaster preparedness p lan, policies and 

procedures. 

Mee t w i t h t he In fo rmat ion Technology team and learn more abou t the fo l l ow ing i tems: 

o Fiber Network In f rast ructure, 

o Review ISP Partnership Agreements , 

o Vendor pe r fo rmance metr ics and /o r score cards, 

o Wireless In f ras t ruc ture , 

o Help Desk Services. 

o City of Palm Coast FiberNet market ing plan (if one has been created). 
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• One- to-one meet ings w i t l i par tner ISP's. 

o Review contracts and service level agreements (SLA's). 

o Review business and marke t ing plans, 

o Discuss g row th strategies. 

• One-on-one meet ings w i t h c o m m u n i t y leaders, 

o Chamber of commerce president . 

o Communica te t he city's mission and vision fo r mov ing f o rwa rd . 

• M e e t w i t h Flagler County leadership t e a m , 

o Look for ways t o par tner on key in i t iat ives, 

o Communica te the city's mission and vis ion fo r mov ing f o rwa rd . 

• Begin the process for conduct ing a high-level organizat ional analysis, 

o Seek t o understand and analyze exist ing depar tments , processes and exist ing 

systems. 

o Access the city's readiness/f i tness fo r change, 

o Determine t ra in ing needs and requ i rements , 

o Look for process op t im iza t ion and value engineer ing oppor tun i t ies . 

• Create a list o f pr ior i t ies issues tha t requ i re immed ia te a t ten t ion . 

• Review the city's general plan 

o Discuss the general plan w i t h t he p lanning d i rector , 

o Review real p roper ty and ci ty o w n e d asset documen ta t i on , 

o Review bui ld ing cond i t ion rat ings and lifecycle assessments. 

• Review col lect ive bargaining agreements (CBA's) fo r unionized staff. 

• Visit local businesses and meet the owners and /o r managers. 

• M e e t w i t h the local media and get t o know the ed i tors and repor ters . 

60 t o 90 Days 

• W o r k w i t h t he city's leadership t e a m and staf f and pe r fo rm a SWOT analysis 

• Conduct one-on-one meet ings w i t h ci ty s taf f 

o Ask employees w h a t they w o u l d change 
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o Commun ica te t he city's mission and vision fo r mov ing f o r w a r d , provide 

oppor tun i t ies fo r quest ions and ensure comp le te unders tand ing. 

• Review the city's safety p rogram 

o Review f indings f r o m past safety audits and discuss act ionable i tems 

• Schedule mon th l y progress check-ins w i t h the mayor and ci ty counci l 

• Cont inue vis i t ing local businesses and meet ing w i t h owners and /o r managers 

• Conduct r ide-a-longs w i t h the f i re depar tmen t and local law en fo rcement 

• Ini t iate a cit izen engagement n ight w i th t he city counci l and staf f - visit residents in 

under- represented ne ighborhoods t o solicit the i r ideas / inpu t about the needed 

in f rast ructure improvemen ts , housing needs and feedback on t he city's per fo rmance 

• Work w i t h t he ci ty 's marke t ing staf f t o develop and post a ci t izen engagement survey on 

the city's webs i te and social media sites. 

• W o r k w i t h the leadership t e a m , union business representat ives and local colleges or 

t ra in ing organizat ions t o develop a comprehensive t ra in ing and per formance evaluat ion 

program for city staff . 

• M e e t w i t h local wo rk fo r ce deve lopment organizat ions. 

120 t o 180 Days 

• In t roduce a city sponsored commun i t y engagement and t ra in ing program (Team Palm 

Coast). This is a s t ruc tu red t ra in ing program geared t o w a r d s prov id ing selected cit izens 

w i t h an oppo r tun i t y t o get an insider perspect ive and be t te r understanding of the ci ty 's 

operat ions (streets, was te water , admin is t ra t ion , c o m m u n i t y deve lopment , parks & 

recreat ion, etc.) . 

• Cont inue mon th l y progress check-ins w i t h the mayor and ci ty counci l . 

o Reaf f i rm the ci ty 's mission and vision for mov ing f o r w a r d . 

• Cont inue vis i t ing local businesses and meet ing w i t h owners and /o r managers. 

• Share f indings of t he organizat ional analysis, SWOT analysis and cit izen engagement 

n ight w i t h the mayor , c i ty counci l and leadership t e a m . 

• Present t ra in ing and per fo rmance evaluat ion t o the mayor and city counci l . 
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• W o r k w i t h staf f t o pr ior i t ize key issues and develop plans for act ionable i t e m s . 

• Work w i t h staf f t o address ident i f ied gaps in exist ing city adminis t rat ive pol ic ies and 

procedures. 

• W o r k w i t h leadership team and staf f t o prepare and present the next year 's budge t . 

• Partner w i t h local colleges and universi t ies and develop an internship p r o g r a m and 

wo rk fo r ce deve lopment oppor tun i t ies . 

Remainder o f t h e year 

• Cont inue mon th l y progress check-ins w i t h t he mayor and city counci l . 

• Prepare a s ix -month observat ion repor t and w o r k plan for addressing ac t ionab le i tems. 

• Evaluate and pursue grant or fund ing oppor tun i t i es for technology pro jects , 

in f ras t ruc ture upgrades, parks and recreat ion expansion projects and economic 

deve lopment . 

• W o r k w i t h the ci ty counci l , leadership t e a m and staf f t o f inalize t he next year 's budget 

and capi tal imp rovemen t plan. 

o Evaluate potent ia l fund ing and gran t oppor tun i t ies . 

• M o n i t o r progress on change ini t iat ives and seek feedback f r o m the city's leadership 

t e a m regarding any imp lemen ted pol icy o r p rogram changes. 

• Ensure t he leadership team is consistent ly commun ica t ing the city's mission and vision 

for mov ing f o r w a r d . 

• Cont inue vis i t ing local businesses and mee t i ng w i t h owners and /o r managers. 

• Prepare and end of year evaluat ion, lessons learned repor t for the mayor and ci ty 

counci l . 

D Kewley, First Year Outline, Page 5 99



February 21, 2019 

To whom it may concern: 

I am writing this letter to offer my recommendation for, and professional experience with, Mr. 
Donald Kewley. 

Mr. Kewley and I have worked closely on many things since he came to the City. At that time, I 
was the electric operations superintendent, since then 1 have been promoted to electric director. 
The departmental overlap has allowed me the opportunity to have an up-front view as Mr. 
Kewley quickly took the reigns and set a new direction for the Asliland Fiber Network. 

Mr. Kewley has continually shown the depth of his skillset in his work to transform AFN. What 
was once viewed as a "black eye" on the City and a sore subject amongst many citizens has 
become a source of pride and a model for other cities. 

The challenges that Mr. Kewley faced when he began with the AFN were multi-dimensional. He 
has been able to reshape the focus of his team and increase efficiency dramatically. He has 
worked tirelessly to modernize systems improving product offerings. He has also reviewed and 
renegotiated contracts with partners and vendors to ensure that AFN is competitive in a very 
competitive industry. 

I have no doubt that the leadership and vision that Mr. Kewley has brought to AFN and Ashland 
would be sorely missed, should he choose to leave. I also have no doubt that his leadership 
would be a great addition to any organization. Not that he needs it, I wish him the best of luck 
and good fortune in all his future endeavors. I also congratulate any organization that welcomes 
him, they have made a great choice. 

Sincerely, 

Thomas A. McBartlett III 
Electric Director 
City of Ashland, Electric Utility 
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February 20, 2019 

To Whom This May Concern: 

I was on the hiring committee when the City of Ashland hired Donald Kewley on January 11 , 2017 for the 

position of Ashland Fiber Network's (AFN) Operation's Manager. Usually when interviewing for 

positions it is difficult to determine if a candidate would be able to perform up to the standard they 

portray. I can testify not only has Mr. Kewley performed in every area he proposed but exceeded in all 

areas and beyond the scope. 

In addition, he was tasked with creating a positive perception regarding AFN within the city council, city 

administration, city staff and the citizens of Ashland. AFN's internet service providers (ISP) had poor 

working relations wi th AFN due to lack of communication, reliability and accountability. He has 

facilitated and turned around a broken, ill-reported, negatively perceived city division, and turned it into 

a profitable enterprise. Leading an ununited team when he began, he has managed to create a team 

that is united and works toward obtaining goals that were unattainable prior to his arrival in just two 

years. 

Mr. Kewley has implemented many new programs that benefit the city and other small businesses, for 

example: creating a new scheduling program that other ISPs are able to utilize and facilitate thereby 

cutting back everyone's costs and frustration. He implemented a senior and low-Income program to 

provide opportunities for all citizens to utilize the benefits of AFN. He steadily has increased revenue 

since he began his employment and added 3 new positions to his team to keep up wi th the demand of 

growing a telecommunications operation. His community outreach has changed the perception and 

even given AFN a national presence. He has been asked to speak at several conferences due to his 

experiences and knowledge. 

f have personally witnessed results from his determination and tenacity to win in every endeavor 

especially when the impossible was presented. I have no doubt that AFN will succeed due to the 

direction and management that Mr. Kewley has provided. His ability to manage and reconstruct the 

Division has been facilitated with the upmost respect and professional demeanor. 

I am confident Mr. Kewley would succeed in any area he chooses to pursue, and he would be greatly 

missed by his staff, peers, city personnel, and the citizens of Ashiand. I wish him the best of luck and 

good fortune in the future. 

Sincerely, 

/ ^ 
Mary McClary 

Administrative Analyst 

City of Ashland 

Marv.McClarv(5)ashland.or.us 

(541) 552-2305 
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February 21, 2 0 ig 

To Whom It May Concern, 

As the City of Ashland's Information Systems Manager, I have had the privilege of 
watching Donald revitalize the Ashland Fiber Network - not only in terms of 
increased revenue - but in a way that has energized the community behind it 
owing to his enthusiasm for delivering great service. 

From the very start, Donald hit the ground running with AFN and began a process 
that has taken the organization to new levels: rapidly assessing existing resources, 
analyzing historical obstacles, developing a new budget and marketing strategy, 
identifying opportunities for improvement within his team, re-imaging all aspects 
of the service to make it appealing to customers, embracing opportunities for 
community outreach, and researching new areas for future growth and technical 
advancement. In the last two years, I have watch Donald expand AFN both 
geographically and in terms of the services offered, while fostering positive 
relationships with community members, business owners, and city council. 

From working alongside Donald on challenging issues, I know him as a relentless 
problem-solver with a tireless work ethic, and a strong advocate for training and 
career development within his team. He is also decisive leader who understands -
and can communicate clearly with - both executives and field personnel 
throughout an organization. I have often been helped by his counsel and 
expertise. 

I believe you'll find, as 1 have, that Donald is committed to improving his 
community, his organization, and his team, and he has a background that uniquely 
qualifies him to do so. 

Thanks, and best regards, ^ 

Dan Hendrix 
dan.hendrix@ashland.or. i is 

(541) 552-2441 
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February 20, 2019 

City of Palm Coast Florida 
160 Lake Avenue 
Palm Coast, FL 32164 

To whom this may concern: 

As the Membership and Business Development Director for the Ashland Chamber of Commerce, I am writ ing to share 
Don Kewley's participation In our community and business organization and commend and recommend him for his 

efforts as such. 

The Ashland Chamber of Commerce is a community-oriented Chamber of Commerce which is different from other 
Chamber models as we do not have a political action committee and focus on the betterment of our broader 
community and the economy. We have productive and important relationships with our members, community 
partners and government entities. We produce the largest community events and market our community as an Idyllic 

place to live and work wi th a quality of life that is unmatched. 

The Ashland Chamber has had a wonderful and mutually beneficial relationship with AFN since it was established 
in 2000. When Don Kewley became our point of contact for AFN our relationship continued and grew with renewed 
strength and vitality. Upon taking the position, he immediately sought out the Chamber to connect wi th Ashland and 
hear how he and his organization could be of best service and grow AFN's presence in the broader community. 

IVlr. Kewley immediately saw the value of utilizing the established relationship to enhance and grow AFN's presence 
and usefulness for businesses in Ashland. Through the Chamber, he worked to engage with and create new ways to 
support the business community in meaningful and appropriate ways as a government entity. He is creative and not 
afraid to try new ideas or adjust as needed. 

It has been a privilege to work with Mr. Kewley in his time at AFN and wish him success in future endeavors. 

Sincerely, 

Dana Preston 
Membership and Business Development Director 
Ashland Chamber of Commerce 
PO Box 1360 Ashland, OR 97520 
members@ashlandchamber.com 
(541)482^3486 ext. 107 

iishiand Glimiibex of Corasnei'ce and T^at '̂sl Ashland {Visitor & Convemiion Bu.i-eai),; 
PO Box 1360 • Ashland OR 97520 -110 East Main St, • PO Box ! 360 • Ashland OR 97520 • (541) 482-3486 • Fax: (541) 482-2350 
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February 2 1 , 2019 

To W h o m It May Concern: 

I w o r k w i t h Donald Kewley at Ashland Fiber Ne twork and I highly r e c o m m e n d h im fo r a posit ion 

in your organizat ion. Don is an organized and ef fect ive supervisor w i t h excel lent 

commun ica t i on skills and the abi l i ty t o get th ings done whi le work ing w i t h a diverse group of 

s ta f f and colleagues. He has an impressive work ethic and displays great ded icat ion t o the core 

values and goals o f ou r organizat ion whi le cont inuously work ing t o Improve our technica l 

systems and Ashland Fiber Network 's relat ionship w i t h our customers. 

Don Is a product ive manager w h o excels at proact ive leadership as we l l as tack l ing n e w 

chal lenges as they arise. Wh i le wo rk ing at t he City o f Ashland, he has p roven t ha t he is able t o 

e f fect ive ly lead an organizat ion t o greater eff iciency wh i le developing a t e a m t h a t provides 

excel lent customer service. Don has accompl ished th is whi le main ta in ing a high level o f 

In tegr i ty for himself as wel l as his staff. He Is also responsible for the g r o w t h o f ou r depa r tmen t 

and makes excellent use o f contacts bo th locally and regionally t o f u r t h e r t he goals o f Ashland 

Fiber Network . 

Don w o u l d be a t remendous asset t o your organizat ion and has my highest r ecommenda t i on . If 

you have any quest ions, please contact me and I wi l l be happy t o answer t h e m . 

Sincerely, 

Nlcole Graham 

City o f Ashland 

90 Nor th Moun ta in 

Ash land, Oregon 97520 

541-973-8901 
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February 21 , 2019 

To whom this may concern: 

Mr. Kewley (Don) was hired in January of 2017 for the position of Ashiand Fiber Network's (AFN) Operations manager. 

I began employment with the City of Ashland in 1989 and since 2000 (after early AFN inception) have worked alongside 

and on special projects wi th all that have held his current position and the staff that supports it. 

Don was tasked wi th not only taking over the daily running of AFN personnel and services, and moving them into the 

future, but re-building positive perception wi th direct departmental staff, other departments, city administration, city 

council, local business partner franchises (internet service providers (ISP's)), and finally the citizens of the city. As a 

citizen I have always had AFN services and can testify to how great they are but living in politically charged finger 

pointing area had seen AFN's perception really low. 

Don has successfully re-branded AFN and its products by what I would call honest hard work and communication. He has 

interfaced wi th all the players to take what works, and move it forward wi th an eye towards innovation and future. He 

has worked inside the office wi th council and administrative staff to strengthen and sometimes rebuild working 

departmental relationships. He has worked outside the office with the public (businesses and citizens) to repair and 

remove negative perception and contribute to mutual successes. He has taken the slumping sales and connections stats 

and moved them into the positive again. And finally. He is also working hard on taking us (the city) into the future wi th 

new types of services and visions. 

Professionally, I have worked with Don to develop and implement a roving scheduling and trouble ticket communication 

system for AFN. This has been a great tool helping to unify customer support and interaction between varied and 

disparate players (ISP's staff and AFN staff). I have found him extremely supportive in the needs of the big picture and 

direction while not micro-managing the details. He has been a great ear and discussion tool for overcoming some of the 

hurdles I have faced in combining business logic from several systems to an end solution. 

In all honesty and I can say he has been a very positive asset to AFN and the City. 

Personally, I have spent t ime wi th Don talking on many different things. His positions are quite comforting in they always 

reflect personal responsibility and what you can do to better things. He has a great att i tude and does care about the 

people he works wi th. I also appreciate his patience in listening to views and opinions differing f rom his own. 

While I would personally and professionally miss Don, I can't help but to wish him the best. He has been an asset to the 

City and me, and I am confident this wil l continue In any new position or endeavor he pursues. 

If you have any questions please feel free to contact me. 

Sincerely, 

Eric Bruhn 

Business Systems Analyst / Programmer 

City of Ashland 

er ic .bruhn@ash!and.or .U5 

541-552-2407 
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To whom it may concern. 

My relationship with Donald Kewley is unique; not only have I reported directly to him for two 

years but I was also a member of the hiring committee who chose him to be the Operations 

Manager for the City of Ashland's Ashland Fiber Network (AFN). What set Donald apart from 

the other candidates was his vast and diverse experience. 1 was impressed with his history from 

laying cable in conduit, to managing state-wide projects, and finally, to achieving his MBA. I 

knew he was someone who would make decisions based upon his technical knowledge 

and experience; someone who would utilize logic and reasoning. 

One of his first acts upon being hired was to create a two-year budget including financial 

projections. This would be a challenge for a seasoned long term employee and especially so for 

a new hire, but Donald's experience and education not only allowed him to succeed with creating 

a viable budget and projections but to also present and defend his work to vigorous examination 

by our city council. 

Under Donald's leadership, AFN has seen unprecedented growth. In my 13 years with AFN I 

have not witnessed this same level of continuous growth. In the two years he has been 

our operations manager, 23 of 24 months have seen a net gain of direct connect customers. We 

have experienced two years of growth and are now back to customer count levels we have not 

had in six years. 

His successes with AFN are made ail the more impressive because he previously had no 

experience with running an internet service provider or a fiber network. While his MBA and 

work history gave him a strong foundation from which to lead, he had much to learn regarding 

the technical aspects. When presented with a challenge, Donald repeatedly demonstrates that he 

has the fortitude to succeed. 

Donald has proven himself to be a leader, a quick learner, a great advocate, and a dedicated 

manager. He has administered many initiatives at AFN including starting a subsidized service 

program for low income community members, instituting seven day a week troubleshooting 

and installation services, creating effective TV commercials, and so many others, ail of which 

have undoubtedly increased our revenue, expanded our presence, enhanced our reputation, and 

strengthened our stability in the market. 

I have no doubt that Donald will make an excellent city manager and success wil l follow him in 

his future endeavors. 

Sincerely, 

Chad Sobotka 

Senior Network Engineer 

Ashland Fiber Network 
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INTRODUCTION TO Di 

EVERYTI-iING 

Welcome to Everything DiSC® 

Donald, have you ever wondered why connecting with 

some people is easier for you than with others? 

Maybe you've noticed that you have an easier time 

managing people who focus on creating momentum 

and inspiring others. 

Or, maybe you're more comfortable working with 

those who take a spontaneous, energetic approach 

than those who work at a steadier, more cautious 

pace. 

Or, perhaps you relate best to people who are more 

expressive than restrained. 

Everything DiSC® is a simple tool that offers Information to 

help you understand yourself and others bet ter-and this 

can be of tremendous use as a manager. This report uses 

your individual assessment data to provide a wealth of 

information about your management priorities and 

preferences. In addition, you'll learn how to connect better 

with people whose priorities and preferences differ from 

yours. 

Cornerstone Principles 

• All DISC styles are equally valuable, and people 
with alt styles can be effective managers. 

• Your management style is also influenced by 

other factors such as life experiences, 

education, and maturity. 

Understanding yourself better is the first step 

to becoming more effective with your 

employees and your manager. 

Learning about other people's DiSC styles can 

help you understand their priorities and how 

they may differ from your own. 

You can improve the quality of your 

management experience by using DiSC to 

build more effective relationships. 

DOMINANCE 
jT;;j¥vv;6ireGS^ 
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Analytical 

Reserved 

Precise 

Private 

Systematic 

INFLUENCE 
Outgoing 

Enthusiastic 

Optimistic 

High-spirited 

Lively 

CONSCIENTIOUSNESS 
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STEADINESS 
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YOUR DISC® OVERVIEW 

EVERYTHING 

How is this report personalized to you, Donald? 
In order to get the most out of your Everything DiSC Management® Profile, you'll need to understand your personal 
map. 

Your Dot 
As you saw on the previous page, the Everything DiSC® 
model is made up of four basic styles: D, i, S, and C. Each 
style is divided into three regions. The picture to the right 
illustrates the 12 different regions where a person's dot 
might be located. 

Your Disc® Style: iD 

Your dot location indicates your DiSC style. Because your 
dot is located in the I region but is also near the line that 
borders the D region, you have an ID style. 

Keep in mind that everyone is a blend of all four styles, but 
most people tend strongly toward one or two styles. 
Whether your dot is in the center of one style or in a region 
that borders two, no dot location is better than another. All 
Disc® styles are equal and valuable in their own ways. 

Y A-A; Af -" ̂  

Close to the Edge or Close to the Center? 
A dot's distance from the edge of the circle shows how naturally inclined a person is to encompass the 
characteristics of his or her DiSC style. A dot positioned toward the edge of the circle indicates a strong inclination 
toward the characteristics of the style. A dot located between the edge and the center of the circle indicates a 
moderate inclination. And a dot positioned close to the center of the circle indicates a slight inclination. A dot in the 
center of the circle is no better than one on the edge, and vice versa. Your dot location is about halfway between the 
edge of the circle and the center, so you are moderately inclined and probably relate fairly well to the characteristics 
associated with the iD style. 

Now that you know more about the personalization of your Everything DiSC Management Map, you'll read about the 
management priorities and preferences associated with the ID style. Using this knowledge, you'll learn how to use 
Everything DiSC principles to improve your ability to direct, delegate, motivate, and develop others more 
successfully. Finally, you'll explore ways to work more effectively with your own manager. 

© 2013 by John Wiley & Sons, inc. Alt rights reserved. 
Reproduction in any form, in whole or in part, is prohibited. Donald Kewley 
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YOUR DiSC® STYLE & DOT 

EVERYTHING 

Your Dot Tells a Story 
Your DISC style Is: ID 

Because you have an ID style, Donald, you're probably a goal-oriented 
manager who seeks exciting breakthroughs. Most likely, you like having the 
freedom to set your own course. You may be fairly ambitious, and you're 
probably attracted to high-profile assignments that will allow you to 
maximize your talents. 

You tend to be passionate and expressive, and your enthusiasm may be 
contagious. You probably use gestures and anecdotes to emphasize your 
points, and you tend to speak freely with little concern about filtering your 
thoughts. The people you manage are probably drawn to your self-assured 
attitude. 

Most likely, you're able to persuade others to adopt your vision. More often than not, your persuasive powers 
allow you to work toward your goals by gaining the buy-in of the people you manage, which helps create 
foHA/ard momentum. However, people who are more analytical may challenge some aspects of your plans that 
you have left unaddressed. 

In terms of time management, you like to keep an active pace, but you may set optimistic goals and deadlines 
that are unrealistic. Because you prefer variety, you like to have multiple projects on your plate, and you may 
dislike sitting still for long periods or being forced into monotonous routines. You enjoy the gratification of kicking 
off a new project, but after the excitement wears off, your interest may wane. 

You're open to taking risks and making decisions based on your gut instinct. Because you're not afraid of the 
unexpected, you may enjoy the excitement of being spontaneous. In fact, you tend to seize new opportunities, 
even if it means changing directions. Still, you can be overly optimistic at times, and you may dismiss potential 
obstacles too quickly. 

Because you enjoy having influence, you may strive to be among the Inner circle in an organization. Most likely, 
you want to be heard, and you do your best to make a favorable impression. You appreciate being recognized 
for your contributions, and you're unlikely to be embarrassed by public recognition. And, because you value 
such compliments, you may be generous with your praise of others. 

Most likely, you enjoy getting to know the people you manage and building on your large network of friends and 
associates. You're probably fairly open to sharing personal information, even with people you've just met. 
Because you enjoy making connections, you're happy to introduce people who may have common interests. 
Furthermore, you may embrace opportunities for friendly banter or brainstorming. 

When conflict arises, you probably try to focus on the positive, in fact, you may even try to brush unpleasant 
Issues under the rug for as long as possible. However, if things become heated, you're more likely to express 
your feelings than to shut down. While venting your emotions may seem cathartic to you, it may make others 
around you uncomfortable. 

Donald, like others with the ID style, your most valuable contributions as a manager may include your ability to 
initiate change, your passion, and your drive toward results. In fact, these are probably some of the qualities that 
others admire most about you. 

© 2013 by John Wiley & Sons, Inc. All rights reserved. 
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YOUR DiSO® PRIORITIES & Sh^ADING 

EVERYTHING 
V A N A G - M c N " ' 

Your Shading Expands the Story 
Donald, while your dot location and your DiSC® style can say a 
great deal about you, your map shading is also important. 

The eight words around the Everything DiSC map are what we call 
priorities, or the primary areas where people focus their energy, 
The closer your shading comes to a priority, the more likely you 
are to focus your energy on that area. Everyone has at least three 
priorities, and sometimes people have four or five. Having five 
priorities is no better than having three, and vice versa. 

Typically, people with your style have shading that touches Action, 
Encouragement, and Drive. 

What Priorities Shape Your Management Experience? 

• Taking Action 
Donald, like other managers with the ID style, you tend to strive for excitement and forward momentum. Hesitancy 
may frustrate you, and you may grow impatient with people who fail to keep up with your rapid pace. Because you 
emphasize action, you may do your best to Inspire your team to seek out those ideas that can make the biggest 
immediate impact. 

• Providing Encouragement 
Because you want members of your team to feel good about their contributions, you usually emphasize the positive 
when discussing their performances. Most likely, you have a knack for persuading peopie without coming across as 
pushy, and your passion may often be contagious. You tend to focus on providing encouragement to help ensure 
that people feel energized and optimistic about their work. 

• Displaying Drive 
Managers with the ID style set ambitious goals and encourage their teams to share this focus on achievement. Most 
likely, you're willing to take short-cuts or risky leaps if they could yield bigger, more immediate payoffs. Furthermore, 
you often set the bar high for your team and won't settle for minor victories. You focus on getting results and having 
the drive it takes to succeed. 

© 2013 by John Wiley & Sons, Inc. Ail rights reserved. 
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v n i IF IAN AG EM PREFERENCES 

EVERYTHING 
VA\ lAGr"Mt"N"" 

What Do You Enjoy About Managing? 

Different people find different aspects of their work motivating. 
Like other people with the ID style, you may enjoy helping others in 
their professional development while leading them toward 
common goals. In addition, you likely appreciate that, as a 
manager, you can help establish an energetic and collaborative 
environment where the team can achieve greater results together 
than members might have accomplished individually. 

You probably enjoy many of the fo!!owing aspects of your work: 

MOTIVATORS 

^cT[o^/ 

Developing relationships with others 
Helping people work together 
Creating a dynamic environment 
Achieving immediate results 
Increasing enthusiasm and momentum 
Leading a team toward a challenging goal 
Inspiring others to do their best 
Recognizing the good works of others 
Setting lofty goals 

What do your priorities say about 
what motivates you and what you 

find stressful? 

What Drains Your Energy as a Manager? 
Then there are those management responsibilities that are stressful for you. Because you tend to keep such an 
energetic pace, you may become frustrated if projects become stalled or you perceive time is being wasted. 
Furthermore, you may dislike it if you have to rein in your pursuit of innovative results because the organization has 
different priorities. 

Many of the following aspects of your work may be stressful for you: 

STRESSORS 

Sustaining interest in routine projects 
Moderating your pace for others' benefit 
Following strict rules or protocols 
Working steadily toward long-term goals 
Being forced to give up on bold ideas 
Providing step-by-step training 
Using a systematic approach 
Stowing down to assure accuracy and quality 
Analyzing options in-depth 

© 2013 by John Wiley & Sons, Inc. All rights resen/ed. 
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YOUR DIRECTING & DELEGATING STYLE 

EVERYTHING 

As a manager, you may find that effectively directing and delegating to your employees is more complex than simply 
handing off an assignment with a "please" and "thank you." Perhaps you've noticed that individual employees 
respond positively to different types of instruction and feedback. Some want specific directions and welcome 
objective feedback, while others want just the opposite. Based on your DiSC® style and priorities, you have a natural 
approach to directing and delegating. However, to maximize satisfaction and productivity, it's important to consider 
how effective your approach may be with employees of different styles. 

Donald, because you emphasize action, you tend to move quickly 
when directing others. You probably try to get the people you 
manage excited about ttieir tasks and the potential for innovative 
solutions. However, your fast pace may cause important tasks to 
slip through the cracks. 

You also have a strong drive for results. Therefore, you may push 
others to execute plans that will make the biggest impact on the 
bottom line. Still, people may be motivated, but in the rush may be 
left without the information and resources they need to do their 
best work. 

Because you focus on encouragement, you're probably willing to 
give team members new responsibilities, pushing them to reach 
higher levels of peri'ormance. However, in your eagerness to tap 
into their potential, you may overestimate their abilities. 

ACTiON 

How Do You Approach Directing & Delegating? 

STRENGTHS 

• Making people feel that they are important 
contributors 
Encouraging creativity in the execution of tasks 
Getting people and projects moving 
Pushing others to reach their potential 
Generating enthusiasm 
Ensuring that people understand the need for 
results 

I 

CHALLENGES 

• Pushing people to complete their tasks 
• Judging people's abilities or competencies, 

without overestimating them 
• Listening to people's concerns about 

assignments 
• Considering the needs of others 
• Highlighting the importance of routine tasks 
• Creating a reliable setting 

© 2013 by John Wiley & Sons, Inc. All rights reserved. 
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EVERYTHiNG 

DiRECTING & DELEGATING 
TDTHE D STYLE 

How Does the D Style Like to Work? 

Like you, people with the D style prioritize the bottom line and 
are driven to get results. Because they display a great deal of 
initiative, they may be eager for you to give them ambitious or 
creative tasks, which you probably appreciate. However, while 
you both strive for success, they may be willing to disregard 
other people's feelings in the pursuit of accomplishment, a 
sacrifice you'd prefer not to make. In fact, they are less 
interested than you are in staying connected with the team 
and probably don't require the encouragement you tend to 
offer. 

Potential Problenns When Working 
Together 
People with the D style are often questioning and skeptical and may challenge your authority at times. They're 
unlikely to simply follow orders and may think that they know best, even making decisions without consulting you. 
While you both tend to be outspoken, you're more likely to focus on the positive when disagreements occur, which 
is a tendency they don't share. Furthermore, you may try to win an argument through persuasion while they're more 
inclined to become blunt and forceful. 

How to Be Effective with the D Style " 
Like you, people with the D style are fast-paced. They are willing to take risks if it will get them the results they want, 
and they often look for new or exciting projects. Therefore, show them the big-picture purpose of the task and how 
it can lead to impressive outcomes. Show respect for their bold ideas and decision-making ability if they have 
exhibited sound judgment in the past, and if they are inexperienced, make sure that their ambition doesn't exceed 
their qualifications or skills. Either way, make sure to check in with them and see that they haven't bitten off more 
than they can chew. 

If they're less experienced: 

• Don't confuse confidence with competence. 
• Check their understanding of assignments before 

they move ahead. 
• Establish agreement about the type of decisions 

that wi!l be left to them. 
• Have them check with you before any risky 

decisions are made. 
• Let them know that they will be given more 

autonomy as they gain experience. 

If they're more experienced: 

• Show them the most practical way to be 
productive. 

• Be direct about the results you expect. 
• Set a deadline and let them figure out how to 

proceed. 
• Make sure they understand the consequences of 

their shortcuts. 
• Specify the limits of their authority while still 

allowing for some autonomy. 

© 2013 by John Wiley & Sons, Inc, All rights reserved. 
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EVERYTHING 
V A ^ J A G : ; M : : N 7 

ACTION 

DIRECTING & DELEGATING 
TO THEiSTYLE 

How Does the i Style Like to Work? 

Like you, people with the i style are generally upbeat and 
optimistic. You're both usually sociable and openly expressive, 
and they probably appreciate your tendency to provide them 
with encouragement. They need little prompting to share their 
opinions, and while you may identify with their passion, you 
may be more interested than they are in getting down to 
business. Furthermore, despite their high energy, they're 
probably less driven to make a big impact than you tend to be. 

Potential Problems When Working 
Togeth er 
People with the i style want a fun, collaborative work environment, preferring to engage with others and make 
personal connections. They like being in front of people and tend to be passionate about building team spirit. While 
you may share their enthusiasm for adventurous ideas, you're probably more focused on the bottom line than they 
are, and you may find their constant need to socialize a bit distracting at times. Furthermore, your tendency to push 
for your own objectives may come across as insensitive to them. 

1 8 

I 
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How to Be Effective with the i Style 
Like you, these individuals want to move quickly. They share your tendency to improvise and make spontaneous 
decisions. Therefore, you may need to provide clear expectations and a firm structure that will prevent them from 
making things up as they go. Check In frequently with those who lack experience to make sure they're on track to 
meet deadlines. For those who are more experienced, encourage innovation and experimentation, but hold them 
accountable for timelines and results. 

If they're less experienced: 

• Make sure they don't lose track of details. 
• Hold them accountable for missed deadlines or 

skipped steps. 
• Help them prioritize. 
• Ensure that they follow through on their tasks. 
• Check their understanding since their enthusiasm 

might hide a lack of clarity. 

If they're more experienced: 

Allow them to take the lead in group settings. 
Make time to go over the details with them, 
Let them try out new ways to look at problems. 
Acknowledge their contributions publicly. 
Keep them on track and on schedule. 

© 2013 by John Wiley & Sons, Inc. All rights reserved. 
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DIRECTING & DELE 
TO THE S STYLE 

N 

EVERYTHiNG 
\/UNAGTMEN""" 

How Does the S Style Like to Work? 

People with the S style are often accommodating and flexible. 
They accept direction easily and will seldom push for more 
authority, but they may need more hands-on support than you 
naturally provide. In order to avoid confrontation, they may 
often keep their concerns to themselves. Consequently, their 
hesitation to speak up or assert themselves could mean that 
their ideas get lost or ovenwhelmed. As a result, you may not 
know about their discomfort until it's too late. 

Potential Problems When Working 
Together 
These individuals appreciate a methodical pace and a calm, orderly environment. Therefore, they may view the fast-
paced setting that you prefer as intimidating or stressful. Abrupt changes in plans can rattle them, so your tendency 
to make quick adjustments in the name of rapid progress may leave them disoriented, in addition, they seek well-
established systems for accomplishing tasks, while you're usually willing to improvise. As a result, they may want 
more stability from you, while you may become frustrated with their cautiousness. 

How to Be Effective with the S Style 
People with the S style may be most comfortable in friendly, collaborative environments. They want to make sure 
that they're on the same page as other people and to be part of a cooperative team. Since you tend to place less 
emphasis than they do on group efforts, they may wish for a greater sense of team harmony. Be straightfonA/ard 
about your expectations, but let them know you're available to help if needed. Make an effort to allow people to 
work together and to reward productive teamwork. 

If they're less experienced: 

• Give clear, step-by-step directions. 
• Check in with them frequently. 
• Refrain from giving them too much responsibility too 

quickly. 
• Ask questions to confirm their understanding. 
• Avoid pushing them to move ahead before they are 

ready. 

If they're more experienced: 

• Ask them directly what kind of support they need. 
• Encourage them to take initiative. 
• Make yourself available as an advisor. 
• Give them additional responsibilities when they 

seem ready for more challenges. 
• Ask enough questions to elicit their concerns. 
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DIRECTING & DELEGATING 
TO THE C STYLE 

EVERYTHING 
V A [ M A G E M L - i T 7 

How Does the C Style Like to Work? 

People with the C style relate best to clear objectives and fact-
based ideas. They strive for quality results, taking the time to 
analyze concepts and examine the possibilities. Because they 
are comfortable working alone, they may require only minimal 
face time. In fact, in their pursuit of logical solutions, they may 
isolate themselves and make decisions without consulting you 
or the team. But since you tend to skip the specifics, you may 
not notice the full impact of their decisions for some time. 

Potential Problems When Working 
Together 

Uj 
CI 

u 

< 
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These individuals want to produce dependable outcomes, so they tend to thoroughly consider all the consequences 
before choosing a plan. Therefore, they may not appreciate your tendency to emphasize immediate progress and 
momentum. They prefer a cautious approach, which is in contrast to your tendency to move quickly and boldly. 
Consequently, they may become annoyed if you pressure them to multi-task or rush their efforts. In turn, you may 
grow weary of their tendency to go over solutions repeatedly at the expense of making rapid progress. 

How to Be Effective with the C Style 
People with the C style want to work in an environment where they feel free to point out flaws and question 
inefficiencies. You may believe that their objections stifle creativity, but they are more concerned with high quality. 
Remember that just because they're frequently skeptical of new ideas doesn't mean that they're resistant to your 
authority. They may spend too much time perfecting their work, so be sure to keep them moving forward. For those 
with more experience, allow increased autonomy, but set clear deadlines that reinforce a sense of urgency. 

If they're less experienced: 

• Avoid forcing them to collaborate unless it's 
necessarj/. 

• Help them achieve quality without putting deadlines 
at risk. 

• Communicate with clarity rather than enthusiasm. 
• Make sure they have the resources they need, 
• Check in to make sure they aren't getting bogged 

down. 

If they're more experienced: 

• Check in when necessary to ensure forward 
progress. 

• Encourage them to ask for more direction if they 
need it. 

• Listen to their concerns about quality. 
• Allow them to work independently when possible. 
• Give them opportunities to help solve complex 

issues. 
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MOTIVATION AND TH E ENVIRONMENT 

EVERYTHING 
V A N A G L M C N " 

REATE 

You can't motivate people. They have to motivate themselves. As a manager, however, you can create an 
environment where it's easy for people to find their own natural motivation. This means building an atmosphere that 
addresses employees' basic needs and preferences so they can do their best work, and you may naturally create a 
certain type of environment for those around you. It's important to understand the nature of this environment 
because it has a major impact on the motivation of the people you manage. 

Donald, your preference for action helps create a sense of 
urgency that may be contagious. The people you manage may 
feel energized by your fast pace and quick decision making, 
which could help them to maintain momentum. 

Because you are enthusiastic and encourage others, you may 
create an environment where people feel recognized and 
accepted. You help them see that work can be fun, and as a 
result, they're more upbeat and optimistic about their tasks and 
contributions. 

Most likely, by driving toward success, you create a setting 
where peopie believe that anything is possible. As a result, you 
may encourage others to strive for more ambitious goals than 
they would otherwise have considered. 

ACTION 

The Environment You Create — — -
• Your high energy keeps others on their toes. 
• Your decisiveness can help people feel confident in moving fonA/ard. 
• Because of your encouragement, people feel enthusiastic about their work. 
• Because of your drive, people strive for solid results. 
• When you celebrate victories, people feel more ownership in the outcomes of their work. 
• When you share your vision, people understand how their goals fit into the big picture. 
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MOTIVATION AND THE D STYLE 

EVERYTHING 

What Are the Motivational Needs of the D Style? 

Employees with the D style are motivated to win, so they probably care more about the bottom line than how they 
get there. Like you, they're driven to achieve, so they often thrive in competitive environments and can sometimes 
turn the most collaborative task into a contest. Furthermore, they share your desire to move quickly and want to 
make a big impact with innovative or daring ideas. In fact, they may be so focused on individual career growth that 
they disregard the needs of others, and you may have trouble understanding their challenging approach. 

What demotlvates the D style? 

Routine 
Foot dragging 
Being under tight supervision 
Having their authority questioned or overruled 
Feeling like their time is being wasted 
Having to wade through a lot of details 

How does cx)nflict affect the motivation of 
the D style? 

• Employees with this style may embrace conflict as a 
way to create win-lose situations, 

• They may be energized by the competitive aspects of 
conflict. 

• They may waste energy dwelling on who is at fault. 

ACTION 

How can you help create a motivating environment for the D style? 

Help them set results-oriented goals. 
Allow them to work independently when possible. 
Give them reasonable control over their work environment. 
Create opportunities for competition, but not at the expense of the team. 
Provide them with challenging problems to solve. 
Make new projects more compelling by outlining their big-picture importance. 

What's the best way for you to recognize and reward the D style? 

• Reward their top performances with more responsibility and autonomy. 
• Compliment them directly when their initiative and drive lead to success. 
• Give them credit for their work and ideas that lead to team success. 
• Give them opportunities for advancement when they need new challenges. 
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EVERYThlING 

MOTIVATION AND THE i STYLE V ' ^ ^ N . G . M . N 

What Are the Motivational Needs of the i Style? 
Employees with the i style look for high-energy environments where adventurous or groundbreaking ideas are 
valued. Unlike you, they're eager to collaborate, so they may put a lot of energy into socializing and maintaining 
relationships. Because they like fun, vibrant settings, they often move quickly and indulge in a variety of tasks, and 
you probably don't have much trouble keeping up with their fast pace. Those with the i style are also motivated by 
public recognition, and like you, they appreciate a warm and encouraging environment. 

What demotivates the i styfe? 

Being isolated from others '̂ •̂'̂ Si 
Working in a reserved, slow-paced setting 
Having their contributions go unrecognized g | | 
Performing routine or repetitive tasks 'r'f:^ 
Wading through a lot of details 
Working with pessimistic or critical peopie 

How does conflict affect the motivation of 
the i style? 

• Conflict may make them emotional or angry, and as a 
result may negatively affect their performance. 

• They may take conflict personally, which could de-
energize them. 

• They may dwell on the conflict rather than focus on their 
tasks. 

How can you help create a motivating environment for the i style? 

Provide encouragement even when delivering tough feedback. 
Encourage their positive energy, and give them opportunities to express themselves. 
Limit the predictability and routine of their tasks when possible. 
Reinforce their optimism with your natural enthusiasm and energy. 
Give them opportunities to be in the limelight. 
Provide some time to socialize without compromising results. 

What's the best way for you to recognize and reward the i style? 
• Reward them with enthusiastic public praise, and underscore your appreciation for their passion. 
• Give them credit for their ideas that contribute to organizational success. 
• Recognize their growth by providing opportunities to network with key players in the organization. 
• Tell them how much others appreciate the energy and people skills they bring to the team. 
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MOTIVATION AND THE S STYLE 
EVERYTHING 

What Are the Motivational Needs of the S Style? 

People with the S style prefer a calm, structured atmosphere where tension and conflict are rare. They want to be 
supportive of people, and may even withhold their own opinions to accommodate the needs of others, which is a 
tendency you may not identify with. In addition, they like to connect with colleagues on a personal level, and they 
may value working in a collaborative setting more than you do. Furthermore, they want to be seen as reliable and to 
have enough time to perform their duties without being rushed or stressed, which probably isn't as important to you. 

Whiat demotivates the S style? 

Competitive environments 
Having to change direction abruptly 
Being rushed into quick decisions 
Dealing with cold or argumentative people 
Being forced to improvise 
Being in chaotic situations 

How does conflict affect the motivation of 
the S style? 

• They may compromise on things they care about but 
remain frustrated beneath the suri^ace. 

• They may waste energy worrying that peopie are niad at 
them. 

• They may become fearful about making mistakes, 
limiting their effectiveness or ability to take chances. 

How can you help create a motivating environment for the S style? — 

Give them ample time to achieve results, which may require you to slow your pace at times. 
Let them collaborate with others, but don't push them to be more social than they want to be. 
Provide clear instructions as well as the information and resources they need to do their best work. 
Plan ahead to be able to give plenty of warning when changes are coming. 
Give them the structure and security they need to feel comfortable. 
Ask for their ideas, which they might not share without encouragement. 

What's the best way for you to recognize and reward the S style? 

• Let them know that they've earned your trust by giving them more important projects. 
• Reassure them with sincere praise, but avoid putting them in the spotlight. 
• Share the credit when their support helps you nail a critical project. 
• Suggest opportunities for advancement when you suspect they're ready, since they aren't likely to ask. 
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MOTIVATION AND :E 0 STYLE 

EVERYTHING 
v A~--!ACiVMr tT" 

What Are the Motivational Needs of the C Style? 

Employees with the C style look for an environment where they will have time to analyze ideas and ensure flawless 
outcomes, They want to produce work that's reliable, so they prefer to maintain a moderate pace and exercise a 
sense of caution, which isn't one of your top priorities. Because they tend to be even more objective than you are, 
they like to weigh all the options and gather all the facts before making decisions. Also, they want to master their 
responsibilities, so they often challenge ideas to ensure accuracy, an approach you probably don't share. 

What demotivates the C style? 
Being required to work coliaboratively 
Receiving vague or ambiguous directions 
Having to deal with strong displays of emotion 
Being forced to let errors slide 
Having to make quick decisions 
Being wrong 

How does conflict affect the motivation of 
the 0 style? 

• They may become resentful and unyielding, limiting their 
productivity. 

• They may withdraw from the situation to avoid having to 
deal with emotional reactions. 

• Their unexpressive manner may conceal a tendency to 
worry excessively. 

How can you help create a motivating environment for the C style? 

Avoid pressuring them to keep up with your fast pace. 
Explain the purpose of tasks logically rather than enthusiastically. 
Encourage them to help define quality standards. 
Allow them to ask questions and collect information before making decisions. 
Provide opportunities for independent work. 
Convey your expectations clearly and specifically. 

What's the best way for you to recognize and reward the 0 style? 
• Praise their performance and expertise in private, and be sure to include specific examples. 
• Recognize their focus on accuracy as a vital piece of the team's success. 
• Find new ways to utilize their talents, including analysis, logic, and problem solving. 
• Reward them for quality outcomes by giving them more freedom to work independently. 
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YOUR APPROACH TO DEVEl .OPING OTHERS 

EVERYTHING 

One of the most important but often overlooked areas of management is employee development. By development, 
we don't mean day-to-day direction on current job duties. Instead, we're talking about supporting employee's long-
term professional growth by providing resources, environments, and opportunities that capitalize on their potential. 

Certainly, your employees will need to work through those limitations that are significant obstacles to their growth. 
Research shows, however, that you'll be most effective as a manager if you can help your employees identify and 
build on their strengths, rather than trying to fix all of their weaknesses. Each manager has a natural approach to this 
development task, and your approach is described below. 

Donald, your action-oriented nature inspires people to pursue 
their goals with passion and energy. IVIost likely, the people 
you manage sense your genuine desire for them to thrive and 
feel comfortable coming to you for development advice. 
Because you tend to be optimistic, you may encourage them 
to overcome difficulties and set ambitious objectives. Your 
friendly approach to mentoring leads you to collaborate with 
them and create personalized development plans. In such 
plans, you're likely to encourage quick action and creativity as 
they find ways to use their strengths. Overall, you strive to help 
people feel challenged by their work and optimistic about their 
professional development. 

ACTION 

1 ^^^^^^^^^ 
^ ^ ^ ^ ^ 1 

\ H i 
\ CONSCfENTIOUSNESS 

Your Development Approach 

ADVANTAGES 

• Pushing people to move quickly in their 
development 

• Encouraging creative or daring ideas for people's 
development 

• Boosting others' self-confidence with your belief 
in their abilities 

• Pushing people to hone their skills 
• Inspiring people to think big 
• Motivating others to do what they set out to do 

DISADVANTAGES 

Being unrealistically optimistic about some people's 
development options 
Failing to take a long-range view of people's 
development needs 
Pushing people at a pace that doesn't allow them 
time to develop necessary skills 
Forcing people to develop in ways that contribute to 
your own agenda 
Failing to consider whether development plans are 
well-suited to the person 
Neglecting to identify specifics about development 
plans 
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DEVELOPING EMPLOYc :ES 

EVERYTHING 
VAMAGEiViEN"" 

Areas Where They Have Strong Potential 
Consider ways that these employees and the organization can take full 
advantage of the following strengths: 

Willingness to take risks and challenge the status quo 
Comfort being in charge 
Confidence about their opinions 
Persistence through failure or tough feedback 
Competitive spirit and drive for results 
Ability to create a sense of urgency in others 
Comfort being direct or even blunt 
Restless motivation to take on new challenges 
Ability to find effective shortcuts 
Willingness to speak up about problems 

ACTION 

Obstacles and Strategies in the Development Process 

JDriye [ 
People with the D style are dynamic go-getters, and like you, they are driven to get quick results. However, they are 
less concerned with people's feelings than you are and may struggle with teamwork. Encourage them to set 
personal goats that will benefit the organization and explain how this will contribute to their success. Lack of control 
may stifle their motivation, so encourage their autonomy while holding them accountable. 

• Help set development goals that are beneficial to both the employee and the organization. 
• Reinforce their ambition and autonomy but be prepared to keep them on track. 
• Encourage them to create ambitious development plans and believe in their potential. 

Action 
Like you, these individuals move quickly. As a result, you both may overlook the need for detailed, long-term 
development plans. While they hope for opportunities that lead to immediate growth, this may not be realistic. 
Discuss how their strengths fit into the big picture and think creatively to set strategic development goals. 

• Help them slow down to look at other development opportunities. 
• Review the big picture and encourage them to come up with strategic long-term goals. 
• Make sure they understand how much work will be needed to achieve their bold goals. 

Challenge 
People with the D style may offer terrific solutions because of their tendency to question the status quo, but don't be 
surprised if they question you, too. These individuals may reveal their stubborn streak when you suggest 
development opportunities that differ from their own vision. Give them a chance to explain the benefits of their own 
plans, but don't forget to assert your authority by redirecting them when necessary. 

• Respond to any resistance by explaining how your ideas will benefit them. 
• Don't allow yourself to engage in a power struggle. 
• Encourage creativity without giving up your own authority. 
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EVERYTHING 

DEVELOPING YOUR T EMPLOYEES ^^ANAOEMENT 

Areas Where They Have Strong Potential - ACTION 

Consider ways that these employees and the organization can take full 
advantage of the following strengths; 

Ability to build a network of contacts I _ ^ 

Willingness to accept new ideas 
Interest in working with others | 5 
Comfort taking the lead I : g 
Persistence through optimism \ § 
Tendency to create enthusiasm I § 
Ability to empathize with others ^ 
Willingness to experiment with different methods \ : 
Tendency to give praise and encouragement to others 
Ability to rally people around an idea 

Obstacles and Strategies in the Development Process 

Encouragennent 

Like you, people with the i style feel validated by recognition and positive feedback, Since you're usually very upbeat, 
this may come naturally to you. Poor performance on their part may be more difficult for you to confront, but you 
won't do them any favors by avoiding negative feedback when it's necessary. 

• Continue to be optimistic when assessing their development, but don't ignore problems. 
• You may need to give tougher feedback at times. 
• Check to make sure they understand your feedback. 

Action 

These individuals may become impatient with nitty-gritty details and projects that require comprehensive analysis. 
Like you, they are more interested in fast-paced innovation and generating ideas. Since you share this quality, it may 
be challenging for the two of you to slow down and give your attention to in-depth development plans. 

• Avoid letting your mutual zeal obscure important details or potential issues. 
• Point out the negative consequences of not taking the time to develop skills with deliberate effort. 
• Encourage their spontaneity when appropriate. 

Collaboration 

People with the i style love working with other people, and this can be a great source of strength in their 
development, in a group setting, however, they might sometimes rely on others to carry their weight. Consequently, 
this may enable them to avoid personal accountability and growth. 

• Encourage them to pursue development opportunities that involve some collaboration. 
• Allow them to lead small groups. 
• Remind them that their growth will also depend on independent work. 
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DEVELOPiMG YOUR '̂ S" EMPLOYEES 

Areas Where They Have Strong Potential 
Consider ways that these employees and the organization can take full 
advantage of the following strengths; 

Ability to work with different types of peopie 
Interest in maintaining steady progress 
Tendency to be diplomatic 
Willingness to support team goals 
Ability to empathize with others 
Persistence to work on routine or highly detailed projects 
Tendency to follow through on commitments 
Ability to calm upset people 
Understanding of others' perspectives 
Willingness to be flexible to others' needs RELIABIHT^ 

Obstacles and Strategies in the Development Process 

Support J - • - - " • " " • • " " " " " " 

People with the S style want to know that they're meeting your needs and expectations. However, your fast pace 
might keep you from slowing down to give them the reassurance and emotionai support that they need. In addition, 
because you tend to emphasize the positive, you may not push them to overcome obstacles hindering their 
development. 

• Push them gently to grow and develop. 
• Look for situations where supporting others will boost their own development. 
• Show patience and understanding for their fears and concerns. 

ReliabilitY„ \ - " " " " " " " " " " " 
They like stability, and they may enjoy a more structured approach to their professional development. Keep in mind 
that bold or adventurous ideas may be unsettling to them. Engage them in a dialogue about their options since they 
may be uncomfortable speaking up about their concerns. 

• Give them time to warm up to ideas that involve a lot of change. 
• Work with them to create specific development plans. 
• Help them create a development plan that includes a healthy mix of stability and growth. 

Co I labo ration } 
People with the 8 style find pleasure in working with others, so they may rely too heavily on development 
opportunities that allow for collaboration. Because you worry about how other people feel, you may avoid digging 
too deeply into this issue. Keep in mind that your constructive criticism could help them down the line. 

• Encourage them to pursue collaborative opportunities while furthering their own development. 
• Show them that they have the skills to work autonomously. 
• Remember that they don't value individual accomplishment as much as you do. 
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DEVELOPING YOUR ^'0" EMPLOYEES 

EVERYTHING 

Areas Where They Have Strong Potential 
Consider ways that these employees and the organization can take full 
advantage of the following strengths; 

Insistence on quality 
Ability to look at ideas logically 
Comfort with studying the specifics 
Interest in maintaining error-free work 
Ability to pinpoint potential problems 
Persistence in analyzing solutions 
Willingness to work alone 
Tendency to avoid letting personal feelings interfere with work 
Ability to exercise caution and manage risks 
Interest in developing a systematic approach 

o 
z 

o 

Obstacles and Strategies in the Development Process 

Objectivity -

People with the C style usually rely on logic to guide their decisions, so they're unlikely to share your preference to 
take a more intuitive approach. When creating development plans together, you may need to consider that they are 
more concerned with progressing rationally, and this may be at the expense of team unity or people's feelings. 

• Steer them toward analytical development opportunities. 
• Respect their independence, but remind them that you can be an advocate for their development. 
• Avoid forcing them to socialize, but stress the importance of teamwork. 

Reliability 

These individuals want to be seen as dependable, so they probably avoid exposing themselves to the possibility of 
failure. Therefore, they're probably less interested in the daring or innovative development ideas that you may 
propose. While they probably respond well to logical, low-risk development plans, you may need to push them to 
consider bolder options that provide greater opportunities for growth. 

• Propose clear, well-organized development opportunities. 
• Recognize that they may struggle to admit their limitations or errors. 
• Ensure that they see the drawbacks of playing it safe. 

Challenge 

People with the C style may be inflexible about changing directions, so they may resist the new ideas that you 
propose for their development. They are more skeptical and cautious than you are, and this means they'll often want 
to verify facts and ask a lot of questions before proceeding. 

• Give them time to think over your suggestions before making final decisions together. 
• Expect that you'll have to back up your ideas with evidence if you want buy-in. 
• Field their questions, but hold them accountable if they become disrespectful. 
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HOW R lANAGER SEES YOU 

EVERYThiING 

One of the most important but often overlooked aspects of management is 
sometimes called "managing up," This refers to effectively w/orking with and 
influencing your own manager, Understanding how your manager sees you 
is important, but sometimes difficult. This page provides insight into how 
your manager might see you. 

Active 
Donald, since you have an ID style, you probably come across as energetic 
and fast-paced. Your dynamic nature may give your manager confidence 
that you'll boldly move ahead on projects and urge others to keep up. On 
the other hand, some managers may think that you'll lose interest in an idea 
after the initial excitement has worn off. ; 

• Your manager may see shortcuts as evidence of sloppy work. 
• Some managers may find your more adventurous ideas to be impractical or unrealistic. 

^cTlo^^ 

• Encouraging 
Many managers will appreciate that you tend to be upbeat and animated, feeling confident that you'll build a positive 
environment for your team. In fact, your passion and enthusiasm may cause many managers to see you as an 
inspiring leader. On the other hand, some managers may believe that you get caught up in enthusiasm too easily, 
while others may think you're too quick to dismiss negative information. 

• Some managers prioritize facts over inspiration. 
• Your manager may see your high energy as a barrier to realistic solutions. 

• Driven 
Because you tend to set ambitious goals, many managers probably see you as someone who can move the team 
toward new accomplishments. And since you like to create a compelling vision and rally people around it, your 
manager is likeiy to view you as a bold leader. However, there may be some managers who consider you to be too 
forceful or outspoken in pushing for your agenda. 

• Your manager may see you as overly insistent or demanding when you're pushing toward your goals. 
• Your manager may believe that you're too focused on your own agenda. 
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WORKING WITH MANAGERS 

EVERYTHING 
V I A X J A G E M L N " 

Most of us would like to understand our own manager a bit better. If your manager tends toward D, fiere are some 
insights for working more effectively together. 

Their Priorities & Preferences 
Managers with the D style put a strong emphasis on drive and are 
active in pursuing bottom-line results. They can be demanding and 
blunt and won't hesitate to voice their skepticism. Overall, they 
respond best to people who can quickly help them achieve success. 

Like you, their driven nature means that they will do whatever it 
takes to reach their goals. 

• Like you, they prioritize action and want to keep progressing at a 
rapid pace. 

• Unlike you, they tend to openly challenge the status quo and 
pressure others to meet their high standards. 

ACTION 

Advocating & Getting Buy-In 

Managers with the D style are driven to get concrete results, so you may get buy-in by showing how your plan will 
impact the bottom line. And because they respect confidence, your natural self-assurance might help your ideas get 
serious consideration. Like you, they want to keep things moving quickly and may become frustrated when 
something or someone slows progress. As a result, your energetic approach will probably appeal to them. Still, they 
may respond negatively if they think you're trying to schmooze them, so avoid being overly enthusiastic when 
presenting your solutions. In addition, remember that they need to feel in control and will dismiss an idea if they 
believe you disregarded their advice or sidestepped their authority. Therefore, be sure to show respect for their 
leadership by asking for their guidance and keeping them in the loop. 

• Keep the focus of your discussions on the bottom line. 
Emphasize the concrete, practical results that they want. 

• Avoid coming across as overly enthusiastic or passionate. 

Dealing with Conflict 

Managers with the D style can become competitive in conflict, creating win-lose scenarios without room for 
compromise. They aren't inclined to avoid confrontation, and while you may share their tendency to address issues 
head-on, you probably prioritize positive relationships more than they do. They're less likely to express feelings than 
you are and may be more frank and challenging when faced with a disagreement. Avoid viewing their directness as 
a personal attack and resist the urge to reciprocate their aggression. Instead, share your needs and state your 
points objectively without getting defensive. 

• Keep the discussion focused on the issue at hand. 
• Let them know when you need to have your feelings acknowledged. 
• Stick to the facts and avoid hot buttons. 
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WORKING VViTH " i " MAMA' '"^ d r:) 1 

EVERYTHING 

Most of us would like to understand our own manager a bit better. If your manager tends toward i, here are some 
insights for working more effectively together. 

Their Priorities & Preferences ^̂ -̂ '̂o^ 

Managers with the 1 style tend to be energetic and encourage others 
to do their best. Overall, they want to lead a fast-paced but friendly , 'Y^-f" 
team, and they will likely respond best to people who like to create an 
optimistic team spirit. 

• Like you, they give people recognition and celebrate group 
victories. 

• Unlike you, they prefer to work with others and prioritize 
teamwork. 

• Like you, they focus on action and move quickly while striving 
for forward progress. 

Advocating & Getting Buy-In . . . . ^ ^ ^ ^ — 

Managers with the i style look for cooperation and want to know how your plans will affect other people, Because 
they believe collaboration leads to better outcomes, they're interested in finding ways to interact. To gain their buy-
in, show them how your solution can invigorate people, and explain how team members can work together to reach 
your goals. Keep in mind that they focus less on the bottom line than you usually do, so work to create an open 
dialogue that emphasizes both teamwork and results. Furthermore, like you, they're interested in fast movement and 
groundbreaking solutions, so lay out the big picture and assure them that things will happen quickly once you have 

their buy-in. 

Show passion for your ideas, but be receptive to their input 
• Frame discussions in terms of the effect on people rather than just bottom-line results. 

Emphasize how your ideas can quickly energize people. 

Dealing with Conflict — — — 
Managers with the i style want to maintain friendly relationships, so they may initially gloss over differences to avoid 
conflict. However, self-expression is very important to them, so they may insist on making their feelings clear when 
things get tense. Furthermore, you both may lose focus and stray into other areas of discontent, which could 
escalate the conflict. Be careful not to reciprocate personal attacks, and try to work through problems quickly but 
thoroughly. Show that you want to maintain a good relationship, and let them know that a disagreement now 
doesn't mean a poor relationship down the road. 

• Avoid becoming defensive, 
• Show empathy, but address issues directly. 

Let them know that disagreements won't jeopardize your relationship. 

© 2013 by John Wiley & Sons, Inc. All rights reserved. Donald Kewlev ? 4 
Reproduction in any form, in whole or in part, is prohibited. ^ 
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WORKING WITH ^'S" MANAGERS 
EVERYTHING 

Most of us would like to understand our own manager a bit better. If your manager tends toward S, here are some 
insights for working more effectively together. 

Their Priorities & Preferences 

Managers with the S style tend to be accommodating and 
dependable. Overall, they want to lead a team in a calm setting where 
tension is rare, and they will likely respond best to people who are 
friendly team players. 

• Unlike you, they emphasize people's feelings and are more 
concerned with maintaining relationships than you tend to be. 

• Unlike you, they would rather work collaboratively than 
independently. 

• Unlike you, they often dodge change in order to maintain a 
dependable setting. 

Advocating & Getting Buy-In — — 

Managers with the S style want to see how your ideas can contribute to reliable results and steady progress. 
They're less spontaneous and energetic than you tend to be, so excessive enthusiasm is unlikely to help gain their 
buy-in. If you want their attention, present your ideas clearly and methodically. While the big picture and bottom line 
are important, be ready with details to address their concerns. Give them time to prepare for any major changes that 
you want to suggest, and avoid pressuring them for a quick decision. Furthermore, they're interested in 
collaboration and team unity. So rather than focusing solely on bottom-line results, point out how your solution can 
create opportunities to bring the group together. Be prepared to discuss the practicality of your idea. 

• Lay out your plan in a step-by-step manner. 
Give them time to consider the effects of your idea. 

• Avoid overselling your idea by relying on an enthusiastic presentation. 

Dealing with Conflict — — — _ ^ — _ _ _ _ 

Managers with the S style want to avoid conflict whenever possible, so they may gloss over differences or even 
deny there is a problem. If they believe they can maintain friendly relationships by giving in, they may withdraw from 
the situation. In such cases, don't assume their silence means the matter is resolved. If you allow them to bury their 
feelings, resentment may build. Therefore, work to uncover the true source of the problem, and express concern for 
their needs. Be diplomatic and patient, and let them know that you want to resolve the situation quickly but 
thoroughly. 

• Address the situation directly but tactfully. 
• Don't assume that their silence means they agree with you. 

Show them that you care about their feelings. 

© 2013 by John Wiley & Sons, Inc. AH rights resen/ed. 
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WORKING WITH ^̂ 0̂ ' MANAGERS 

EVERYTHING 
vA\|A(>"MrN" 

Most of us would like to understand our own manager a bit better. If your manager tends toward C, here are some 

insights for working more effectively together. 

Their Priorities & Preferences 

Managers with the G style put a strong emphasis on logic and 
maintaining a stable environment. Overall, they want to lead by setting 
high standards, and they will likely respond best to people who share 
their concern for high-quality outcomes. 

• Unlike you, they spend a lot of time on oblective analysis to 
ensure accuracy. 

• Unlike you, they tend to move cautiously in order to deliver a 
reliable outcome. 

• Unlike you, they tend to show open skepticism for ideas that 
aren't backed up by facts. 

Advocating & Getting Buy-In 
Managers with the C style want to see how your ideas can lead to a high-quality solution. They want to anticipate 
potential complications, so they're likely to ask a lot of skeptical questions. Because they may interpret excessive 
enthusiasm as manipulative or a potential ccver-up for flaws, present your ideas clearly and systematically. 
Furthermore, they're more interested in reliability than speed, so you may need to slow down and show them that 
you've thought through all of the consequences of your plan. They'll be more open to your ideas if you minimize 
surprises and limit unnecessary risks. By giving them the information they want and the time to process it, you'll 
have a better chance to get them on your side. 

Lay out your plan clearly and systematically. 
• Be prepared with enough facts and data to help them reach a decision. 
• Avoid pushing them to move mere quickly as they may distrust your motives. 

Dealing with Conflict 
Managers with the C style view conflict as a disagreement over who is correct, so they may try to overpower 
opposing viewpoints with logic. They want to remain objective, so they tend to dodge direct aggression and 
withdraw from emotionally charged situations. Therefore, avoid becoming impatient or emotional during 
confrontations, or they may end the discussion prematurely. Don't take things personally, and refrain from bringing 
up other issues that are bothering you. Instead, focus on the facts and listen to their side of the story. Also, 
remember that they may need time to process your point of view. 

• Support your opinions with logic and facts 
• Give them space to process before confronting the issues. 
• Avoid pushing them to settle the matter immediately. 

© 2013 by John Wiiey & Sons, Inc. All rights reserved. 
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APPENDIX: OVERVIEW OF THE DiSC® STYLES 
EVERYTHING 

The graphic beiow provides a snapshot of the four basic DiSC® styles. 

^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ 
Active 

Fast-paced 
Assertive 
Dynamic 

Bold 

Priorities: ensuring objectivity, 
aciiieving reliability, 
challenging assumpfaons 

lyiptivatKJ by: opportunities to use 
expertise CT" gain knov^^edge, attention 
toquality^' ' \ 

Fears: criticism, slipsliod methods, 
being wrong 

You will nbtice: precision, analysis, 
skepticism, reserve, quiet 

Limitations: overly critical, tendency to : 
overanaiyze, isolates self 

CONSGIENTIOUSNESS 

INFLUENCE 

taking action, fostering collaboration 

Motivated by: social recognition, group 
activities, friendly relationships 

Fears: social rejection, disapproval, 
loss of influence, being ignored 

You will notice: charni, enthusiasm, 
sociability, optimism, talkativeness 

Limitations: impulsiveness, 
disorganization, lack of 

follow-through 

© 2013 by John Wiley & Sons, Inc. All rights reserved. 
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January 8,2019 

Hon. Mayor Milissa Holland 

City o f Palm Coast 

160 Lake Avenue 

Palm Coast, Florida 32164 

Hon. Mayor Holland and City Councilmembers: 

Every day, everything I do is telling a story about what I value. I desire the story my l i fe tells to 

be a contributing member o f a community that seeks to thrive. 

Throughout my previous employment experience, I have consistently demonstrated exceptional 

public service, superior problem solving and sound municipal finance skills. 

I have proven my ability to develop and execute complicated work plans, create environments 

where employees may thrive and organize and manage complex multilevel operations. I have 

consistently demonstrated my ability to develop strategic regional partnerships wi th state and 

local governments and private enterprise. I have endeavored to create legacy in public service, 

recognizing that the actions we take now affect future generations. I have exceptional experience 

in positioning our people and resources to best accomplish the tasks before us today, while also 

effectively preparing to meet the challenges o f the future. 

I can offer you: 

Leadership: I not only desire to continually improve the leadership I provide to those around me 

but have enough sincerity and humility to be mentored by leaders at all levels o f an organization 

and throughout the community. I believe in cultivating a passion for shared success and a desire 

to continually improve performance, always reaching toward accomplishing our most important 

goals. 

Core Values: The Core Values o f Honesty, Integrity, Respect, Courage, Openness, Diversity, 

and Balance are an integral part of my character. I believe my demonstrated commitment to these 

core values provide a foundation for success in my personal and professional l i fe . During the 

opening day o f the Congresswoman Jennifer Dunn Leadership Institute, David Gergen (advisor 

to Presidents Nixon, Ford, Regan and Clinton) told me a very personal story about a time with 

President Nixon in the Oval Office and the importance o f finding and always keeping your moral 

compass, no matter the challenge or storm. I assure you I have my compass f i rmly grasped. 

Proven A b i l i t y : You w i l l find 1 am contagiously enthusiastic and wil l ing to be challenged, 

developed and stretched to where and how I may best serve the Council, the community and city 
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staff. I believe in being active, engaged and cultivating the talent and experience of those around 

me knowing that there is no l imi t to what we may accomplish i f we do not care who gets the 

credit. 

1 have always endeavored to create vibrant and sustained energy in government, while building 

trust through integrity and transparency. Moreover, I am proud to say that every community I 

have worked for w i l l emphatically validate the improvement and success we have shared as a 

result o f our partnership together. 

I sincerely hope that we w i l l have the opportunity to meet and discuss how my energy and 

proven track record o f success can benefit the City of Palm Coast. As a native borne Floridian I 

long to come back home. M y wife and I believe Palm Coast is the dynamic place we are looking 

for to become productive and engaged members of the community and continue to raise our 

children. 

I am a creative and motivated individual who would not only give all my efforts to succeed for 

you, but to continually exceed your expectations. I look forward to hearing f rom you. 

Very Truly Yours, 

Matthew T. Morton, I C M A - C M , E M P A 

www.linkedin.com/in/matthew-morton-icma 
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Matthew Thomas Morton, ICMA-CM, EMPA 

pgceburt>(a)gmail.com 

Summary 

It is not enough that pubhc managers simply maintain the continuity of their organizations, or even that 

the organization become efficient in current tasks. To create public value, we must make our 

organizations adaptable to new purposes and new conditions. We must embrace innovation and the 

experimental while strengthening the public policies that guide municipal purpose and honor our 

community's history. I have over 22 years of diverse management experience with expertise in the 

following areas: 

Community Growth/Development 

Regional and Strategic Partnerships 

Municipal Finance 

Emergency Management 

Legislative Advocacy 

Financial Operations and Budgeting 

Accomplished Grant Writer 

Infrastructure Management 

Strategic Visioning 

Human Resources/EEOC/Loudermili 

Relevant Local Government Experience 

City Administrator, City of Duvall, WA 07/19/2015 to 08/11/2018 

Duvall, located in King County is strategically situated on the busy Highway 203 corridor. Duvall serves 

as a residential and service hub for the high-tech industry in one of the fastest growing and most diverse 

areas in the United States. 

Duties and Responsibilities as City Administrator: 

• Implementation of council directed policy. Administration of day to day business of the city 

along with identification and resolution of long-range issues. 

• Preparation and administration of capita! and operations budgets. 

• Interest based negotiation with public and private sector entities on a variety of issues including; 

economic development, community redevelopment and professional service contracts. 

• Responsibility for the city's compliance with federal, state and county regulations, rules, policy 

and law. 

Achievements: 

• Evaluated, assessed, reorganized and rebuih City Departments after 16 years without a City 

Administrator. 

• Significantly strengthened Local and Regional Partnerships. 
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• Created a successful 5'0' Law Enforcement Proactive Community Engagement Program and 

dramatically increased PD engagement through social media. 

• Recognized opportunity and created an over 40k annual recurring cost savings to the City by 

remodeling the city approach to liability and risk management. 

• Completed and implemented a city-wide salary survey, compensation metric and PTE 

deployment analysis designed to retain exceptional employees. 

• Modernized city operations including; updating and creating a management plan for city owned 

real estate, created a targeted investment program to reduce capital liability and city-wide 

maintenance and operations costs. 

• Successfully designed and led a voted levy campaign to improve technology and complete a 

turfed sport field recreation complex. 

• Provided context-sensitive problem solving leadership around community 

development/redevelopment growth pressures. 

City Administrator, City of Cle Elum, WA 07/13/2010 to 07/15/2015 
Asst. City Administrator, Community Development Director 01/01/2006 to 07/12/2010 

Cle Elum is strategically situated on the busy Interstate 90 corridor. Cle Elum serves as the Upper Kittitas 

County regional provider for municipal water, wastewater and contracted police services to several 

neighboring communities and the Suncadia master planned resort and hotels. 

Duties and Responsibilities as City Administrator: 
• Chief executive officer of a local municipal government. 

• Oversight responsibility for the following functions: regional police force, municipal fire 

department, airport management, roads, regional water and wastewater systems, parks, planning, 

zoning, municipal finance, general governmental services and personnel. 

• Economic Development Visioning and Strategic Planning. 

• Implementation of council directed policy. Administration of day to day business of the city 

along with identification and resolution of long range issues. 

• Preparation and administration of capita! and operations budget. 

• Negotiation with public and private sector entities on a variety of issues ranging from economic 

development and interlocal agreements to professional service contracts. 

• City representative for the Kittcom Regional 911 EMS executive management and oversight 

board. 
Achievements: 

• Conducted a regional water rate analysis and cost model to more appropriately distribute both 

fixed and variable costs fairly to all parties. 

• Instituted development agreement mechanisms to create predictability for required capital 

expenditures and created revenue streams for anticipated capital equipment needs. 

• Conducted Industrial System Optimization Studies to improve efficiency and realize utility cost 

savings at regional water and wastewater plants. 

• Reduced operating budget by 9% while maintaining existing levels of service. 

• Eliminated long term lease arrangement and procured a new regional police station facility 

through short term municipal bonds, resulting in a 40% savings on annualized facilities costs. 
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• Converted city water meter reading to remote radio read system tliereby reducing labor costs, 

improving efficiency and streamlining the billing process. 

• Championed staff morale initiatives to increase productivity and reduce labor costs. 

• Successfully authored a variety of over thirty local, state and federal grant awards for public 

infrastructure, municipal airport improvements, parks, and economic development. 

• Negotiated the siting and dedication of the Washington State Horse Park at Cle Elum, a regional 

equestrian facility, serving as the foundational component of the city's economic development 

strategy. 

Senior Project Coordinator / Strategic Process Reengineering 12/10/2002 to 12/30/2005 
Land Use and Environmental Project Coordinator 11/06/2001 to 12/09/2002 

Yakima County is the second largest county in Washington State (population 243,231). I co-chaired the 

executive team responsible for improving customer service, increasing staff interactions, enhancing 

productivity, and reducing costs in the countywide development processing and permitting systems. 

Duties and Responsibilities as Senior Project Coordinator: 

• Served as chief change manager with extensive hands-on experience in managing comprehensive 

and complex system change, innovative business process re-engineering, strategic change 

management, permit streamlining, organizational analysis, and integration of new technologies to 

improve efficiency and reduce costs. 

• Worked with the development community to create a new county customer service culture and 

redefine customer expectations. 

• Special projects liaison to the Confederated Tribes and Bands of the Yakima Indian Nation. 

• Project coordination and management of complex interdisciplinary land use and environmental 

actions. 

• Represented the county on a variety of intra- and inter- governmental task forces and 

commissions. 

Achievements: 

• Dramatically improved interdepartmental communication and efficiency. 

• Earned the trust of over 100 employees to be selected as their representative in collective 

bargaining negotiations. 

• Tested and implemented cost saving technology improvements in the county permitting and 

development process. 

• Ensured effective communication on behalf of the county permitting center team to community 

members, local leaders and regional stakeholders. 

• Assisted with the feasibility and cost analysis of the Yakima County Regional Corrections 

Facility. 
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Additional Professional Experience 

County Planner, Yakima County 10/09/2000 to 11/06/2001 
Served as a land use and environmental planner administering land use and zoning regulations, the 

Washington State Growth Management Act and processed land use and development applications. 

Duties and Responsibilities as County Planner: 
• Processing of a variety of land use, zoning and environmental permitting applications. 

• Code enforcement compliance and inspection. 

• FEMA compliance, ftoodplain management and permitting. 

City Planner, City of Kent, WA 08/18/1999 to 10/08/2000 

The city of Kent is the third largest city in King County and the sixth largest in the State of Washington 

(population 92,411). During my tenure Kent sei-ved as the hub of the original ".com" revolution and was a 

focal point of break of bulk distribution and mega scale warehousing. 

Duties, Responsibilities and Achievements as City Planner: 
• Worked with Boeing Space Division for terrestrial satellite communications equipment siting. 

• Served as the primary cellular and wireless communications tower permitting individual. 

• Reviewed and permitted several first of their kind ".com" warehousing facilities. 

• Developed and implemented the first web page for the City of Kent Planning Department. 

County Planner, Grant County, WA 07/01/1998 to 08/19/1999 

Grant County was incorporated in 1909 and covers more than 2,971 square miles (population 89,120). 

Duties and Responsibilities and Achievements as County Planner: 
• Appointed by the Board of County Commissioners as the Grant County representative for the 

Hanford Nuclear Facility Reach 20-year Interim Action Plan under the United States Department 

of Energy, Secretary Bil l Richardson. 

• Principal Planner for the MCA Universal Gorge Amphitheater expansion, a key economic 

development project for Grant County. 

• Principal Planner, county representative and chief liaison for the Genie Industries North 

American Manufacturing Operations relocation from King County to Grant County. 
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Education 

Harvard University, John F. Kennedy School of Government, Cambridge MA, Founded 1636 

HKS Program Senior Executive in State and Local Government, Completed 2017 

University of South Dakota, Vermillion, SD, Founded 1862 

Executive Master of Public Administration Awarded 2013 

Walt Disney Institute, Anaheim, CA 

Disney's Approach to Leadership Excellence and Performance Benchmarking, Completed 2011 

Central Washington University, EUensburg, WA, Founded 1892 

Bachelor of Arts Geography Awarded 1998 

Significant Honors and Awards 

International City/County Managers Association 20-Year Service Award 

2017 Awarded at 103rd international ICMA Conference, San Antonio, TX 

2017 Washington State Governors Smart Communities Award 

Kittitas County Tourism Infrastructure Plan 

2016 Washington State Governors Smart Communities Smart Vision Award 

Smart Vision Award Watershed Planning 

2014 Parade Grand Marshall 

Honored as the Pioneer Days Parade Grand Marshall for Service and Dedication to the Community 

National Incident Management Team 2: Table Mountain Fire 

Award of Recognition for Outstanding Support and Significant Contributions 

2010 Newsmaker of the Year NKC Tribune 

Honored as Newsmaker of the Year for the Vision Cle Elum Planning Effort 
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Professional Affiliations 

Washington Cities Insurance Authority Executive Board Member 

Internationa! City/County Managers Association - ICMA Credentia!ed Manager 

Washington City/County Managers Association 

Government Finance Officers Association 

Washington Cities Insurance Authority 

Association of Washington Cities 

Economic Development Group of Kittitas County Executive Board Member, 2008-2010 

Congresswoman Jennifer Dunn Leadership Institute Executive Board Member, 2010-2011 

Recent Highlighted Continuing Education/Professional Development 

4DX The Four Disciplines of Execution For Strategic Organizational Change 2018 

Harvard University & edX - CitesX: The Past, Present and Future of Urban Life 2018 

FBI National Academy and Coach Pete Carrol Foundation Leadership Training 2017 

WA City & County Managers Association Summer Conference 2017 

AWC Annua! Conference & Legislative Action Days 2017 

FBI National Academy: Lessons Learned: Sandy Hook School Shooting 2016 

ICMA International Conference (Attendee and Host Committee Volunteer) 2016 

Leadership Eastside Executive Insights Program 2016 

National Labor Relations Board NW Institute, NLRB 2015 

Sustainable Management of Water and Waste Water Systems, WDOH 2015 

Fiscal Sustainability Training: Bending the Cost Curve, AWC 2015 

Human Resource Training and Compliance, EEOC & WCIA 2015 

Completion of Executive Master of Public Administration 2013 

Alliance for Innovation, Consolidation of Municipal Services Training 2013 

Washington Cities Insurance Authority, Employment Law Institute 2012 

Law Enforcement Oversight and Management Training, WCIA 2012 
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City Manager Pre-lnterview Questionnaire 

City of Palm Coast, Florida 

Due NIT IVIondav. February 4̂ ^ at 11:00 PM CST 

Full Name (first, middle, last): Matthew Thomas Morton 

Nicknames (If any): Matt 

Please provide your cell, home, and office numbers to facilitate contacting you if needed. 

Cell: 

Home: " 

Off ice: N/A 

Please answer each of the following questions completely and thoroughly. 

1. How many employees, and what size budgets did you oversee In your last three 

positions? 

Position Employees Overseen Budget Overseen 

Cle Elum Assistant City 

Admin is t ra to r 

Par t ia l / ind i rect responsib i l i ty 

fo r oversight of 45 +/-

Part ia l / indi rect responsib i l i ty 

for oversight of $ 1 1 M i l l i on 

Cle Elum City Admin is t ra to r 45 +/- S l l . 7 Mi l l ion 

Duvall City Admin is t ra to r 50 + / ' S43.4 Mi l l ion 

2. Please de ta i l t h e specif ic d e p a r t m e n t s you have superv ised in y o u r last t h ree pos i t i ons . 

I have supervised depar tmen ts across ful l -service cit ies, inc luding; 

Admin i s t ra t i on , Admin is t ra t ive Services, Clerks Off ice, Munic ipa l Court , A i rpor t 

Manager , Public Works , Commun i t y Deve lopment , Parks, Economic Development , 

Police and Fire, Emergency Managemen t and 9 1 1 Call Center, Wate r and Sewer 

T rea tment , In fo rmat ion Technology, S to rmwater , and Finance. 
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3. Please explain why you left your last three positions. 

Posi t ion Reason fo r Leaving 

Cle Elum Assistant City Admin is t ra to r P romot ion t o City Admin is t ra to r 

Cle Elum City Admin is t ra tor A f te r 10-years at t he City, 1 moved t o 

accept a great oppor tun i t y in a larger city. 

Duvall City Admin is t ra to r IVIutually agreed upon separat ion - Newly 

e lec ted fu l l - t ime mayor . There was no 

cause, no discipl ine and no adverse cause 

o f act ion. 

4. Are there any gaps in excess of two weeks in your e m p l o y m e n t h is tory? If so , please 

explain in detail . 

Af te r t he mu tua l separat ion became ef fect ive in August 2018,1 have taken t he past f e w 

mon ths t o search fo r an outs tand ing career o p p o r t u n i t y and the r ight organizat ional f i t . 

There are many jobs ou t t he re , but i am in teres ted in a consummate legacy o p p o r t u n i t y 

and I bel ieve Palm Coast is just such an oppo r tun i t y . 

5. Please describe your experience and skills in strategic planning and visioning? How do 

you facilitate development of a clear vision for the organization and communicate that 

vision to all s takeholders? 

Goals are t he mechanical process t ha t w e bel ieve are likely t o be achieved. Vision 

represents t he most fundamenta l values and beliefs of the c o m m u n i t y t h a t requ i re 

relent less consistency and our best e f for ts t o del iver w i t h excellence. Through it a l l , w e 

have a responsibi l i ty t o l isten t o unders tand, t o bu i ld relat ionship and ask f o r feedback 

t ha t w e wi l l use. The fastest way t o lose publ ic t rus t and credibi l i ty is t o ask fo r feedback 

dur ing a strategic p lanning/v is ion ing process and t h e n t o dismiss it. 

I have except ional exper ience and skills in strategic planning and vis ioning. I have w o n 

recogni t ion as t he "News Maker of t he Year" in a regional newspaper for designing, 

organiz ing, leading and connect ing the c o m m u n i t y and larger County region t h r o u g h a 

successful strategic p lanning and vis ioning e f f o r t known as Vision Cle Elum. 

I was f o r t una te enough t o be approached by a m e n t o r early in my career in Cle E lum, W A 

w h o had invo lvement on the execut ive level w i t h General Electric, Alaska Air l ines, and 

Trendwest corporat ions. This m e n t o r had been taugh t by the famous Mike Vance o f t he 

Wa l t Disney Company. Mr . Vance is c red i ted w i t h adapt ing s toryboard ing ou t o f t h e 

movie s tud io and in to t he business pract ice and strategic p lanning and opera t ions rea lm. 

A f te r being taugh t and coached for several years on the intr icacies and value of 

s to ryboard ing , I have adopted t he s to ryboard ing concept as a regular pract ice. I have used 

t he s to ryboard ing process in almost every facet of strategic p lanning and deve lopmen t . 

At its hear t , s toryboard ing creates an engaging, i terat ive and comple te process w h e r e 

every stakeholder can be heard, a diversi ty o f ideas and oppor tun i t ies can be tho rough l y 
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evaluated and pr ior i t i zed, and a clear and act ionable vision can be not on ly c o m m u n i c a t e d 

but embraced by stakeholders. 

Storyboard ing is commun ica t i ve and visually engaging. As human beings, w e are w i red 

for story. S toryboard ing helps dist i l l ideas, themes and t he technocracy o f gove rnmen t 

act iv i ty in to a tang ib le and accessible t oo l fo r commun ica t i on , bu i ld ing legi t imacy, 

commun ica t ing w i t h clar i ty and prov id ing an o p p o r t u n i t y for t he various v iewpo in ts and 

t he voices of dissent t o be heard, acknowledged and addressed. 

M o r e impor tan t l y than the strategic plan or vision i tsel f is the capacity t o be c o m m i t t e d 

t o its execut ion. Too many great plans sit on a shel f as merely bookends co l lect ing dust 

and remind ing us o f lost oppor tun i t y . 

6. W h a t do you feel a re you r greatest s t rengths as a leader and manager? 

As a leader I bel ieve my greatest st rengths are; 

1. Consistency: I opera te w i t h openness, c lar i ty, and consistency; always prov id ing a 

steady hand at t he whee l . 

2. Creat iv i ty and v is ion: I am a creative and v is ionary big p icture th inke r w i l l ing t o 

innovate pract ices, incorporate inst i tu t ional knowledge t ha t works , and fearless t o 

je t t i son broken e lements o f dysfunct ional ins t i tu t iona l ism. 

3. Highly deve loped leadership pract ice: I expect leadership cont r ibu t ions f r o m every 

m e m b e r o f t he organ izat ion. Moreover , my leadership pract ice is based o f f a natura l 

cur iously fo r jus t abou t every th ing. I recognize t he value in humi l i ty , se rvan thood , 

t r u t h and never cr i t ic izing, condemning or compla in ing . I proact ively choose t o use 

t h e good , t r ue and beaut i fu l in every s i tuat ion as t he foundat ion o f t rans fo rmat i ve 

success and t he fue l fo r mov ing f o rwa rd . 

As a manager I bel ieve my greatest strengths are; 

1. Developing t he ta len t , exper ience, and c o m m i t m e n t o f those around me. I bel ieve 

in e m p o w e r i n g , coaching and suppor t ing s taf f t o opera te more wisely and m o r e 

courageously t o w a r d t he accompl ishment o f t he greater good. I desire fo r people 

t o break o u t o f t he endless tact ical loops o f poor management tha t only seek t o 

t r iage our sel f -created emergencies. 

2. Cadence o f accountabi l i ty . I bel ieve in establ ishing a cadence of accountabi l i ty t ha t 

is not pun i t i ve in nature. This is accountabi l i ty based o f f every staf f m e m b e r 

know ing t h e "score" , knowing whe re they f i t on t he t e a m , and know ing the i r role 

is essential t o w a r d realizing greater organizat ional success. Employees wan t t o 

th r ive . By chal lenging, engaging and addressing the "who le person" w i t h 

organizat ional and personal goals, w e can create an env i ronment w h e r e 

employees may th r i ve , and Palm Coast becomes t he premier choice fo r 

e m p l o y m e n t . 

3. Pushing down /de lega t i ng t o t he l o w e s t possible levef . Noth ing I have 

accompl ished has been done alone. W e must move away f r o m the independence 

menta l i t y ( the I can do t ha t all by myself) , past t he dependence menta l i ty ( the I 
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can do tha t if y o u / t h e y f i rst do t ha t fo r me) t o a cu l ture o f t r ue in te rdependence ; 

w h e r e the sum of ou r knowledge , exper ience and wi l l suppor t t he col lect ive ideal 

o f success tha t al lows everyone t o share in accompl ishment . This paradigm 

recognizes t ha t a t t i t ude and e f fo r t are repl icable and should be t he f i rs t focus as 

ou tcomes are not repl icable. I t rea t fa i lure as an oppor tun i t y t o learn and improve , 

never looking fo r t he nearest source o f b lame. This in te rdependent mindset a l lows 

strategic vision and mission t o an imate the m ind and i l luminate t he heart t o w a r d 

meaningfu l act ion t ha t realizes t he highest levels of publ ic value. 

7, What is the most complex project you have coordinated? Describe the steps you took 

to ensure political, organizational, and community support for the initiative, 

highlighting specific challenges you faced, and how you overcame them to successfully 

implement the project. 

The most complex pro ject I have coord ina ted was t he Wash ington State Horse Park in Cle 

E lum, Wash ing ton . The pro ject involved t w o Gubernator ia l Admin is t ra t ions , State 

Legislators, Native Amer ican Tr ibes, County Commissioners, Private Enterpr ise, 

Env i ronmenta l Regulators at the State and Federal Level, const i tuencies composed of 

f o r m e r U.S. Olympians and indiv idual cit izens and cit izen groups bo th in suppor t o f and 

vehemen t l y opposed t o t he pro ject . 

The Wash ington State Horse Park Project was a landmark, albei t conceptual p ro jec t , t ha t 

was less than 48-hours f r o m the or ig inal agreements expir ing and t he pro ject fa i l ing. 

I used t he f i rst 24-hours t o take in t h e en t i re ty o f the pro ject documents in an 'emergency 

br ie f ing r o o m ' t o a t t e m p t t o rediscover t he energy, t he hopes and t he vis ion beh ind the 

pro jec t . I remember staying up all n ight , pour ing th rough documents , graphics, and 

le t ters . I re f ramed st icking points t o w a r d posi t ive ou tcomes and separated posi t ions and 

values away f r o m people and personal i t ies. 

Br ight and early t he next morn ing I made urgent phone calls t o the key pro ject 

s takeholders, remind ing t h e m of the i r con t r i bu t ion and passion for t he pro jec t and asked 

t h e m t o suspend the i r disbel ief and agree t o an emergency meet ing . From t h a t meet ing , 

I was able t o get t he key stakeholders t o s imply extend the agreements fo r 90-days wh i le 

as a g roup w e could rediscover w h y th is pro ject was so impor tan t and evaluate t he desire 

t o r ecommi t t o the pro ject and move f o r w a r d . 

This process was visionary f r o m its incept ion . However , wh i le general suppor t existed for 

t h e pro jec t , tha t support general ly conta ined condi t ions or demands t ha t w o u l d mutua l ly 

exclude some or all o f t he interests of o the r key stakeholders. This clearly w o u l d lead t o 

impasse and project fa i lure. 

I led s toryboard sessions fo r t he pro ject . Found ways t o invent opt ions f o r mu tua l gain 

t ha t w o u l d result in an 'enlarged p ie ' and a t rue paradigm of mutua l l y benef ic ial 

negot ia t ion rather than t he typical d is t r ibu t ion o f loss, as is t he case w i t h so many 

discussions erroneously mislabeled 'negot ia t ions ' . I used my skills and exper ience in 
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conf l ict resolut ion and negot ia t ion t o uncover t h e posi t ions and des i red ou tcomes; 

encouraging all t o resist focusing on personal i t ies and prob lems. I led c o m m u n i t y and 

stakeholder meet ings whe re w e f i rst sought t o unders tand t he c o m m u n i t y and 

stakeholders ' concerns before w e sought t o be unders tood . I was able t o clearly and 

tangibly i l lustrate t h a t pro ject fai lure resul ted in a comp le te loss for everyone involved. 

This process led t o t h e s i t ing o f t he Washington State Horse Park in Cle E lum, a 112 Acre 

equestr ian event faci l i ty w i t h dozens of miles o f connec ted trai ls, tha t is a regional and 

in ternat ional des t ina t ion . The Horse Park serves as a key economic lynchpin t o the Upper 

Kitt i tas County Economy. Anci l lary t o t he Horse Park pro jec t , it c leared t he way for t he 

re imagining t he City Bul l f rog Urban Growth Area t ha t wi l l be the home t o 90-acres o f 

mixed l ight industr ia l and commerc ia l and some 1,100 resident ia l uni ts. 

8. Please describe your experience in overseeing the following operations: Water 

Treatment & Distribution, Wastewater Collection & Treatment, Municipal Stormwater, 

Street & Traffic Control, and Public Safety (Police & Fire). 

Water T rea tment and D is t r ibu t ion : I have overseen a fu l l munic ipa l w a t e r t r e a t m e n t p lant 

and d is t r ibut ion sys tem, designed fo r 8-MGD and serv ing mul t ip le cit ies and a master 

p lanned resort deve lopmen t . This system opera ted on mul t ip le pressure zones w i t h 

coord inated t e l e m e t r y th rough SCADA. The system ut i l ized several w a t e r sources 

including direct r iver ine diversion and g roundwa te r wel ls in hydrologic con t inu i ty w i th an 

adjacent wa te rway . The system was capable o f de l iver ing non- t rea ted ( raw water ) fo r 

i r r igat ion t o our resor t deve lopmen t and t w o gol f courses. I was direct ly involved in wa te r 

r ights p rocu remen t and expansion sourcing design w i t h FEMA and the U.S. A r m y Corps o f 

Engineers. I have he lped bid and oversee improvemen ts t o wa te r t r e a t m e n t capacity and 

storage reservoirs. On t he d is t r ibut ion side, I have overseen w a t e r mete r upgrade and 

radio read mete r convers ions, rep lacement o f w a t e r service mains and l ines, including 

new rep lacement and slip l in ing exist ing lines and hydran t upgrades. A long t h e 

admin is t ra t ive side I have conducted and overseen rate analysis studies, cost al locat ion 

studies, cost reduc t ion studies, eff ic iency audi ts, and long- te rm capital faci l i t ies planning. 

I have been invo lved w i t h Wate r Comprehensive Plans and Annual Wa te r Qual i ty 

Report ing. 

Wastewater Col lect ion & T rea tment : I have overseen t he opera t ion o f t w o regional 

was tewate r t r e a t m e n t plants. Both were simi lar band / i n f l uen t screen aerat ion 

t r ea tmen t , w i t h t h e separat ion and disposal o f bio-sol ids w i t h post selective Spectrum 

U.V. T rea tment a n d / o r contact ch lor inat ion . The City o f Duvall p lant util izes a 

b iomembrane reactor (MBR) fo r p r imary t r e a t m e n t . Was tewa te r col lect ion operat ions 

overseen include sewer lines, l i f t stat ions and col lect ion points . I have also been involved 

w i t h NPDES Discharge renewals and tes t ing compl iance. 

Munic ipa l S to rmwate r : I have overseen bo th NPDES Phase I and Phase H communi t ies ' 

comprehens ive approach t o w a r d s to rmwa te r co l lec t ion, storage, t r ea tmen t and 
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discharge and t he general opera t ion of munic ipal s to rmwate r ut i l i t ies and Capital M & O 

and faci l i t ies planning. 

Street and Traff ic Cont ro l : I have wo rked w i t h PW Directors, City Engineers and 

consul tants t o conduct and oversee TIP's, t ra f f ic studies, apply for state and federal 

t r anspor ta t i on in f rast ructure grants , and f inancing TIP and street imp rovemen ts via 

Transpor ta t ion Benefit Distr ict and Fuel Tax mechanisms. I have w o r k e d d i rect ly on 

roadway safety components and secured grants for Safe Routes t o Schools and Ma in 

Street t ra f f ic and parking redeve lopment . 

Public Safety {Police and Fire): 

Police: I have overseen t w o mun ic ipa l pol ice depar tments ; wo rk ing t o w a r d compl iance 

w i t h 21 ' ^ Century Policing, Police opera t ing procedures convers ion t o LEXIPOL and 

accred i ta t ion . M y police d e p a r t m e n t oversight includes organizat ional res t ruc ture , jai l 

s i t ing and negot ia t ion and a data-dr iven LOS study w i t h t he ICMA Center fo r Public Safety 

Managemen t . I have also overseen and been direct ly responsible fo r t he Public Safety 

Commun ica t ion and Social Med ia Strategy. I have overseen f leet convers ion, capital 

bu i ld ing acquisi t ion and secur i ty upgrades. 

Fire: I have overseen a comb ina t i on paid staf f and vo lun teer Fire Depar tments . I have 

overseen technology redep loymen t , grants for engine and bunker gear acquis i t ion, and 

regional EMS operat ion agreements w i t h Hospital Districts fo r ALS and BLS t ranspor ts . I 

have overseen capital faci l i t ies acquis i t ion and dra f t ing new personnel pol icies. 

9. Please descr ibe you r exper ience a n d skil ls in mun ic ipa l f inanc ia l m a n a g e m e n t , budge t 

d e v e l o p m e n t , and capi ta l i n f r as t ruc tu re p lann ing, ma in tenance , and f i nanc ing . In you r 

response, please h igh l ight any re la ted creat ive f inanc ing st rategies y o u have used t o 

address CIP in f ras t ruc tu re shor t fa l l s . 

I have experience in ful l -service ci ty budgets, in ter - fund loans, issuance of bonds and 

bo th counci lmanic and market ra te LTGO indebtedness. Using the s to ryboard ing 

process, I discussed earl ier, I i l lustrate budgets over mul t i -year arcs connect ing t rends, 

t rack ing accompl ishments and uncover ing oppor tun i t ies h id ing in plain sight. I have 

re f inanced munic ipal debt , ensured investments were matu r i t y laddered and generat ing 

t he best rates o f re turn fo r t he taxpayers . I am fiscally conservat ive, bel ieving t h a t debt 

w e incur today must be essential because it restricts fu tu re oppor tun i t ies . 

1 have broad experience in assessing and planning fo r the costs of ma in tenance and 

operat ions, capital in f ras t ruc ture , CIP's, and f ind ing creative ways t o reduce f ixed and 

var iable costs whi le leveraging exist ing assets t o create M & O and CIP revenue streams. 

T w o recent examples o f th is are; f i rs t , leasing space on City 'big bel ly solar compactors ' 

f o r t h e defeasement o f event and fest ival solid waste col lect ion costs. 

Second, ident i fy ing synergistic ways t o create revenue streams f r o m underut i l i zed city 

s ta f f ing, physical and capital assets. For example, creat ing and marke t ing shared 

t e l ecom lease locations or rent ing ci ty equ ipment , such as vactor t rucks t ha t have 
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regular, p lanned per iods o f d o w n t i m e tha t can be leveraged t o create rep lacement 

equ ipmen t revenue. 

10. Please descr ibe any exper ience y o u m a y have in assist ing y o u r c o m m u n i t y / o r g a n i z a t i o n 

in advanc ing v o t e r - r e f e r e n d u m s t o consider f inanc ing o f p roposed mun ic ipa l capi ta l 

pro jec ts a n d / o r c o m m u n i t y in i t ia t ives? In y o u r response, also ind icate t h e results o f 

any such re fe rendums , inc lud ing any lessons learned t h a t y o u w o u l d a p p l y in f u t u r e 

re fe rendums . 

Mos t communi t ies I have w o r k e d in have been fiscally conservat ive and tax averse. 

Consequent ly, I have designed and led on ly t w o vo ter re fe rendums, bo th o f wh ich were 

successful. The key t o a successful levy isn't in get t ing t he n u m b e r o f votes needed t o 

pass, it is te l l ing a clear, concise and t ransparent story and showing proact ive grat i tude 

fo r t he life o f t he col lect ion o f t he levy / re fe rendum. 

1. A successful vo ted indebtedness excess levy fo r capi ta l acquis i t ion and 

opera t ions o f t he Munic ipa l Fire Depar tment . 

2. A successful vo ted excess levy for Police and Public Safety, Technology and 

Tur fed Sports Complex. 

The levy ini t iat ives taugh t me essentials t o long t e r m success I wi l l emp loy again. 

1. Begin w i th t he end in m i n d . Take t he t i m e to research s imi lar re fe rendums in o ther 

commun i t ies . Wha t we re t he successes and fai lures? Do w e have a crystal-clear b luepr in t 

o f our vision? 

2. Begin by expressing t he need o f t he C i t y / commun i t y in t e rms o f social, civic, safety, etc. 

Resist the urge t o 'Jump o u t o f the gate ' w i t h a predesigned campaign , dol lar amoun t and 

plan you migh t have t o backtrack on later. Offer t o have a conversat ion on needs and 

resist yel l ing f i re and having f i re ext inguishers fo r sale. 

3. Listen t o the publ ic. Ask for a l ternat ives and do the hard w o r k o f evaluat ing the i r 

a l ternat ives and propos ing those as a backup plan should t he c o m m u n i t y decide t o not 

desire a l evy / re fe rendum vo te or if t he levy / re fe rendum fails. If w e bel ieve in the need 

before asking the voters fo r money , w e wi l l do our best t o a t tend t o the need if they reject 

t he al locat ion o f add i t iona l tax dol lars. Plan in fu l l t ransparency and let ou r citizens decide. 

4. Seek t o bui ld coal i t ions o f suppor ters tha t can tel l the story be t te r t han local government . 

Also, w e have a responsibi l i ty t o t he cri t ics, l isten t o t h e m as we l l . Value the i r object ions. 

5. If the levy re fe rendum fails, show how w e cont inue t o t r y t o accompl ish t he goal/solve 

t he p rob lem/e tc . 

6. If the l evy / re fe rendum passes cont inual ly thank t he c o m m u n i t y and create 'blue r ibbon ' 

reminders of the i r money at wo rk . Celebrate comple t ion mi les tones. W e pr in ted banners 

at pro ject sites, and placed graphics on City Police Vehicles t h a t s ta ted, "Del iver ing on our 

promises" . Earning and ma in ta in ing t he t rus t o f ou r c o m m u n i t y is far more valuable than 

w inn ing or losing t he dol lars. 
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11. Please descr ibe you r exper ience with col lect ive barga in ing and labor re lat ions, 

h igh l igh t ing the t ypes of barga in ing g roups you have w o r k e d w i t h and tell us abou t any 

par t icu la r ly innova t i ve p rov i s i ons /p rog rams you may have i n c o r p o r a t e d in p rev ious 

co l lec t ive bargain ing agreements? 

I have broad exper ience in col lect ive bargain ing and labor relat ions. I have t ra ined w i t h 

t h e Nat ional Labor Relations Ins t i tu te and have extensively s tud ied and put in to practice 

t rus ted practices o f pr incip led negot ia t ion taught by Harvard's Wi l l iam Ury in t he th ree 

books; Getting to Yes, Principled Negotiation and The Power of a Positive No. 

I have f ound tha t o f ten col lect ive bargain ing and labor relat ions are dest ined t o fai l fo r 

several reasons. First, city off ic ials o f t e n fai l t o bui ld relat ionships and ho ld regular and 

rout ine meet ings w i t h indiv iduals, labor groups and labor representat ives. You cannot 

see each o ther once every 2 or 4 years and expect t o begin negot ia t ions in earnest w i t h 

t rus t and col loquia l ism. Relat ionship is t he founda t ion . If an organizat ion is constant ly 

apprec iat ing, respect ing and encourag ing employees, consistent commun ica t i on wi l l act 

as t he bedrock for t ha t t rus t . 

Moreover , negot iators typical ly never negot ia te , they only d is t r ibute loss and th ink they 

have negot ia ted. This leaves everyone f rus t ra ted and results in poor deals and fester ing 

regrets. True negot iat ions can on ly happen when you have t rus t , l isten t o understand 

before ta lk ing t o be unders tood , tak ing t h e t ime t o accurately unders tand t he posit ions 

and needs/wants behind those posi t ions and uncover creat ive ways t o enlarge the pie 

by br ing ing mul t ip le issues and resolut ions fo rward . Issues and concerns must be 

constant ly re f ramed t owa rd t h e posi t ive. A t rue Pareto Efficient negot ia t ion leaves no 

oppo r tun i t y un touched and successfully addresses all available op t ions fo r mutua l gain. 

This is when negot iat ions and labor relat ions move past t ransact ional m o m e n t s t o 

t rans fo rmat iona l oppor tun i t ies . 

An example of th is came w i t h a recent Teamster Negot ia t ion ( the ci ty 's largest 

bargain ing un i t ) . The group w a n t e d signif icantly high COLA ad jus tments over t he life of a 

mul t i -year agreement . I t ook t he t i m e t o t ru ly l isten and get t o t he hear t o f the i r 

pos i t ion. It tu rns ou t the re was great fear tha t if they did not get COLA's in to t he salary 

schedule wh i le the tech economy was red hot , the City w o u l d do as it had done in years 

past and balk at fu tu re COLA's wh i le t he economy was bad. 

I re f ramed the i r posi t ion (of fear) t o clearly express tha t t hey desired "pred ic tab i l i ty in 

t he stabi l i ty of salary increases" t o wh i ch they agreed was the i r p r imary concern. I t hen 

f ramed the City concern of economic vo lat i l i ty and our need for consistency and 

predictabi l i ty t ha t matched in f la t ion and ad valorem tax col lect ion rates. The results of a 

5, 10 and 20 year CPI analysis I conduc ted determined t he CPI g rew at an average rate of 

2% per annum. 
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The innovat ive solut ion p roposed was a new cola fo rmu la t ha t used a 10-year rol l ing 

average o f CPI. This guaran teed t he Teamsters COLA increases t ha t were regu lar and 

t ha t wou ld never be "0", clearly mee t ing the need behind the i r pos i t ion . This also met 

t he cit ies need for stabi l i ty and predictabi l i ty tha t matched revenues and insulated the 

city against the volat i l i ty o f CPI spikes in our booming economy. 

12. Please descr ibe you r ph i l osophy and approach t o bu i ld ing a s t rong t e a m e n v i r o n m e n t 

and m o t i v a t i n g you r emp loyees t o p e r f o r m at the i r h ighest levels. 

Ronald Regan got it r ight w h e n he said: "There is no l imi t t o w h a t w e can accompl ish if 

we do not care w h o gets t he c red i t " . Teams need to be m o r e than st rong. Teams need t o 

be t rans fo rmat iona l . Teams need t o be fu l ly engaged w i t h t rus t , t ru th fu lness , courage, 

and t ransparency tha t extends past t he independent and dependen t paradigms into a 

t r ue mode o f in te rdependence- t ha t produces everyone's best menta l i t y , bes t creat iv i ty, 

best loyal ty and best matur i t y . This is w h a t builds a h igh-per fo rmance cu l tu re tha t creates 

signif icant publ ic value. 

There are only th ree things t h a t a person can t ra in ; body, m ind and your d isc ip l ine/craf t . 

In t ha t parad igm mindset dr ives behavior and behavior dr ives pe r fo rmance . I bel ieve 

t rans fo rmat iona l teams have clari ty, t hey see the i r e f fo r t is commisera te w i th the i r 

success, t hey t ra in and are con f iden t and prepared, they are suppor ted w i t h courageous 

acts o f leadership tha t value e f f o r t as a valid indicator of success. Transformat iona l teams 

recognize fa i lure as an au then t i c w a y by wh ich w e learn and are prepared t o move 

f o rwa rd f r o m fai lure str iv ing t o hold each o ther up t o w a r d t h e accompl ishment o f t he 

greater good and the real izat ion ou r most impor tan t strategic goals and object ives. 

I focus as much on per fo rmance as I do on outcomes. This is because a t t i t ude and energy 

are replicable...specif ic ou tcomes are not . High pe r fo rm ing teams know and pract ice the 

crucial d i f ference be tween react ing (seldom good) and though t fu l l y responding w i th the 

most impor tan t object ives in m i n d (always beneficial). 

W e are all fami l iar w i t h and t ra in ou r professional areas o f expert ise and professional 

cert i f icat ions. I ask my teams t o w o r k w i t h me t o t ra in t he mindset skills of ca lm, 

conf idence, focus and t rus t . These are all mindset skills used by t he most successful 

coaches w o r l d w i d e t o bui ld epic t rans fo rmat iona l teams. 

13. H o w do y o u fac i l i ta te o p e n a n d t ransparen t c o m m u n i c a t i o n w i t h t h e M a y o r & City 

Counci l , s ta f f , res idents, and o t h e r s takeho lders? 

The key t o open and t ransparent commun ica t i on is re la t ionship. I have wi tnessed 

Mayors, Councils and Staff be ing open , t ransparent and honest ye t heckled liars because 

the re is no re lat ionship or t rus t w i t h those w h o m w e seek t o commun ica te w i t h . 

Open and t ransparent commun ica t i on is a perpetua l act iv i ty, it is a constant componen t 

t o wha t w e do. To tha t end , I have emp loyed a wide array o f techn iques and mediums. I 

make it a rou t ine t o t ouch base w i t h Mayors and Counc i lmembers at least weekly. I 

bel ieve in regular open ret reats t o focus on communica t ion and i n fo rma t ion sharing. I 
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perpetual ly engage stakeholders w i t h regular and recurrent meet ings. I host "Coffee 

w i t h the Manager " and o the r gather ings t o become t ru ly accessible. Equally as 

impor tan t is meet ing people on the i r tur f . Seeking t o be inv i ted t o HOA and commun i t y 

meet ings t o s imply ' l i s ten ' . I seek o u t voices o f dissent and recognize w e have as much a 

responsibi l i ty t o l isten and consider the voices o f those t ha t disagree w i t h us as those 

tha t do. 

I str ive t o ensure t ha t everyone has access t o the same good and consistent in fo rmat ion 

tha t creates t he context fo r local government activit ies by i l lust rat ing t h e extent t o 

wh ich local government services and policies are fu l l ing expectat ions o r where w e are 

fa l l ing short . I str ive t o always be approachable and accessible. As Gandhi noted "People 

are the purpose of our work . . .not a d ist ract ion t o i t " . This ph i losophy is t he existent ial 

s tar t ing po in t fo r all my commun ica t ions . 

14. Palm Coast desires t o be recognized as a c o m m u n i t y t h a t encourages deve lopmen t 

consistent w i t h i ts evo lv ing v is ion f r o m a largely res ident ia l p l anned c o m m u n i t y t o a 

m o r e d iverse, m ixed-use , res iden t ia l , commerc ia l , h igh- tech , a n d high-ski l l business 

center t o d ivers i fy t h e Ci ty 's t ax base. Please te l l us a b o u t any i nnova t i ve strategies t h a t 

you have used in you r cu r ren t o r p rev ious posts t h a t successful ly resu l ted in increased 

economic d e v e l o p m e n t , i nc lud ing p rov id ing some no tab le examp les . 

In Cle Elum, Wash ing ton I emp loyed several creat ive strategies t o encourage 

deve lopment consistent w i t h t he City Vis ion; this inc luded p re -pe rm i t t i ng land uses 

consistent w i t h t he City economic object ives as a means of demons t ra t i ng feasibi l i ty and 

in tent . Ano ther approach was t o ident i fy key industry sectors, such as high-tech, l ight 

manufac tu r ing and fabr ica t ion , tha t could be sited w i t h an inc rementa l approach t o w a r d 

t rad i t iona l in f rast ructure. This led t o the innovat ive Swi f twa te r Business Park t ha t became 

home to high-tech machin ing operat ions for Trek-Bicycles, Ping Golf, Boeing Aerospace 

and o ther airl ines parts suppl iers. 

The keys t o th is success we re having a clear and concise vision w i t h concre te act ionable 

steps tha t we re bo th a t t rac t ive, t ime ly and of part icular responsiveness t o industry t rends 

for t he var ious markets w e sought t o at t ract . 

15. Please t e l ! us a b o u t any no tab le i n t e rgove rnmen ta ! par tnersh ip (s ) y o u have deve loped 

or p layed a s igni f icant pa r t in t h e i r i m p l e m e n t a t i o n . As par t o f y o u r answer , h igh l ight 

any s igni f icant chal lenges t h a t y o u had t o ove rcome t o he lp make t h e par tnersh ip (s) 

successful. 

I had a signif icant stake in deve lop ing w i th County Commissioners, Central Washington 

State Universi ty, th ree City Councils, and mul t ip le chambers o f commerce the regional 

merger o f 4 f rac tured chambers o f commerce . This was d i f f icu l t because o f actual j ob 

losses and t he percept ion o f t he loss of organizat ional ident i ty . In t h e end , w e were able 

t o demons t ra te greater ef f ic iency, greater accompl ishment and a focused regional 

branding tha t a l lowed ident i fy t o remain a fundamenta l c o m p o n e n t o f a more organized 
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and product ive chamber organizat ion w i t h the col lect ive resources t o accompl ish 

strategic goals tha t had been languishing for years. 

K i t comm 9 1 1 Regional Emergency Managemen t and Equity Reconci l iat ion - I served on 

an execut ive board o f coun tyw ide leaders t o develop h o w opera t iona l a n d CIP costs 

w o u l d be al located among m e m b e r agencies. This was needed t o ensure qual i ty 

opera t ions of a regional EMS 9 1 1 Center, and t o a l low for requi red 21^^-century upgrades 

t o Spi l lman, E-911 services and call logs charges. The result ensured t h a t t ransact iona l 

costs w o u l d not cont inue to be a de te r ren t t o police of f icers proper ly conduc t i ng the i r 

jobs and t ha t t he center was f inancia l ly secure mov ing f o r w a r d . 

16 . W h a t steps a n d / o r processes have y o u used t o t rack t h e p e r f o r m a n c e o f y o u r 

organ izat ions? Please inc lude any specif ic examples invo lv ing p e r f o r m a n c e met r ics , 

a n d h o w y o u have c o m m u n i c a t e d organ iza t iona l ef f ic iencies t o t h e pub l i c a n d / o r 

emp loyees . 

I have used bo th per fo rmance metr ics and goal set t ing along t he personal , professional , 

t e a m and organizat ional d imensions. Per formance measurements are e f fec t ive if w e 

clearly connect wha t we are measur ing and w h y we are measur ing it. W e can t h e n 

ef fect ive ly commun ica te tha t s tory , so everyone knows it has created desired or 

mean ingfu l publ ic value. 

A long t he strategic goal d imens ion , I emp loy t he simple bu t incredibly e f fec t ive goal 

se t t ing fo rmu la of " x " t o "y " by w h e n . I bel ieve the greatest gove rnmen t mobi l i za t ion and 

per iod o f effect iveness outs ide of w a r t i m e was w h e n J.F.K. used th is goal se t t i ng fo rmu la 

in t h e f o r m of V a man , "y" t o t he m o o n " , by (when) t he end o f t he decade. This s imple 

clar i ty o f t he most impor tan t strategic goals and vision create a laser focus on del iver ing, 

w i t h excel lence, the def ined steps t o w a r d accompl ishment wh i le a l low ing t he 

organizat ion t o remain n imble enough t o cont inue t o leverage success t o w a r d 

accompl ishment rather than remain recalc i t rant in i r reverent f ixed paradigms. 

This pe r fo rmance measurement parad igm involves; 

1. Focus on t he wi ld ly impor tan t goals. 

2. Focus on lead measures t ha t are leverageable and act ionable. 

3. Keep a scorecard so people w a n t t o "p lay " and know wha t needs t o be done t o w i n . 

4. Create a cadence / rhy thm o f accountab i l i t y t ha t week ly assesses small steps t o w a r d 

t h e big goals. 

17 . Palm Coast cu r ren t l y operates F iberNet , a mun ic ipa l h igh-speed f i be r -op t i c backbone 

t h a t connects City sites and fac i l i t ies . The City's economic d e v e l o p m e n t goals inc lude 

t h e a t t r a c t i o n o f dynamic , h igh-pay ing techno logy jobs , bo ls te red by t h e enhancemen t 

o f i ts f i be r n e t w o r k , ideal ly w i t h t h e assistance o f a n e w pub l i c -p r iva te par tnersh ip (P3) 
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to help leverage its assets. Please tell us about any municipal fiber experience you may 

have, as well as any P3 p ro jec ts you or your o rgan i2at ion{s) may have been involved 

with, highlighting your par t icu lar con t r i bu t i ons to the deve lopmen t and /or 

maintenance of such par tnersh ips . 

I have w o r k e d on t he per iphery of a munic ipal regional f iber -opt ic ne twork project as i t 

re lated t o t he ut i l izat ion o f State and County o w n e d or leveraged f iber opt ic backbone 

and dedicated strands. 

In the techno logy-heavy region of Seatt le, t he conversat ion is shi f t ing t o the dep loyment 

of 5g and faster wire less technologies. These technologies, a lbei t having the i r o w n 

l imi ta t ions, are easier and faster t o deploy, require less risk and expense of 

in f ras t ruc ture in t h e g round , a l low for more rapid and organic dep loyment and do no t 

involve t he deep capi ta l izat ion into f ixed assets. 

Consequent ly, ou r conversat ions have relegated our f iber corr idors as lease 

oppor tun i t ies t o opera to rs w h o are capital ized enough t o opera te , mainta in and add 

redundancy t o looped f iber backbone or t o w a r d specif ic emp loymen t centers (such as 

Microsof t ) w h o demand Dark Fiber access. 

Moreover , and o f key impor tance, revenue can be generated in t he f o r m of ut i l i ty taxes 

and commun ica t i on assistance f r o m te lecom, wh i le b roadband and in ternet remain 

largely unassailable t o regulat ion, customer service standards and cost sharing aside 

f r o m franchise fee establ ishment . 

18. When w e conduct a comprehens ive background inves t iga t ion and reference checks, 

what will w e find that may warrant exp lana t ion or that could be of concern to the City 

of Palm Coast? 

1 did have had t w o un fo r tuna te medical crises in my l i fe. First, w h e n I was in college and 

did not have any medical coverage I was b i t ten by a dog and developed a paracardial 

in fec t ion. This led t o an ar rhy thmia and t -wave abnorma l i t y . At the conclusion of t ha t 

medical process 1 was advised to fi le for Chapter? Bankruptcy. This was bad advice as my 

medical bills at t h e t i m e amoun ted t o only a f ew thousand dol lars, but tha t seemed 

insurmountab le t o a very young person. 

Second, I was diagnosed w i t h Hodgkin's Lymphoma. 1 unde rwen t t w o years o f 

Chemotherapy and a fu l l analogous s tem cell t ransplant . W e f i led Chapter 13 Bankruptcy 

as the s tem cell t ransp lan t medical bill were enormous and t he bills sti l l in process we re 

signif icant. W e d id every th ing we could t o avoid bankruptcy but did not have enough 

f inancial resources. W e comple ted the requi red 5-year payment plan in 2018. 
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I w i l l pass t he f ive-year cancer f ree date on February 14, and am no longer in remission 

bu t considered cured. 

Aside f r o m those t w o events, w e have sol id cred i t ; good savings and have a lways l ived 

responsibly and w i th in our means. 

19. W h a t w i l l w e f i n d in an i n te rne t search o f press coverage t h a t may be con t rove rs i a l o r 

o f concern t o t h e City o f Palm Coast? Please p rov ide w h a t e v e r exp lana t ion y o u t h i n k is 

a p p r o p r i a t e t o he lp us unders tand w h a t w e w i l l f i n d . 

I am no t aware o f any signif icant controversy. I bel ieve articles you wi l l f i nd explain 

themselves and /o r are jus t typical press City Managers /Admin is t ra to rs receive. 

20. A re y o u cu r ren t l y invo lved in any o t h e r searches a n d w h a t is y o u r s ta tus in t hose 

searches? 

A: I am cur ren t l y involved in f ive o ther searches. I am a semi-f inal ist in one-search and the 

rema in ing f ou r searches are set t o close t he ini t ia l appl icat ion per iod w i th in t h e next f ew 

weeks. 

21. Please p rov i de a fu l l descr ip t ion o f y o u r cu r ren t compensa t i on and bene f i t s package 

and y o u r des i red compensa t i on a n d bene f i t s package i f y o u w e r e se lected f o r th is 

p o s i t i o n . 

A: M y most recent compensat ion package inc luded; 

a. Salary $143,000. 

b. A severance package of s ix -month salary and heal thcare p remiums. 

c. State Public Employees Ret i rement System premiums. 

d. Comprehens ive medica l , denta l and vis ion insurance for myself , spouse and 

dependen ts . A 25% p r e m i u m cost share appl ied t o medical insurance only. 

e. M o n t h l y vehicle al lowance in t he a m o u n t of $350.00. 

f M o n t h l y social media st ipend fo r 'dut ies outs ide o f no rma l , customary and e x e m p t e d " 

act iv i t ies in t he amoun t of $550.00 per m o n t h . 

g. 96 hours o f execut ive leave granted annual ly (no cash value and unused leave exp i red 

December 3 1 o f each year). 

h. Accrual o f annual leave commisera te w i t h o the r senior staff. 

i. Accrual o f sick leave at approx imate ly 8-hours per m o n t h . 

b. Desired compensat ion 

a. Salary o f $150,000. 

b. Med ica l , Denta l , Vison Insurance p remiums fo r mysel f and dependents . 

c. Accrual o f annual leave and sick leave commisera te w i t h simi lar employees. 

d. Re t i rement p rogram cont r ibut ions in Florida State Ret i rement (FRS) or similar. 
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e. Vehicle a l lowance o f $500 per mon th or use of City Fleet Vehicle fo r business re lated 

t rave l . 

f. Severance fo r at w i l l separa t ion / te rm ina t ion . 

22. If you were selected and offered an acceptable compensation package, what 

concerns or hesitations do you have that would have to be resolved before you would 

be ready to accept the position as the next Palm Coast City Manager? 

I w o u l d like t o k n o w tha t the candidate selected has t h e suppor t o f the Mayor , City Council 

and Senior Staff. 

23. What are the three most important questions you have for Palm Coast Mayor & City 

Council? 

1. What do you view as the biggest challenges and opportunities for the new City 

Manager? 

2. What do you view as the foundation o f a successful relationship between City 

Manager and Mayor/Council and Community? 

3. What are the most important strategic items you want accomplished in the next 1, 5-

and 10-year horizons? 
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Matthew T. Morton ICMA-CM, EMPA 

City of Palm Coast Florida - First Year Action Plan 

Overview: I have a great personal desire to hit the ground running and to begin establishing credibil ity as 

your new City Manager. Because earning that credibility can only start when the hyperbole ends and 

proactive action begins, I intend to do the following; 

1. Developing a new culture - Among the most crucial of activities Is the wiliness to bring the 

objectivity and clarity that comes with a new perspective. I want to deeply understand what 

works in the organization and what does not. I wil l work to develop and emphasize shared 

organizational values that link history, organizational legacy and community preferences to 

create new cultural and structural alignments. These new alignments are underpinned by 

uncompromising adherence to community values and through developing excellence of 

character in all staff. This new alignment reassures employees that they are valued and have a 

crucial role in actively creating our preferred future. Furthermore, it reassures the community 

that we are listening and working toward the objectives they desire. 

2. Assessing organizational capabilities and uncovering gaps-1 intend to understand the past, while 

effectively challenging the status quo. There is always skepticism and resistance to change. This 

is ameliorated by developing meaningful relationships and courageously protecting acts of 

leadership across the city, tt is vital that the new manager spend as much t ime wi th as many 

people as possible. It is just as vital to avoid taking 'word of mouth ' shortcuts. I will conduct a 

full comprehensive assessment of the organization and get to know people; valuing their 

diversity and meeting them where they are at. As I've noted before, people are the purpose of 

our work and not a distraction to it. 

3. Establishing communication and trust- First impressions are meaningful and impactful. Listening 

not to respond, but to truly understand is key. I wil l endeavor to proactively communicate 

across the city and with stakeholders. Creating opportunities to 'add-mutual value' to every 

communication shows that I am a serious team player who is committed to the success of 

others above myself I will communicate not only through established organizational channels 

but look for ways and opportunities to deepen the nature, venue and create new methods for 

communication and accessibility. I wil l not only communicate with our fans, but also wi th our 

critics and attempt to assess the concerns and values behind positions. 

4. Empowering staff to be high performing and transformative-1 wil l build and empower staff 

based off a strategic approach, that when successfully articulated, drives engagement and 

propels us to work together as a cohesive and synergistic unit. I wil l develop a sense of urgency 

around building the vital systems and processes that sustain success and develop excellence of 

character. I wil l strive to build a resilient and transformative leadership team. 

5. Discovering stakeholder alignment- Community stakeholders are broad and diverse; internal 

and external alike. I will contact existing stakeholders, find new stakeholders and attempt to 

energize them by discovering mutually beneficial solutions that drive a culture of respect, 

engagement, shared accomplishment and a new hope for our future together. 

6. Hero Story- Throughout this interview process (as is customary) I have regaled and at tempted to 

impress you wi th my education, experience and accomplishments...you have heard my 'hero 

story'. I want to be clear, I am a normal human being who hasn't saved the world nor can I leap 

tall buildings in a single bound. 'My' success is the fruit of many dynamic relationships wi th 
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active, engaged and inquisitive Mayors, Councilmembers, Staff, Stakeholders and Community 

Members. My success has come from an unequivocal commitment to the success of others and 

placing the greater good ahead of my own interests. There is much I do not know and much I am 

not an expert in. However, I promise you will always have in me a true partner who is humble, 

approachable, curious, motivated, kind, trustworthy and moldable. I not only want to teach 

what I know and share my knowledge and expertise, but to be taught, to learn and to listen as 

we move forward with kindness, grace and compassion for each other. I want to be part of an 

organization that shares an unwavering commitment to accomplishing the greatest good for the 

City of Palm Coast. Let's commit to helping each other, learning together to stand on our own 

feet wi thout standing on each other's toes. 

Please consider the following as a high-level overview, wi th steps that build upon each other. 

Before Day 1 - Theme "Preparation is Key" 

Learning Goals; 

• Dialogue wi th Mayor and Councilmembers wi th humble inquiry. 

• Begin the process of learning by reading the city codes, policy, plans and documents, 

meeting minutes and similar materials. 

• Read Florida Statutes and Codes. 

• Seek to understand major political decisions, status of community relationships, sticking 

points and areas of opportunity. 

Performance Goals: 

• Seek to jump-start key staff and community relationships by learning community history 

and inviting open ended conversations. 

Initiative Goals: 

• Arrive in Palm Coast wi th confidence to begin creating public value and serving the 

community in earnest. 

• Join FCCMA and connect with mentors and resources. 

Personal Goals: 

• Secure housing, and minimize personal transitional distractions to prepare for success 

on arrival in Palm Coast. 

• Connect myself and family with local institutions; school, dentist, medical care, church, 

etc. 

First 30 Days - Theme "Be a Sponge" 

Learning Goals: 

• Conduct candid discussions and learning sessions on my 'before-day-zero' learning 

results. 

• Connect documents, themes and organizational vision with individual's experiential 

relevance and on the ground intelligence. 
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• Meet with Council for a 'Transition' retreat and communication style exercise. 

• Meet with Staff for a 'Transition' retreat and communication style exercise. 

• Spend a day or two in each department and/or facility. Speak with as many staff as 

possible; where practicable ride a long, accompany/visit staff in the field or in the act of 

doing their jobs. 

Performance Goals: 

• Create wi th Mayor-Council a communication scope, authority and policy framework to 

create a predictable and agreed upon "Council-Manager" relations practice that satisfies 

Mayor and Councils needs and enhances the Council-Manager relationship. 

• Establish Council-Manager clarity of roles document. 

• Meet wi th Mayor and Council to hear feedback, history, concerns, priorities, etc. 

Initiative Goals: 

• Contextually review the Palm Coast Strategic Plan; evaluate its actualization 'on the 

ground'. 

• Meet and begin relationship development wi th community leaders, groups, clubs and 

organizations. 

• Set recurring and consistent communication points/meetings/broadcasts for Mayor, 

Council and Staff. 

• Reach out to County Commissioners, Federal and State Legislators wi th an introduction 

and invitation for humble inquiry. 

Personal Goals: 

• Introduce myself to the community in person. 

• Significant on the ground reconnaissance of Palm Coast to understand the nuance of 

community complexity and placemaking traditions. 

• Attend community events, festivals, meetings and similar for introductions and 

integration. 

First 60 Days - Theme "Be a Contributor" 

Learning Goals: 

• Understand and assess professional development and training routines, regimens and 

goals. 

• Understand and assess departmental budget techniques, practices, history, needs, etc. 

Performance Goals: 

• Refine my year plan by soliciting candid feedback and taking direction from Mayor 

and Council Members. 

• AskSenior Staff to begin preparing a condit ion/strength/gap analysis at the department 

operational level. 

• Provide a 60-day Balcony Level Assessment to Mayor/Council. 
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Initiative Goals: 

• Prepare myself and staff for the practice of Adaptive Leadership and 'Getting to the 

Balcony'. 

• Keep refining open, transparent and trust building communications. 

Personal Goals: 

• Seek community leadership, speaking and 'engagement' opportunities. 

• Identify and join organizations, clubs, groups where I can contribute as an active 

community member. 

First 90 Days - Theme "Transition to leader" 

Learning Goals: 

• Develop a working knowledge of Strategic Plan accomplishments. 

• Develop a working knowledge of legislative issues and concerns. 

Performance Goals: 

• Work wi th the organization to refine approach to team learning, organizational 

development, training, succession planning and work force development. 

• Connect Strategic Plan with past/present accomplishments. Uncover/evaluate areas of 

"tocked-investment/trajectory" and areas of opportunity. 

Initiative Goals: 

• Work wi th Mayor-Council and Staff to create and implement a 'whole city' 

responsiveness and integration plan. We all have shared responsibility to cultivate 

community, demonstrate responsiveness and engage in creating public value through 

action/interaction. 

• Create a cultural foundation that seeks to proactively respond wi th our end goats in 

mind, and never to 'react'. Learn and implement CORE service practices to 

Mayor/Council. 

Personal Goals: 

• Seek community leadership, speaking and 'engagement' opportunities. 

First 180 Days - Theme "Active Leader" 

Learning Goals: 

• Have the basics of city-wide day to day operations understood and mastered. 

• Have developed strong relationships and communication styles wi th Mayor, Council, 

Staff and Community. 

Performance Goals: 

• Mastery of past budget trends, decisions and future trajectory. 
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Understand the procedural/regulatory nexus as it relates to Palm Coast (Federal, State, 

County, Regional, etc. 

Have a respected voice with key stakeholders at the Federal, State, Regional and Local 

Level. 

Initiative Goals: 

• Have identified a problem(s) and used a team approach to deliver solutions preferred by 

Mayor, Council and Community. 

• Begin refinement of Strategic Plan through Strategic Triangle Framework and 

Storyboarding Practice. 

• Instill leadership excellence training as a city-wide exercise that we work on together as 

a 'center' to moving ahead with excellence of character and single-minded 

determination. 

• Receive critical feedback from the Mayor, Council, Staff and Community on areas for 

City Manager improvement. 

Personal Goals: 

• Look for leadership and service opportunities to serve the community, county and/or 

state as a citizen partner. 

• Enhance my legitimacy through servanthood. 

Remaining 6 Months - Theme "Servant Leader / Contributor" 

Learning Goals: 

• Continual and constant learning and development practice. 

• Firmly established training, development and succession plans and practices in place. 

Performance Goals: 

• Active refinement of city strategic vision, goals, objectives and performance measures 

through storyboarding practice. 

• Provide clear and concise l^^year staff evaluations, professional development and 

personal growth plans. 

• Present results of a strategic gap analysis. 

Initiative Goals: 

• Receive critical feedback from the Mayor, Council, Staff and Community on areas for 

City Manager improvement. 

Personal Goals: 

• Be thought of as a trusted community partner, servant leader and resident of Palm 

Coast. 

• Have a record of accomplishment because of a commitment to shared success and 

mutual gain. 
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•RODUCTION TO DiSC^ 

EVERYTHIMG 

Welcome to Everything DiSC® 
Matthew, have you ever wondered why connecting with 

some people is easier for you than with others? 

Maybe you've noticed tliat you have an easier time 

managing people who focus on building 

relationships and getting people involved. 

Or, maybe you're more comfortable working with 

those who take a light-hearted approach than those 

who want to analyze every step. 

Or, perhaps you relate best to people who are more 

warm than skeptical. 

Everything DiSC® is a simple tool that offers information to 
help you understand yourself and others better—and this 

can be of tremendous use as a manager. This report uses 

your individual assessment data to provide a wealth of 

information about your management priorities and 
preferences. In addition, you'll learn how to connect better 

with people whose priorities and preferences differ from 

yours. 

Cornerstone Principles 

• All DiSC styles are equally valuable, and people 

with all styles can be effective managers. 

•• Your management style Is also influenced by 

other factors such as life experiences, 

education, and maturity. 

• Understanding yourself better is the first step 

to becoming more effective with your 

employees and your manager. 

• Learning about other people's DiSC styles can 

help you understand their priorities and how 

they may differ from your own. 

• You can improve the quality of your 
management experience by using DiSC to 

build more effective relationships. 

Analytical 

Reserved 
Precise 
Private 
Systematic 

INFLUENCE 
Outgoing 

Enthusiastic 
Optimistic 
High-spirited 
Lively 

Accommodating 

CONSCIENTIOUSNESS 

© 2013 by John Wiley & Sons, Inc. All rights reserved. 
Reproduction in any form, in whole or in part, is prohibited. 
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Y O U R Disc® O V E R V I E W 

EVERYTHING 

How is this report personalized to you, Matthew? 
In order to get thie most out of your Everything DiSC Management® Profile, you'll need to understand your personal 
map. 

Your Dot 
As you saw on the previous page, the Everything DiSC® 
model is made up of four basic styles: D, i, S, and C. Each 
style is divided into three regions. The picture to the right 
illustrates the 12 different regions where a person's dot 
might be located. 

Your dot location indicates your DiSC style. Because your 
dot is located in the i region but is also near the line that 
borders the S region, you have an IS style. 

Keep in mind that everyone is a blend of all four styles, but 
most people tend strongly toward one or two styles. 
Whether your dot is In the center of one style or in a region 
that borders two, no dot location is better than another. All 
Disc® styles are equal and valuable in their own ways. 

Close to the Edge or Close to the Center? 
A dot's distance from the edge of the circle shows how naturally inclined a person is to encompass the 
characteristics of his or her DiSC style. A dot positioned toward the edge of the circle indicates a strong inclination 
toward the characteristics of the style. A dot located between the edge and the center of the circle Indicates a 
moderate inclination. And a dot positioned close to the center of the circle indicates a slight inclination. A dot in the 
center of the circle is no better than one on the edge, and vice versa. Your dot location is near the edge of the circle, 
so you are strongly inclined and probably relate well to the characteristics associated with the IS style. 

Now that you know more about the personalization of your Everything DiSC Management Map, you'll read about the 
management priorities and preferences associated with the IS style. Using this knowledge, you'll learn how to use 
Everything DiSC principles to improve your ability to direct, delegate, motivate, and develop others more 
successfully. Finally, you'll explore ways to work more effectively with your own manager. 

© 2013 by John Wiley & Sons, Inc. All rights reserved. 
Reproduction in any form, in whole or in part, is prohibited. Matthew Morton 
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YOUR DiS( TYLE & D O ! 

EVERYTHING 

Your Dot Tells a Story — —-- - - - - - - - - - -—— ~-— 
Your Disc Style Is: iS 

Because you have an iS style, Matthew, you're probably a warm and 
sociable manager who reaches out to others with your friendly, laidback 
approach. Most likely, you make time for casual smalt talk and have an 
open-door policy, so people probably think of you as an approachable 
manager. 

When communicating, you tend to be fairly expressive. You're probably 
genuinely interested in what people have to say, and you may be equally 
willing to spend time listening and speaking. Because of your desire to 
connect, you make it clear to others that they are important to you. You may 
even file away important details about those you work with, such as 
birthdays or tidbits about their famiiies. 

Most likely, you care about other people's needs and often encourage them to share their feelings. You know 
the right questions to ask to get people to open up, and your supportive nature allows you to both sympathize 
with people who are strnggiing and to celebrate with others during their finest moments. In fact, you're often 
able to overlook personality quirks and weaknesses, and you tend to assume the best in everyone. At times, you 
might get yourself into trouble by trusting people who don't deserve it. 

In terms of time management, you probably have a laid-back, go-with-the-flow approach, and because you tend 
to be pretty flexible, you can deal with delays or obstacles without becoming frustrated. You'd rather focus on 
the bright side by tuning in the positive and tuning out the negative. Therefore, you aren't likely to take a firm 
stance, and sticking to rigid deadlines or policies may be difficult for you. The high value you place on 
relationships may mean you become distracted easily, as you adapt your schedule to meet the needs of others 
and have trouble saying no to requests for your time. 

You probably genuinely value collaboration, so you may look for opportunities to involve your team when making 
decisions and solving problems. In fact, you probably see group brainstorming sessions as leading to endless 
possibilities and do your best to make sure everyone has a chance to contribute and be recognized. You 
typically consider the impact a decision will have on people's feelings, and you relay unpopular decisions with 
empathy. 

Like other managers with your iS style, you may enjoy the opportunity to help people grow and succeed 
professionally. Giving immediate feedback when someone has done something well comes easily to you. 
However, because you want to be liked and respected, it may be more difficult for you to hand out constructive 
criticism. You may dwell on the situation and its consequences for the relationship. Likewise, your desire to be 
on friendly terms with everyone may limit your ability to evaluate people's performances. 

Above all, you want everyone to be happy, so when you see others at odds, you may step in to try to mend the 
situation. However, when the conflict involves you personally, you sometimes take a more indirect approach. In 
fact, you may refuse to deal with negative information even when it's important to do so, and at times you may 
allow situations to drag on without resolution. 

Matthew, like others with the iS style, your most valuable contributions as a manager may include your ability to 
connect with others, your commitment to building team spirit, and your desire to see people succeed. In fact, 
these are probably some of the qualities that others admire most about you. 

© 2013 by John Wiley & Sons, Inc. All rights reserved. 
Reproduction in any form, in whole or in p ^ , is prohibited. 
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Y O U R D i S C ® P R I O R I T I E S & S H A D I N G 

EVERYTHING 

Your Shading Expands the Story 
Matthew, while your dot location and your DiSC® style can say a 
great deal about you, your map shading is also important. 

The eight words around the Everything DiSC map are what we call 
priorities, or the primary areas where people focus their energy. 
The closer your shading comes to a priority, the more likely you 
are to focus your energy on that area. Everyone has at least three 
priorities, and sometimes people have four or five. Hawng five 
priorities is no better than having three, and vice versa. 

Typically, people with your style have shading that touches 
Collaboration, Encouragement, and Support. 

What Priorities Shape Your IVlanagement Experience? 

• Valuing Collaboration 
Matthew, like other managers with the iS style, you usually emphasize the importance of cooperation and group 
effort. When managing a team, you probably include others in important activities and decisions, and you may pride 
yourself on your ability to get everyone involved. Most likely, you value a collaborative environment where people feel 
safe to speak up and contribute. 

• Providing Encouragement 
You probably want members of your team to feel energized and optimistic about their work. Therefore, you usually 
let them know what they're doing right by emphasizing the positive. In fact, you may be so focused on helping 
people feel good about their efforts that you gloss over bad news. Overall, you tend to provide encouragement by 
giving people recognition whenever you see an opportunity to do so. 

• Giving Support 
Managers with the IS style often take a sincere and compassionate approach to managing a team. You're probably 
approachable and friendly, and you make it clear that you're always available to listen patiently or lend a hand. It can 
be distressing for you when others are unhappy, and because a warm, sympathetic environment is important to you, 
you focus on giving support whenever it's needed. 

© 2013 by John Wiley & Sons, Inc. All rights reserved. 
Reproduction in any form, in whole or in part, is prohibited. Matthew Morton 

165



R M A N A G E ! ^ E N T P R E F E R E N C E S 

EVERYTHING 

What Do You Enjoy About Managing? 

Different people find different aspects of their work motivating. 
Like other people with the IS style, you may enjoy working with 
others toward a common goal and helping people succeed 
professionally. In addition, you likely appreciate that management 
allows you to help create a collaborative environment where 
people feel comfortable expressing themselves. 

You probably enjoy many of the following aspects of your work: 

MOTiVATORS 

Developing warm relationships 
Inspiring others to do their best 
Getting people involved 
Helping people work together 
Complimenting people on a job well done 
Listening sincerely to people's concerns and needs 
fvlaking a positive difference in people's lives 
Creating a warm, friendly environment for yourself 
and others 
Encouraging optimism in others 

What do your priorities say about 
what motivates you and what you 

find stressful? 

What Drains Your Energy as a Manager? 
Then there are those management responsibilities that are stressful for you. Because you prioritize friendly 
relationships with people, you could be uncomfortable pushing people to accomplish their tasks, and you may have 
a difficult time creating a sense of urgency or confronting people who aren't performing. Furthermore, you may find it 
difficult to manage people who are aggressive or combative. 

Many of the following aspects of your work may be stressful for you: 

STRESSORS I 

Sticking to deadlines 
Managing challenging or skeptical people 
Giving people unpleasant feedback 
Being forceful or insistent with others 
Making tough decisions independently 
Being direct about your expectations 
Saying no 
Focusing on the bottom line 
Supporting your position with facts rather than 
enthusiasm 
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Y O U R D I R E C T I N G & D E L E G A T I N G £ 

EVERYTHING 

As a manager, you may find tliat effectively directing and delegating to your employees is more complex than simply 
handing off an assignment with a "please" and "thank you." Perhaps you've noticed that individual employees 
respond positively to different types of instruction and feedback. Some want specific directions and welcome 
objective feedback, while others want just the opposite. Based on your DiSC® style and priorities, you have a natural 
approach to directing and delegating. However, to maximize satisfaction and productivity, it's important to consider 
how effective your approach may be with employees of different styles. 

Matthew, because you place a strong emphasis on coilaboration, 
you tend to direct people in a friendly, trusting manner. Having 
power over others probably isn't very important to you, so you 
likely promote the importance of teamwork and downplay 
competition. 

You also prefer encouragement and usually give individuals the 
benefit of the doubt when delegating tasks. In fact, you may 
assign responsibilities to team members based on your optimistic 
outlook rather than their actual experience. 

Because you're supportive, you usually make sure people know 
you're there to help when needed. This can take the form of 
offering advice or just listening to their concerns. However, you 
may be too lenient at times, and it may be difficult for you to hold 
people accountable for subpar performances. 

How Do You Approach Directing & Delegating? 

STRENGTHS 

• Making people feel that they are important 
contributors 

• Listening to people's concerns about assignments 
• Understanding when extenuating circumstances 

affect performance 
• Making yourself available to help 
• Giving direction In a friendly and positive manner 
• Checking in with people to see how they are doing 

CHALLENGES 

• Giving clear, detailed explanations 
• Analyzing options before assigning a task 
• Pushing people to complete their tasks 
• Judging people's abilities or competencies, 

without overestimating them 
• Pushing people for results 
• Establishing ambitious outcomes 
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NG & DELEGATING 

:E D STYLE 

How Does the D Style Like to Work? 
People with the D style prioritize the bottom line and are driven 
to get results. They are willing to be straightforward in the 
interest of getting things done, and unlike you, they prioritize 
success over interpersonal needs. They want the freedom to 
make decisions without input from others, and because they 
value independence, they may not share your preference to 
collaborate and work closely as a team, Also, their autonomy 
and eye-on-the-prize attitude make them less likely to require 
the encouragement you frequently offer. 

EVERYTHIMG 
VANAGi'Mf N "" 

ACTION 

Potential Problems When Working 
Together 
People with the D style are often challenging and skeptical, and they may openly question your command if they 
disagree with your decisions, They may be blunt when expressing their thoughts, which contrasts with your 
tendency to be friendly and polite. Since you tend to be uncomfortable asserting yourself or confronting people, 
tension may arise if they challenge your authority. As a result, the need to be firm or defend your decisions may drain 
your energy, and you may beiieve that these individuals are too strong-willed about their opinions. 

How to Be Effective with the D Style - - ^ - - -
People with the D style are fast-paced and want to work on exciting projects that will make a big impact. Therefore, 
encourage them to tackle adventurous tasks, and be sure to show them how their efforts will lead to innovative 
results. If they have exhibited sound judgment in the past, show respect for their bold ideas and decision-making 
ability. Check in regularly with those who lack experience and ensure that their confidence doesn't compel them to 
make decisions beyond their qualifications. 

If they're less experienced: 

• Don't confuse confidence with competence, 
• Review their plans before they move ahead. 
• Check in often enough to make sure they're on 

track, 
• Have them check with you before any risky 

decisions are made. 
• Clearly outline the boundaries of their authority, 

giving them options within those boundaries. 

if they're more experienced: 

• Show them the most practical way to be 
productive. 

• Make sure you see eye to eye on the goal of the 
assignment. 

• Set a deadline and let them figure out how to 
proceed. 

• Make sure they understand the consequences of 
their shortcuts. 

• Specify the limits of their authority while still 
allowing for some autonomy. 
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EVERYTHING 

DIRECTING & DELEGATING MANAGH.EN7 

TO THE i STYLE 
ACTION 

How Does the i Style Like to Work? \ 
% 

Like you, people with the i style are generally upbeat and I 'h^ 
optimistic. You're both usually sociable and openly expressive, j . ^ 
and they probably appreciate your tendency to provide them j , : o 
with encouragement. While you may value their high energy | ; ^ 
and receptivity to new ideas, you may have trouble matching J ; g 
their high-spirited approach. Furthermore, because they are a | / 5 
bit more extroverted than you tend to be, you may have \ .. 
trouble controlling the course of discussions with them at j 
times. \ 

Potential Problems When Working 
Together -̂̂ ^̂ ..̂ .̂.......̂ .̂̂ ^̂ ^̂ ^ 
Like you, people with the i style want to work in a friendly environment where people are valued more than the 
bottom line. They like to channel their high energy into collaborative efforts and dislike assignments that may isolate 
them. Because you also tend to be sociable, the two of you may have trouble staying on task, forcing you to 
scramble at the last minute. And in the event that problems arise, these individuals may brush issues aside by 
unintentionally taking advantage of your tolerance. 

How to Be Effective with the i Style — — - . - ^ 
These individuals tend to move a bit faster than you, and they may be somewhat more interested in adventurous 
projects than you are. They want to experiment with new ways of doing things and have the freedom to move 
quickly. You may have to work to keep them on task, so discuss potential issues before they arise. Let people with 
experience know that you'll consider their ideas, and check in frequently with those who lack experience to make 
sure they don't allow important details or tasks to slip through the cracks. 

If they're less experienced: If they're more experienced: 

Make sure they don't lose track of details. 
Hold them accountable for missed deadlines or 
skipped steps. 
Help them prioritize. 
Ensure that they follow through on their tasks. 
Redirect their energy if socializing takes them off 
track. 

Allow them to take the lead in group settings. 
Make time to go over the details with them. 
Acknowledge their contributions publicly. 
Keep them on track and on schedule. 
Be open-minded to their more adventurous Ideas. 
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DIRECTiMG& 

TO THE S 
L e u ATING 

EVERYTHING 

How Does the S Style Like to Work? 
Like you, people with the S style are accommodating and 
flexible. Because they look for reassurances that they are 
doing a good job, they'll appreciate that you tend to offer 
support and encouragement. You may find that they accept 
direction easily, although they may be hesitant to take initiative 
or point out problems. And because they want to know exactly 
what's required of them, they'll respond positively if you give 
directions in a friendly manner that paints a clear picture of the 
desired results. 

r 

II 

ffaiABlUT^ Potential Problems When Working 
Together 
These individuals strive to make steady, careful progress toward predictable goals. Because they prefer traditional 
approaches, they may resist new or better ways of accomplishing tasks, They are unlikely to ask for challenges that 
could disrupt their routine, so you may need to be straightforward about your expectations when delegating 
responsibilities to them, and this may be less natural for you. While you might be frustrated with their hesitancy, you 
also may fail to give them tough feedback, since you want to avoid causing tension. 

How to Be Effective with the S Style 
Like you, people with the S style may be most comfortable in friendly, cooperative environments. They share your 
desire to collaborate and form personal relationships. For those who lack experience, give them step-by-step 
instructions and reassure them that they have the skills and talent to perform well. For those with more experience, 
encourage them to take chances and push for more autonomy, but make it clear that you're available to advise 
them when needed. 

If they're less experienced: 

• Give clear, step-by-step directions. 
• Ask questions to confirm their understanding. 
• Check in with them frequently. 
• Refrain from giving them too much responsibility too 

quickly. 
• Avoid pushing them to move ahead before they are 

ready. 

If they're more experienced: 

• Ask enough questions to elicit their concerns, 
• Give them additional responsibilities when they 

seem ready for more challenges. 
• Encourage them to take initiative. 
• Make yourself available as an advisor. 
• Ask them directly what kind of support they need. 
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DIRECTING & DELEGATING 

TO THE C STYLE 

EVERYTHING 
VA^JAGLMEI-JT 

How Does the C Style Like to Work? 
People with the C style relate best to clear objectives and fact-
based ideas. They go over options and proposals carefully and 
appreciate having time to analyze their work. Unlike you, they 
don't value collaborative environments, but rather they prefer 
working independently. In fact, unless there is a specific 
purpose, these individuals often view social interactions as a 
waste of time. Furthermore, they probably don't identify with 
your emphasis on personal relationships and may resent 
attempts to get them to open up. 

Potential Problems When Working 
Together 

< 
o 

These individuals want to produce dependable outcomes, so they tend to thoroughly consider all the consequences 
before choosing a plan. Because they take great care to get things right, they pay close attention to the specifics 
and are unlikely to rush through their tasks. However, you tend to be more trusting and optimistic, so you may 
become frustrated if they second-guess your plans. At the same time, they may view your laid-back, friendly 
approach as too unstructured for their needs. 

How to Be Effective with the C Style 
People with the C style are more skeptical than you tend to be, but keep in mind that their questioning nature is just 
their way of processing new information. Therefore, listen to their concerns over possible flaws, and allow them to 
challenge traditional methods. Those with less experience may spend too much time perfecting their work, so be 
sure to check in frequently enough to keep them on track. Those with more experience may seek autonomy, so 
allow them to work alone as much as possible, but refrain from letting them isolate themselves. 

If they're less experienced: 

• Avoid forcing them to collaborate unless it's 
necessary. 

• Give them tasks that require logic. 
• Make sure they have the resources they need. 
• Check in to make sure they aren't getting bogged 

down. 
• Help them obtain quality without putting deadlines 

at risk. 

If they're more experienced: 

Check in with them only to ensure forward 
progress. 
Encourage them to ask for more direction if they 
need it. 
Allow them to work independently when possible. 
Listen to their concerns about quality, 
Give them opportunities to help solve complex 
issues. 
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M O T I V A T I O N A N D T H E E N V I R O N M E N 

EVERYTHING 
VANAGEMri'f 

YOU GREAT 

You can't motivate people. They have to motivate themselves. As a manager, however, you can create an 
environment where it's easy for people to find their own natural motivation. This means building an atmosphere that 
addresses employees' basic needs and preferences so they can do their best work, and you may naturally create a 
certain type of environment for those around you. It's important to understand the nature of this environment 
because it has a major impact on the motivation of the people you manage. 

Matthew, your focus on collaboration motivates people by 
building trust among coworkers. People who feel that group 
efforts are appreciated are more likely to seek opportunities to 
brainstorm together and make improvements, without concern 
for who receives the credit. And for many people, being part of a 
cooperative, cheerful team boosts their enjoyment and energy at 
work. 

Because of your enthusiasm and encouragement, you help 
create an environment where people feel recognized and 
accepted. You probably help your team see that work can be 
fun, and as a result, people may be more upbeat and optimistic 
about their tasks and contributions. 

Most likely, your supportive nature allows you to create a 
trusting environment where people feel comfortable coming to 
work every day. Just knowing that someone cares about them 
on the job can be extremely motivating for many people. Further, 
you readily offer credit and compliments so that others feel a 
greater sense of ownership in team success. 

The Environment You Create — — 
• Because of your encouragement, people feel good about their work. 
• When you celebrate victories, people feel more ownership in the outcomes of their work. 
• Because you build teams, people feel a sense of camaraderie. 
. Because you are understanding and patient, people waste less energy worrying about mistakes. 
• Your optimism and enthusiasm can make work more fun. 
• When you put confidence in others, they may feel empowered to use creative approaches. 
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MOTIVATION AND THE D STYLE 

EVERYTHING 
VANAGr-iVlEN"" 

What Are the Motivational Needs of the D Style? 
Employees with the D style are motivated to win, so they probably care more about the bottom line than how they 
get there. They're driven to achieve, probably more so than you, so they often thrive in competitive environments 
and can sometimes turn the most collaborative task into a contest. Furthermore, they want to move quickly and 
make a big impact with innovative or daring ideas, a desire with which you may not identify. In fact, they may be so 
focused on individual career growth that they disregard the needs of others, and you may have trouble 
understanding their challenging approach. 

What demotivates the D style? 
Routine 
Foot dragging 
Being under tight supen/ision 
Having their authority questioned or overruled 
Feeling like their time Is being wasted 
Having to wade through a lot of details 

How does conflict affect the motivation of 
the D style? 

• Employees with this style may embrace conflict as a 
way to create win-lose situations. 

• They may be energized by the competitive aspects of 
conflict. 

• They may waste energy dwelling on who is at fault. 

^cr\ON 

How can you help create a motivating environment for the D style? — 

Provide concrete, practical goals to work toward. 
Let them work autonomously when teamwork isn't required, 
Validate their individuality by giving them reasonable freedom to create their own work environment. 
Channel their competitive spirit into areas that will help the team. 
Give them challenging projects that may allow them to garner more respect and influence. 
Outline the big-picture purpose of new projects to gain buy-in. 

What's the best way for you to recognize and reward the D style? 

• Praise them by highlighting the unique contributions they make to team success. 
• Recognize their growrth by giving them more responsibility and autonomy. 
• Point out how their ideas help the organization, 
• Reward them with advancement opportunities when their performance shows they're ready for more 

challenges. 
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EVERYTh-iING 

MOTiVATION AND THE i STYLE 

What Are the Motivational Needs of the i Style? 
Employees with the i style look for high-energy environments where adventurous or groundbreaking ideas are 
valued. They're eager to collaborate, as you probably are, so they're likely to put a lot of energy into socializing and 
maintaining relationships. Because they like fun, vibrant settings, they often work at a fast pace and indulge in a 
variety of tasks, an approach with which you may not identify. Those with the i style are also motivated by public 
recognition, and like you, they appreciate a warm and encouraging environment. 

What demotivates the i style? I 
ACTIO/y ^ P 

• Being isolated from others f/Vfo I 
• Working in a reserved, slow-paced setting ^ | 
• Having their contributions go unrecognized Y j l l ^ P ' '"^^^^ j 
• Performing routine or repetitive tasks ''^'^"Y-T I 
• Wading through a lot of details | 
• Working with pessimistic or critical people % f 

How does conflict affect the motivation of 
the i style? 

• Conflict may make them emotional or angry, and as a 
result may negatively affect their performance. 

• They may take conflict personally, which could de-
energize them. 

• They may dwelt on the conflict rather than focus on their 
tasks. 

How can you help create a motivating environment for the i style? 

Let them collaborate with you and others, 
Encourage their positive energy and give them opportunities to express themselves. 
Limit the predictability and routine of their tasks when possible. 
Reinforce their optimism with your natural enthusiasm and energy. 
Give them opportunities to be in the limelight. 
Provide some time to socialize and network. 

What's the best way for you to recognize and reward the i style? 
• Praise them enthusiastically in front of other colleagues, and thank them for their energy and passion. 
• Make them feel like an indispensable member of your team. 
• Reward their best work with new opportunities to shine. 
• Recommend them for awards or advancement opportunities when they've proven themselves capable. 
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MOTIVATION AND THE S STYLE 

EVERYTHING 
VAMAGFM^.N~" 

What Are the Motivational Needs of the S Style? 
People with the S style prefer a calm, structured atmosphere where tension and conflict are rare. Like you, they tend 
to be supportive, and may even withhold their own opinions to accommodate or please other people. In addition, 
they like to connect with colleagues on a personal level by working in a collaborative setting, and you may 
appreciate their affinity for teamwork. Furthermore, they want to be seen as reliable and to have enough time to 
perform their duties without being rushed or stressed, which probably isn't as important to you. 

What demotivates the S style? 

Competitive environments 
Having to change direction abruptly 
Being rushed into quick decisions 
Dealing with cold or argumentative people 
Being forced to improvise 
Being in chaotic situations 

How does conflict affect the motivation of 
the S style? 

• They may compromise on things they care about but 
remain frustrated beneath the surface. 

• They may waste energy worrying that people are mad at 
them. 

• They may become fearful about making mistakes, 
limiting their effectiveness or ability to take chances. 

How can you help create a motivating environment for the S style? 

Provide ample time for them to produce results. 
Let them collaborate with others, but don't push them to be more social than they want to be. 
Be clear about their tasks and responsibilities and don't skip the details. 
Plan ahead to be able to give plenty of warning when changes are coming. 
Ask for their ideas, which they might not share without encouragement. 
Give them a sense of security and structure. 

What's the best way for you to recognize and reward the S style? 
• Reward reliable and steady work by letting them know that you trust them with more important projects. 
• Recognize their steadiness, support, and helpfulness by making them feel like a vital part of the team. 
• Acknowledge their hard work by giving them warm and sincere praise in a one-on-one setting. 
• Discuss potential advancement opportunities when you think they're ready for further challenges. 
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EVERYTHIMG 

MOTIVATION AND THE C STYLE " 

What Are the Motivational Needs of the C Style? 
Employees with the C style look for an environment where they will have time to analyze ideas and ensure flawless 
outcomes. They want to produce work that's reliable, so they prefer to maintain a moderate pace and exercise a 
sense of caution, which isn't one of your top priorities. Because they tend to be even more objective than you are, 
they like to weigh all the options and gather ail the facts before making decisions. Also, they want to master their 
responsibilities, so they often challenge ideas to ensure accuracy, an approach you probably don't share. 

What demotivates the C style? 

Being required to work collaboratively 
Receiving vague or ambiguous directions 
Having to deaf with strong displays of emotion 
Being forced to let errors slide 
Having to make quick decisions | 
Being wrong w , 

How does conflict affect the motivation of ^ =: 
the C style? ^ Y L 

• TTiey may become resentful and unyielding, limiting their 
productivity. % ' ; Y Y Y 1 

• They may withdraw from the situation to avoid having to " ^ . L L f 
deal with emotional reactions. ^ 0 j 

• Their unexpressive manner may conceal a tendency to ^ E L I A B I U ' T ^ 

worry excessively* 'mm^msm^m^^mm^m^^^m^^-

How can you help create a motivating environment for the G style? 

Explain the purpose of tasks logically rather than enthusiastically. 
Encourage them to help define quality standards. 
Listen to their insights about projects or tasks. 
Provide opportunities for independent work rather than focusing on collaboration. 
Convey your expectations clearly and specifically. 
Give them time and space to perform on their terms. 

What's the best way for you to recognize and reward the 0 style? 

• Compliment them privately by focusing on specifics and avoiding sweeping praise, 
• Acknowledge that their accuracy contributes greatly to team success, 
• Recognize their gifts for analysis, logic, and problem solving, and help them build on these areas of expertise. 
• Reward quality work by allowing increased autonomy on subsequent projects. 
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YOUR APPROAOH TO DEVELOPING OTHERS 

EVERYTHING 
VANJAG-Mr-N""" 

One of the most important but often overlooked areas of management is employee development. By development, 
we don't mean day-to-day direction on current job duties. Instead, we're talking about supporting employee's long-
term professional growth by providing resources, environments, and opportunities that capitalize on their potential. 

Certainly, your employees will need to work through those limitations that are significant obstacles to their growth. 
Research shows, however, that you'll be most effective as a manager If you can help your employees identify and 
build on their strengths, rather than trying to fix all of their weaknesses. Each manager has a natural approach to this 
development task, and your approach is described below. 

Matthew, because you have a collaborative spirit, you - - -
probably enjoy mentoring others and helping them reach their 
full potential. Most likely, you establish working relationships in 
which the people you manage feel understood, making sure 
they know that their talents and contributions are appreciated. 
And because you want your team to succeed, you likely pass \ 
exciting and potentially rewanding opportunities to people who j 
are ready for the challenge. Overall, your open-door policy and \ 
approachable personality allow people to bring their concerns, f 
questions, and dreams to you without fear, and your team | 
spirit inspires individual and collective productivity. | 

Your Development Approach 

ADVANTAGES 

• Making yourself available for mentoring 
• Boosting others' self-confidence with your belief 

in their abilities 
• Providing regular, informal follow-up on people's 

development 
• Making people feel good about their progress 
• Taking the time to listen to people's real concerns 
• Giving feedback in a considerate manner 

DISADVANTAGES 

Being too tolerant when people fail to meet your 
expectations 
Failing to recognize less obvious opportunities that 
are available for others 
Being so accepting that you don't let yourself see 
obstacles holding people back 
Focusing exclusively on the positive behaviors of 
employees 
Failing to consider whether development plans are 
well-suited to the employee 
Neglecting to identify specifics about employee 
development plans 
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DEVELOP! N G UR "D" EMPLOYEES 

EVERYTHING 
V A M A G f ML N" 

Areas Where They Have Strong Potential 
Consider ways that these employees and the organization can take full 
advantage of the following strengths: 

Willingness to take risks and challenge the status quo 
Comfort being in charge 
Confidence about their opinions 
Persistence through failure or tough feedback 
Competitive spirit and drive for results 
Ability to create a sense of urgency in others 
Comfort being direct or even blunt 
Restless motivation to take on new challenges 
Ability to find effective shortcuts 
Willingness to speak up about problems 

A C T I O N 

Obstacles and Strategies in the Development Process 

Drive_ | """"""""""""""" 
People with the D style like to take an idea and run with it, but it may not always be the correct idea. Monitor their 
progress while allowing them the autonomy that they crave. Without some independence, they are likely to become 
frustrated. Since these individuals are so focused on personal success, they may fail to see the importance of 
organizational goals and teamwork, 

• Give them development opportunities that have the potential for impressive results, 
• Be sure that they know the difference between individual and organizational goals. 
• Encourage their ambition and autonomy but be prepared to redirect their focus. 

Action ^ I " ' 
These individuals like to keep a fast pace and may look for quick advancement. They tend to focus on the task at 
hand and may fail to see the value of long-term planning. However, such a plan could capitalize on their energy for 
the mutual benefit of themselves and the team. If they resist methodical planning, point out the immediate benefits to 
them. 

• Encourage them to identify new skills that will help their advancement. 
• Help them slow down to think through their development path. 
• Review the big picture and allow them to come up with appropriate long-term goals. 

Ohailenge^ 
People with the D style probably think that they can do it all. They may be skeptical about your positive and 
supportive approach to development. These individuals don't enjoy collaborative efforts like you do, so allow them 
plenty of autonomy, but be prepared to assert your authority if they question you. 

• Let them work independently, but help them see the value of multiple perspectives. 
• Challenge yourself to give them frank, results-oriented feedback when necessary. 
• Give them opportunities to exercise authority, 
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EVERYTHING g 

DEVELOPING YOUR T EMPLOYEES v A N A G . M r N -

Areas Where They Have Strong Potential ^ .CTION 

Consider ways that these employees and the organization can take full 
advantage of the following strengths: 

Ability to build a network of contacts I 
Willingness to accept new ideas I . o 
Interest in working with others I ^ 
Comfort taking the lead \ " 
Persistence through optimism f § 
Tendency to create enthusiasm | ^ 
Ability to empathize with others I 
Willingness to experiment with different methods | , i 
Tendency to give praise and encouragement to others 
Ability to rally people around an idea 

Obstacles and Strategies in the Development Process 
Encouragement 

Like you, people with the i style delight in positive feedback, and you're usually generous in delivering it. Sometimes, 
these individuals need to hear a realistic evaluation that identifies areas where they need to grow. This may be 
difficult for both the messenger and the recipient, but you can still be upbeat in your approach. 

• Continue to be optimistic when assessing their development, but don't ignore problems, 
• You may need to offer tougher feedback at times. 
• Check to make sure they understand the gravity of your constructive criticism. 

Action 

These individuals like to keep moving and may avoid intense professional development work. They're easily 
distracted, and you may need to rein them in to get a plan down on paper. Since putting your foot down may be 
difficult for you, you may need to be disciplined about setting clear expectations in this area, 

• Avoid creating development plans that are vague or that rely on overly optimistic scenarios. 
• Point out the negative consequences of not taking the time to develop skills with deliberate effort. 
• Encourage their spontaneity when appropriate. 

Collaboration 

Like you, these individuals love to work with others, Group projects showcase their charisma and strong people 
skills. However, when taken to an extreme, these same qualities enable them to avoid pulling their own weight. 
Challenge yourself to push these individuals to grow personally and hone their skills. 

• Encourage them to pursue opportunities that involve working with others. 
• Allow them to lead small groups. 
• Remind them that their growth will also depend on independent work. 
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EVERYTHING 

DEVELOPING YOUR '̂Ŝ ^ EMPLOYEES V . N A ( . M M . 

Areas Where They Have Strong Potential 
Consider ways that these employees and the organization can take full 
advantage of the following strengths: 

Ability to work with different types of people 
Interest in maintaining steady progress 
Tendency to be diplomatic 
Willingness to support team goals 
Ability to empathize with others 
Persistence to work on routine or highly detailed projects 
Tendency to follow through on commitments 
Ability to calm upset people 
Understanding of others' perspectives 
Willingness to be flexible to others' needs HELIABIU'V'^ 

Obstacles and Strategies in the Development Process 

Support 
People with the S style want to know that they are meeting your expectations, and you may provide the support 
they are looking for. They are happy to be part of the team's success and may not seek opportunities for personal 
achievement. And since you tend to be so accommodating, you may enable them to stay in this comfort zone even 
if it doesn't promote their professional growth. 

• Push them gently to grow and develop, 
• Remind them that they have to focus on their own needs at times. 
• Show patience and understanding for their fears and concerns. 

Reliability 
They struggle with rapid change, so they strive to maintain comfortable environments. And because they like 
dependability and stability, they probably seek some structure from you when laying out their professional 
development. However, you tend to be laid-back and may not push them take reasonable chances in their 
professional growth. 

• Encourage them to maintain their focus on reliable progress. 
• Let them know that development often means moving in new directions. 
• Respond to their need for structure by creating concrete development plans. 

Collaboration I - — - - • " " " " 
Like you, peopie with the S style like working with others, but their focus on collaboration may be at the expense of 
individual opportunities for growth. At the same time, you may not provide enough constructive criticism because 
you don't want to hurt their feelings, which could hinder them down the line, 

• Encourage them to pursue opportunities that let them work with others. 
• Show them that they have the strength to work autonomously, 
• Offer constructive feedback when necessary. 
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DEVELOPING IR ^'0" EMPLOYEES 

EVERYTHING 
V / . N A G i r M r N " ' 

Areas Where They Have Strong Potential 
Consider ways tlnat these employees and the organization can take full 
advantage of the following strengths: 

Insistence on quality 
Ability to look at ideas logically 
Comfort with studying the specifics 
Interest in maintaining error-free work 
Ability to pinpoint potential problems 
Persistence in analyzing solutions 
Willingness to work alone 
Tendency to avoid letting personal feelings interfere with work 
Ability to exercise caution and manage risks 
Interest in developing a systematic approach 

CD 

X 

o 

Obstacles and Strategies in the Development Process 

JDbjectiyit^ " " " ' 
People with the C style usually make decisions based on logic. Since you are probably more intuitive and 
passionate, you may be on different wavelengths regarding their development. You may embrace exciting new 
opportunities, but they need time and information before acting. Because they rely heavily on analysis, they may 
resist your role in their development. 

• Steer them toward analytical development opportunities. 
• Respect their independence, but remind them that you can be an advocate for their development. 
• Avoid forcing them to socialize, but reinforce the importance of teamwork. 

Reliability 
These individuals strive to produce accurate work, so they often adhere to the status quo. Since you are so 
easygoing, you may allow them to stay in their comfort zone, but always playing it safe isn't likely to lead to growth. 
Push them to stray from predictable development options, but be sure to provide clear plans, 

• Propose clear, well-organized development opportunities, 
• Recognize that they may struggle to admit their limitations or errors. 
• Don't let them cling to safe development plans that won't further their growth. 

Challenge 
People with the C style probably don't accept ideas as readily as you do, so they may resist your suggestions for 
their development. Don't rely on enthusiasm to present ideas, as they will question any proposal that's not backed 
by data and facts. Since you're so laid-back, you may struggle to stand up to them. 

• Expect that you'll have to back up your ideas with evidence if you want buy-in. 
• Field their questions, but rein them in if their questioning becomes unproductive. 
• Give them constructive feedback if they seem to cling to an idea out of stubbornness. 
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HOW YOUR MANAGE 

EVERYTHING 

One of the most important but often overlool<ed aspects of management is 
sometimes called "managing up." This refers to effectively v/orking with and 
influencing your own manager. Understanding how your manager sees you 
is important, but sometimes difficult. This page provides insight into how 
your manager might see you. 

• Collaborative 
Matthew, since you have an iS style, you probably come across as open 
and accepting, Your manager may appreciate your focus on building your 
team and making everyone part of the solution. On the other hand, your 
preference for working in groups could cause some managers to question 
whether you can make strong individual contributions, while others may 
think you spend too much time on social activities. 

Some managers are more likely to respect someone who acts independently. 
• Your manager may think youYe too focused on consensus. 

• Encouraging 
Many managers will appreciate your enthusiasm and may see you as someone who can make anyone feel good 
about their contributions to the team. In fact, your manager may believe your positivity can be infectious and 
uplifting. On the other hand, some managers may think you appear to overestimate people's abilities, while others 
may think you are unwilling to face unpleasant facts. 

• Some managers may see you as unrealistically optimistic. 
Your manager may prioritize facts over passion. 

• Supportive 
Many managers will appreciate that you avoid becoming pushy or demanding when directing others. Furthermore, 
they may see your openness to people's ideas as valuable in creating a healthy team environment. However, some 
stricter managers may think you neglect to hold people accountable, even when their performances are subpar. 

Some managers are more likely to respect someone who will address tough issues directly and forcefully. 
• Your manager may see you as overly lenient with people who are underperforming. 
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WORKING WITH Tf MANAGERS 

EVERYTHING 

Most of us would like to understand our own manager a bit better. If your manager tends toward D, here are some 
insights for working more effectively together. 

Their Priorities & Preferences 
Managers with the D style put a strong emphasis on drive and are 
active in pursuing bottom-line results. They can be demanding and 
blunt and won't hesitate to voice their skepticism. Overall, they 
respond best to people who can quickly help them achieve success. 

• Unlike you, their drive for results may cause them to overlook 
people's feelings or make compromises to quality. 

• Unlike you, they prioritize action and want to keep progressing 
at a rapid pace. 

• Unlike you, they tend to openly challenge the status quo and 
pressure others to meet their high standards. 

ACTION 

Advocating & Getting Buy-In 
Managers with the D style tend to make firm decisions and can be very strong-willed. They respond best to people 
who have a no-nonsense, results-oriented style, and because you usually take a cheerful, easygoing approach, they 
may fail to take your ideas seriously. Therefore, be sure to express confidence in your decisions, and demonstrate 
that you can get things done without handholding. Furthermore, forward progress at a rapid pace is very important 
to them, so show them how your ideas can help them reach their goals quickly. Lay out the big picture simply and 
directly, and avoid the excessive enthusiasm that can make them suspicious. Because they want to feel in control, 
they may dismiss an idea if they believe that you ignored their advice. Therefore show respect for their leadership, 
and offer them an ownership stake in the solution. 

• Don't let your accommodating nature keep you from being a strong advocate. 
• Project confidence in the results you are promising. 
• Ask for their advice and keep them in the loop. 

Dealing with Conflict 
Managers with the D style can become competitive in confiict, creating win-lose scenarios without room for 
compromise. They may be very direct and aren't inclined to avoid confrontation. This differs quite a bit from your 
tendency to prioritize positive relationships over winning an argument. Because they respect people who stand up 
for themselves and their ideas, don't put on a happy face or gloss over differences just to keep the peace. Be firm in 
laying out your position. Avoid taking their straightfonward feedback personally and state your points objectively 
without becoming emotional. 

• Don't give in just to keep things friendly, 
• Be aware that hiding your feelings could be more harmful than speaking candidly, 
• Avoid viewing their perspective as a personal attack. 
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W O R K I N G W I T H r M A N A G E R ; 

EVERY 

Most of us would like to understand our own manager a bit better. If your manager tends toward i, here are some 
insights for working more effectively together. 

Their Priorities & Preferences ^̂ ^̂ ^ i 
~ % I 

Managers with the i style tend to be energetic and encourage others | 
to do their best. Overall, they want to lead a fast-paced but friendly ip' | 
team, and they will likely respond best to people who like to create an ; ^ | 
optimistic team spirit. . c | 

Like you, they give people recognition and celebrate group 
victories. 
Like you, they prefer to work with others and prioritize 
teamwork. 
Unlike you, they focus on action and move quickly while striving 
for forward progress. 

Advocating & Getting Buy-In — 
Managers with the i style look for cooperation and want to know how your solutions will affect other people. Like 
you, they're interested in finding ways to interact, and they may become so caught up in a plan's potential that they 
dominate the conversation. To gain their buy-in, let them know that your solution has the power to invigorate 
people. Create an open dialogue, and emphasize how the team can work together to achieve your goals. 
Furthermore, they're interested in fast movement and groundbreaking solutions, so lay out the big picture and 
assure them that things can happen quickly once you gain their buy-in. 

Emphasize how your ideas can quickly energize people. 
• Let them know how your plans will affect other people. 
• Assert yourself to make sure they hear your ideas. 

Dealing with Conflict — — -
Managers with the i style want to maintain friendly relationships, so they may initially gloss over differences to avoid 
conflict. However, self-expression is very important to them, and they may insist on making their feelings clear when 
things get tense. In contrast, you usually take a somewhat more diplomatic approach and may give in to their 
demands to avoid negative feelings. Even though you would rather not deal with conflict, trying to sidestep it may 
lead to resentment. Express your concern for their feelings and a desire to work through the problem quickly but 
thoroughly. Let them know that you want to maintain a good relationship. 

• Address the conflict directly, but let them know you care about their feelings. 
Make clear that your relationship is still strong. 

• Try not to take any anger personally. 
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W O R K I N G W I T H " S " M A N A G E R S 

EVERYTHING 
\ . iANAGr i v ! -N" " 

Most of us would like to understand our own manager a bit better. If your manager tends toward S, here are some 
insights for working more effectively together. 

Their Priorities & Preferences 
Managers with the S style tend to be accommodating and 
dependable. Overall, they want to lead a team In a calm setting where 
tension is rare, and they will likely respond best to peopie who are 
friendly team players. 

• Like you, they emphasize supporting others and have empathy 
for people's needs. 

• Like you, they prioritize collaboration and want people to work 
together harmoniously. 

• Unlike you, they often dodge change in order to maintain a 
dependable setting. 

Advocating & Getting Buy-In 
Managers with the S style want to see how your ideas can contribute to steady progress and reliable results. 
Because they want time to process information, avoid pushing them for an immediate decision. Furthermore, like 
you, they're interested in collaboration and team unity, so specify how your solution can bring the group together. 
They often see both sides of an issue and pay attention to its impact on people. If you want their buy-in, express 
confidence in your proposals, but don't dismiss their concerns, and avoid coming across as overly enthusiastic. Ask 
them for feedback, and let them know how your plan can be beneficial to others. 

• Lay out your plan in a step-by-step manner. 
• Emphasize how your idea helps people. 
• Don't rely on enthusiasm to sway their opinion. 

Dealing with Conflict 
Managers with the S style want to avoid conflict whenever possible, so they may give in quickly or even deny there 
is a problem. You also tend to dislike confrontations, so the two of you probably have trouble addressing problems 
head-on. This mutual disdain for conflict can lead to festering issues, so take a more direct approach to prevent bad 
feelings from intensifying. Refrain from taking things personally, and work through the conflict quickly but thoroughly. 
Don't assume their silence means the matter is resolved. You may need to ask them more than once to uncover 
their true concerns. 

• Address the situation directly rather than masking your differences. 
• Follow up to make sure the issue is resolved. 
• Acknowledge the importance of everyone's feelings. 
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WORKING VVi ANAGERS 

EVERYTHIMG 
VAMAGr -MFN ' 

Most of us would tike to understand our own manager a bit better. If your manager tends toward C, here are some 
insights for working more effectively together. 

Their Priorities & Preferences 
Managers with the C style put a strong emphasis on logic and 
maintaining a stable environment. Overall, they want to lead by setting 
high standards, and they will likely respond best to people who share 
their concern for high-quality outcomes. 

• Unlike you, they spend a lot of time on objective analysis to 
ensure accuracy. 

• Unlike you, they tend to move cautiously in order to deliver a 
reliable outcome. 

• Unlike you, they tend to show open skepticism for ideas that 
aren't backed up by facts. 

Advocating & Getting Buy-In — — -— 
Managers with the C style want to see how your ideas can lead to a high-quality solution. They want to anticipate 
potential complications, so they're likely to ask a lot of skeptical questions, Therefore, you'll need to provide enough 
data to prove your competence. Don't become frustrated or take it personally if they continue pressing you for 
details, as they simply want to eliminate flaws and ensure the best outcome. Furthermore, they're more interested in 
reliability than speed, so you may need to show them that you've thought through all of the consequences of your 
plan. Stick to the facts and avoid relying on enthusiasm. To gain their buy-in, present your ideas clearly and 
rationally, and give them the time they need to process all the information. 

Lay out your plan clearly and avoid skipping the specifics. 
• Be ready to provide all the facts and data they need to reach a decision. 
• Remember that their questions are aimed at testing the idea and not at attacking you. 

Dealing with Conflict 
Managers with the C style view conflict as a disagreement over who is correct, so they may try to overpower 
opposing viewpoints with logic. They want to remain objective and tend to dodge direct aggression. If emotions run 
high, however, they may withdraw completely. Because you tend to gloss over differences, the two of you may fail 
to reach any meaningful resolutions. Therefore, you may need to focus more on facts in order to hear their side of 
the story. Keep in mind that discussing feelings may make them uncomfortable. To be most effective, state your 
position objectively and give them time to present their side. 

• Support your opinions with logic and facts. 
Refrain from making emotional appeals. 

• Assert your own position instead of just giving in. 
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APPENDIX: OVERVIEW OF THE DiSC® STYLES 

EVERYTHING 
V'ANAGEiVlENT 

The graphic beiow provides a snapshot of the four basic DiSC® styles. 

Priorities: displaying drive, talking action,: 

competition, winning, success 

Active 
Fast-paced 
Assertive 
Dynamic 

Bold 

You win notice: self-
directness, forcefulness, risk-taking 

Limitations: lack of concern 

INFLUENCE 
Priorities: providing encouragement, 
taking action, fostering collaboration 

Motivated by: social recognition, group 
activities, friendly relationships 

Fears; social rejection, disapproval, 
loss of influence, being ignored 

You will notice: charm, enthusiasm, 
sociability, optimism, talkativeness 

Limitations: impulsiveness, 
disorganization, lack of 

follow-through 

Questioning 
Logic-focused 

Objective 
Skeptical 

Challenging 

Accepting 
People-focused 

Empathizing 
Receptive 
Agreeable 

Priorities; ensuring objectivity, 
achiewng reliability,: Y 
challenging assumptions 

Motivated by: opportunities to use 
expertise pr gain knowledge, attention 
to quality 

Fears: criticism, slipshod methods, 
being vwt>hg 

You will notice; predsion, analysis, 
skepticism, reserve, quiet 

Limitations: overly critical, tendency to 
overanalyse, Isolates self 

CONSCIENTIOUSNESS 
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R O B I N R. HAYES 

rhayes312@hotmail.com 

January 5,2018 

Honorable Mayor and City Councilmembers 
City of Palm Coast 

Honorable Mayor and City Councilmembers: 

1 am pleased to submit my qualifications for the City Manager position. The opportunity to lead the City of Palm Coast 
organization on behalf of the City Council excites me. To decide if I am the individual to implement policy directives and lead the 
organization on behalf of the City Council, the members of the Council should understand the personal characteristics which I would 
bring to the organization. Honesty, fairness, experience, dedication, loyalty, caring, innovative, integrity, listener, consensus builder, a 
focus on follow-through, fosters trust and set examples for high performance. 

As you can see from the enclosed resume, 1 am an achievement-oriented manager with seventeen plus years' experience in 
municipal government and several years' experience in county government. I have focused on building a high performance, 
transparent, citizen-friendly City administration. This approach encourages individuals to be self-thinkers and to act within the 
parameters set by the management team, supported by the policies as set forth by the City Council. It encourages teamwork while 
empowering the staff to make decisions appropriate for the City. An organization is only as good as its people and I believe that we do 
our taxpayers a disservice i f we are not pro-active in developing employees while focusing on our community. 

I believe I bring an ability to solve problems rapidly, foresee potential problems, and implement strategies to correct or solve 
them. I have a proven record providing administrative guidance to departments to ensure the City's goals and objectives are achieved, 
in a timely and professional manner. I also bring the ability to mteract effectively with people from a wide variety of ethnic and socio­
economic backgrounds as well as the ability to work effectively with the media and committees. 

I am a skilled and qualified professional with a background in diverse aspects of executive leadership, budgeting, 
communications, customer service, strategic planning, financial stewardship, and economic development and CRA administration. 
Please consider the following highlights from my resume: 

> Excellent leadership as the City Manager and directing teams and initiatives, and an extensive knowledge of municipal 
government. 

> Comprehensive background in financial reporting, financial analysis, forecasting, budget management, cash flow 
management and fixed assets. 

> Championed strategic planning, performance measurement, statistical modeling and discussion forums with the City 
Council and Citizen Groups. 

> Comprehensive background in managing a Community Redevelopment Agency, with direct involvement in Economic 
Development. 

As the City Manager of Palm Coast, you will find me to be energetic and innovative. A City Manager who will cultivate a 
relationship with the citizens; concentrate on consistently achieving the objectives; and fosters a friendly trust in a positive environment. 
1 sincerely hope that as you read my resume and specific skills you become as excited about the opportunity to interview me, as i am to 
get better acquainted with you. i am eager to compete for the position of City Manager and prepared to answer any additional questions 
or concerns you may have. 

The enclosed resume briefly outlines my experience and accomplishments. I look forward to hearing from you. Thank you for 
your time and considerafion. I wish you the best in your search for the right City Manager to lead Palm Coast into the future. 

Sincerely, 

Robin R. Hayes 
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R O B I N R . H A Y E S 

rhayesj iz(g^notmaiI.com 

Highly accomplished and seasoned Business Executive with the ability to manage City operations, customer service and 
communications, finance, budgeting, and strategic planning. A dedicated leader who is able to work within the 
organizational framework as established by the policy making body, focus on the services provided, infrastructure, and 
public safety. A City Manager who manages within a dynamically changing environment requiring focused decision­
making, assertive, energetic, and ethically sound. Approximately seventeen years of municipal management experience 
with particular expertise in the following areas: 

A R E A S O F E X P E R T I S E 

• Operations Manager • Strategic Development and • Business Development 
• Budget Management Planning • Fiscal Management 
• Capital Planning Long- • Process Improvement • Change Agent 

Term • Communication Skills • Collective Bargaining 

R E L E V A N T L O C A L G O V E R N M E N T E X P E R I E N C E 

C I T Y O F M O U N T D O R A , M O U N T D O R A , F L O R I D A ( S E P T E M B E R 2016 - P R E S E N T ) CITY MANAGER 

Manage the Operations of the City, implementing the Policies as set-forth by the City Council, Charter, and Florida 
Statutes. Transparent management, good communication, commitment to accountability, consensus builder among 
legislative branch, community member, and a change agent. Extensive experience with Economic Development - creating 
a plan and implementing the future direction of the Wolf Branch Innovation District, but also in the Downtown area of the 
City by bringing new businesses; full understanding of how CRA's (Community Redevelopment Agency's) preform 
within a City; Knowledge and experience with Infrastructure (Roads, Streets, Sidewalks, Stormwater, Utilities (Pipes, 
Plants, Disfribution and Coliection Systems) and a City owned Electric Utility; introduced the use of the City owned dark 
Fiber into the Wolf Branch Innovation District and the advantage of the City participation in a P3; Strong background in 
labor relations and collective bargaining; Emergency Management Leader; Public Safety Services to include Police and 
Fire Services; Reorganized the Parks, Recreation, and Library departments into a Leisure Services department with a 
focus on the community and programing; Budget experience to include funding of Capital Improvement Programs and 
general operating needs, as well as understanding revenue sources, full-service Municipal experience. 

Key Achievements: 
Developed a future growth plan for the Wolf Branch Innovation District. 
Capital Improvement Bonds and Fire Assessment Bond Approval for future projects, 
Rating Agency - Received a rating of AA- from two agencies, 
Increase the General Fund Balance Reserve from 10% to 17%. 
Completed Phase I & I I of the WiFi/B and width/Fiber Connection in the Downtown and Extend into the 
Innovation District the opportunity for Infrastructure of Fiber for Commercial and Residential Use. 
Presented and Implemented Economic Development Tax Abatement Programs. 
Presented Parking Solutions for the Downtown section. 
FEMA funding - IRMA and Mathew (most recent storms). 
Grant funding with St Johns River Management and the City of Apopka - Interconnect of a Reuse Program 
Presented and Implemented Tree Inventory Report. 
Presented Parking Solutions for the Downtown of Mount Dora and surrounding areas of the City. 
SRF Projects - Utility Projects 
SAFER Grant - 12 Firefighters 2018 
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C I T Y O F O V I E D O , O V I E D O , Florida (2012 - September 2016) Director of Management Services and Communications 

Management Services Director and Communications Director for the City - providing leadership and direction to/for all 
aspects of the annual budget process, city-wide Communication's, Strategic Development, Performance Measurement 
Program, Ten Year Capital Improvement Program, and Economic Development programs, which includes the 
Community Redevelopment Agency (CRA) district. 

Since April 2013 I have served as the Acting City Manager in the City Manager's absence with oversight of 290 fuU-time 
employees and city operation's for the nearly 38,000 residents of the City of Oviedo. 

Develop and implement the annual City-wide operating budget, as well as the Ten Year Capital budget. Revamped the 
budget system and implemented new budgeting processes and procedures. Through the budget process shifted 
organizational focus from "budgeting cheap/minimum service" to investing in the future and minimizing long-run costs. 
Recommend organization enhancements and restructuring as necessary. 

Responsible for the management of the communication services offered through the city, assessing the public image and 
inquiries from the media, monitoring data that is being disbursed to the public, including social media outlets and 
responses. Social Media outlets include the website, Oviedo TV thru Brighthouse Networks, Facebook, and Twitter. 
Provide and assist the City Manager and the City Council with accurate and timely information to support decision­

making and policy direction. 

Interact with Boards and the City Council, outside governmental agencies and non-profits, constituent representative 
groups and other citizens groups relative to goals, actions, CRA board and businesses, and activities of the City. 

Manage the Economic Development services, involvement in reviewing Impact Fees as they relate to the Economic 
Growth Sector, Incentive programs for potential medical and commercial businesses. Manage the Community 
Redevelopment Agency and oversee the contractor representing the City on the CRA Governing Board. 

Other areas of oversight include: cutting edge customer analytics in financial services, statistical modeling, and key 
business plans. Provide guidance, conduct fiscal and programmatic analyses from a city wide perspective and provide 
alternatives and recommend solutions to the department directors, City Manager, and City Council. 

Key Achievements: 
• Instrumental in the financing, planning, and organization of opening the Cities premier land use in the CRA 

district referred to as Oviedo on the Park. A park for the citizens to enjoy with amenities such as: Cultural Center 
or Amphitheatre, Boat Dock and Swan Boats, Splash Pad, Playground, Open Grounds, Small Stage, Dog Park, 
and a Veteran's Memorial. 

• Formulated the financial forecast used to estimate revenue while preparing and presenting an annual balanced 

budget of $74 million. 

• Initiated RFP for submissions for new "branding" for the city. Project continues with no consensus from the City 

Council. 
• City-wide participation in the Florida Benchmarking Consortium performance program. 
• Initiated and chaired a committee on a new merit-based pay system that rewards employee performance, as well 

as years of service and education. 
• Recipient of the Government Finance Officers Association's (GFOA) Distinguished Budget Presentation Award 

for Fiscal Year 2011 -2015. 
• Initiated Social Media outlets for the City. 
• Six Sigma - Yellow Belt Certified. 

C I T Y O F W I N T E R G A R D E N , Winter Garden, Florida (2008 - January 2012) Director of Finance 

As Finance Director it was my responsibility to manage the daily and annual functions of a municipal Finance department, 
as well as Utility Billing/Collections and Customer Service. The City Finance department included Payroll, Accounts 
Payable, General Ledger Accounfing, and Fixed Assets. 
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• Reviewed and implemented all Contracts with a financial impact, reviewed and posted request for 
proposals/qualifications, and approved all purchase orders. 

• Managed and provided direct oversight of the Construction Improvement Projects and the 5-year CIP plan, 
balancing revenue and source of funds to the projected expenditures. 

• Provided to the City Manager and the Governing body recommendation's on policies, budget inquiries, audit 
concerns (internal and external), debt, investments, and general information regarding financial issues. 

• Prepared and recommended the city wide budget, reviewed expenditures and variances, and initiated corrective 
actions required to meet budgetary requirements. 

• Completed proposal generation, fact-finding, updating, and standards with awareness to the key metrics, including 
developing the departmental goals and objectives, and city wide goals and objectives. 

• Determined metrics and generally accepted standards based on ICMA and internal norms. 
• Focused on complying with ail federal, state and local legal requirements, studied existing and new legislation, 

enforced adherence to requirements, policies and procedures, filing financial reports, and advised management on 
current and future actions. 

• Prepared the Annual Audit as reviewed by external auditors per GAAP, and performed all internal audits within 
the city, reviewing internal controls, policies, and procedures. 

• Direction of the Utility's metering, billing, collections and customer service operations. 
• Served as the Utility's primary spokesperson to consumer groups, industry associations and the media. 

Key Achievements: 
• Formulated the financial forecast used to estimate revenue while preparing and presenting an annual budget of 

$51 million. 
• Championed efforts to introduce change to management strategies, implement process improvements, and 

streamline daily business processes. 
• Protected city assets by establishing credit policies, creating credit procedures, implementing internal/external 

audits, and enforcing internal controls within the Utility Billing department. 
• Oversight of the Comprehensive Annual Financial Report (CAFR) and information to the City Commission on 

the External Auditor Findings and Unqualified Opinion. 
• Implemented Six Sigma/Performance Management objectives based on the Strategic Initiatives adopted by the 

city. 
• Recipient of the Government Finance Officers Associafion's (GFOA) Distinguished Budget Presentation Award 

for Fiscal Year 2010 and 2011 (first time submittal for the city was in FY 2008/2009 and received the award for 
the first time for FY 2009/2010). 

C I T Y O F T I T U S V I L L E , Titusville, Florida (2002 - 2008) 

Finance Manager ~ Collections, Billing, Customer Service, Budget Officer, CIP Manager 

Managed and directed divisions within customer service, utility billing, finance, accounting, budgeting and purchasing. 

• Managed the Collections and Billing Division within the Customer Service Department, which included reviewing 
accounts monthly, establishing payment plans with customers, meter data management and technology, customer 
service training. 

• Prepared and presented the city annual budget to the Finance Director for review and presentation to the City 
Manager. 

• Managed the capital improvement project financial program and schedules. 
• Prepared and reviewed grant submittals, and purchase orders. 

Key Achievements: 
• Issued General Obligation Bonds, Series 2005 of over $10 million to purchase property located on the Indian 

River for public use. 
• Formulated and implemented a financial modeling system to evaluate multiple "what-if' scenarios, which reduced 

forecast and budget preparation time by 75%, boosted process accuracy, and improved staff awareness of actions 
needed to reach financial and performance management. 191



• Increased productivity 40% by implementing an automated financial reporting process that uploaded employee 
data needed for a budgetary report during the annual update. 

• Gained specialized expertise in developing consensus for strategic planning among all stakeholders, which 
included monitoring processes and metrics, created financial models, and directing process mapping. 

• Recipient of the Government Finance Officers Association's (GFOA) Distinguished Budget Presentation Award 
for Fiscal Year 2006 and 2007 (first time submittal for the City was in FY 2004/05). 

• Federal Emergency Management Agency (FEMA) disaster preparedness and disaster recovery policy and 
procedures experience and certification. 

• Prepared Bi-Annual Budgets each year beginning in FY2006. 

Prior Employers: 
Parrish Medical Center 
School Board of Brevard County 
EG&G Florida 

EDUCATIONAL BACKGROUND 

Bachelor of Science, Business Administration 
University of Central Florida, Orlando, FL 

PROFESSIONAL A F F I L I A T I O N S 

Leadership Lake County - Class of 18 - Graduated May, 2018 
Leadership Seminole - Class of 25 - Graduated May, 2016 
International City/County Management Association - #0005356501 
Florida Government Finance Officers Association - #10961 
Government Finance Officers Association - since 2003 
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City Manager Pre-lnterview Questionnaire 

City of Palm Coast, Florida 

Due NIT Monday, February 4̂ ^̂  at 11:00 PM CST 

Full Name (first, middle, last): Robin Renee Hayes_ 

Nicknames (if any): 

Please provide your cell, home, and office numbers to facilitate contacting you if needed. 

Cell: 

Home* ' 

Please answer each of the following questions completely and thoroughly. 

1. How many employees, and w h a t size budgets d id you oversee in your last th ree posi t ions? 

City o f M o u n t Dora - FY 2016/2017 $59,716,471 w i t h 215.62 Full T ime Equivalent 

(F.T.E/s) pos i t ions; FY 2017 /2018 $61,830,076 w i t h 243.03 F.T.E's; and FY 2018 /2019 

$109,284,941 w i t h 261.128 F.T.E.'s. 

City of Oviedo - Tota l Budget $ 7 1 mi l l ion and 307.89 F.T.E's 

City of W in te r Garden - Tota l Budget $61 mi l l ion and 290 F.T.E.'s 

2. Please deta i l t he specific depar tments you have supervised in your last th ree posi t ions. 

City of M o u n t Dora - Admin is t ra t ion ; City Clerk; Economic Deve lopment ; Electric Ut i l i ty ; 

Env i ronmenta l Services (Storm Wate r ) ; Finance (Customer Service/Bi l l ing & Col lect ions, 

Purchasing, Accounts Payable/Accounts Receivable, and Payroll); Human Resources; 

Leisure Services (Parks, Recreat ion, and Library); In fo rmat ion Technology; Public 

In fo rmat ion Off icer ; Planning & Development (Bui ld ing Off ic ial and Bui ld ing Services); 

Public Safety (Police and Fire Services); Public Works (Roads &. Streets, Facil it ies); and 

Ut i l i t ies/Plant Operat ions. 

City of Oviedo - Communica t ions ; Public I n fo rma t i on Off icer; Websi te Managemen t ; 

Budget Managemen t and Strategic Deve lopment ; and Admin is t ra t ion . Served as t he 

Act ing City Manager when t he City Manager was unavai lable (Police, Fire, Ut i l i t ies 

( W a t e r / W a s t e w a t e r / S t o r m w a t e r ) ; Finance; Human Resources; Parks & Recreat ion; and 

Planning & Deve lopment ) . 

City o f W in te r Garden - Finance Depar tment t o inc lude t he fo l low ing divisions: Ut i l i ty 

Bil l ing and Col lect ions, M e t e r Reading, Accounts Payable/Accounts Receivable, Payrol l , 

Purchasing. 

3. Please explain w h y you le f t you r last th ree posi t ions. 
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I t e n d e r e d my resignation as the Finance Manager /Budget Off icer w i t h t h e City o f 

Ti tusvi l le in 2008 t o jo in the City of W in te r Garden as the Finance Director. 1 t h e n resigned 

f r o m t h e City of W in te r Garden t o jo in t he City o f Oviedo in 2012 as t he M a n a g e m e n t 

Services Director of Budget ing, Communica t ions , and Strategic Planning. I le f t t he City o f 

Oviedo in 2016 so I could lead t he City of M o u n t Dora as the i r City Manager , and I 

cur ren t l y reside in tha t posi t ion. 

4. Are t h e r e any gaps in excess o f t w o weeks in you r emp loymen t history? If so, please 

expla in in deta i l . 

In Apr i l 1994 I resigned af ter nearly 10 years w i t h EG&G Florida t o stay h o m e w i t h ou r 

kids, t h e n ages 6, 4, and a new bo rn . I w e n t back t o school in August 1994 and g radua ted 

f r o m t h e Universi ty of Centra! Florida in 1998.1 re tu rned t o the w o r k f o r c e w i t h t h e School 

Board o f Brevard County in December 1996. 

5. Please descr ibe your experience and skills in strategic p lanning and visioning? How d o you 

fac i l i ta te deve lopment of a clear vision fo r t h e organizat ion and commun ica te t ha t v is ion 

t o all s takeholders? 

I have been in t imate ly involved w i t h Strategic Planning and Metr ics since 2003, w h e n at 

t h e City o f Titusvi l le, I began demons t ra t i ng t he connect ion be tween t he Budget and 

Strategic Planning. At the City of W in te r Garden, the City Manager encouraged and 

champ ioned t he Six-Sigma approach, spur r ing t he Strategic Planning process t o take 

place. I led t he t e a m and located a Faci l i tator w h o could engage the City Commiss ion. The 

Faci l i tator and 1 wo rked to educate the City Commission and o ther Director 's , se t t ing t he 

tab le f o r success. Once t he Goals, In i t iat ives, and Metr ics were establ ished, t h e 

imp lemen ta t i on plan was developed t o inc lude personnel and so f tware . 

Learning f r o m the previous t w o City's, I arr ived at t h e City of Oviedo and began ind iv idual 

meet ings w i t h t he Mayor and Counc i lmembers , a long w i t h the City Manager. Engaging 

t h e City Council and becoming fami l iar w i t h t he cur ren t baseline was t he advantage go ing 

f o r w a r d . I began w i th wo rk sessions and basically faci l i tated t he Strategic Plan t h r o u g h a 

series o f open dialog and c o m m u n i t y meet ings. Open commun ica t ion , dr i l l ing d o w n in to 

t he proposals submi t ted by each m e m b e r dur ing t he sessions he lped, a long w i t h Cit izen 

inpu t . Each meet ing star ted w i t h a Summary of t he last, d iscussingthe ou tcomes and also 

res ta t ing t he Goals wh ich helped t o a f f i rm t he Strategic Plan. Goals were agreed u p o n , 

t h e n in i t iat ives w i t h t he help o f staf f we re deve loped , each in i t iat ive also needed a met r i c 

t o de te rm ine success by the commun i t y . City Counci l , and staff. Finally, a repo r t i ng 

mechan ism, as wel l as a schedule o f updates t o t he c o m m u n i t y and t he City Counci l we re 

agreed upon . Dur ing the process o f upda t ing t he City Council on t he Strategic Plan t he re 

we re occasions when they had to de te rm ine w h e t h e r t o remove an in i t ia t ive due t o it 

be ing comp le ted or and a f ew occasions as t o w h e t h e r they w o u l d remove an in i t ia t ive 

based on i t no longer being "app l icab le" due t o a change in operat ions. 

City o f M o u n t Dora - I began my career w i t h t he City on September 26, 2016, t h e City 

Counci l had the i r f i rst ever Strategic Planning session in July 2016 at the i r request . This 

session was faci l i tated by Ms. Crot ty w i t h t h e Universi ty of Central Florida's Ins t i tu te o f 
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Government . Dur ing my f irst 30 days I reached o u t t o Ms. Crotty and ar ranged for her 

re turn w i th a goal t o see the City move f o rwa rd w i t h the Strategic Plan. I ar ranged t he 

next meet ing f o r December of 2016, w i th t he purpose t o rev iew the prev ious ly discussed 

Goals and de te rm ine t he t op pr ior i t ies for the City. The ini t ia l meet ing lead t o subsequent 

meet ings in February, March , June, September , and December 2017. Ms. Crot ty led t he 

Strategic Planning Sessions in February and September t o guide the process along and 

help t he City Counci l unders tand the d i f ference be tween "Goals" and " In i t ia t ives" . I led 

t he planning session dur ing the o ther mon ths and also cross-walked t h e City Council 

th rough the process of re lat ing metr ics t o each of t he ini t iat ives and de f in ing success. 

The Strategic Plan is the bui ld ing block by wh ich t he City has not on ly deve loped t he 

budget but bui l t t he founda t ion in wh ich t he f u tu re G r o w t h wi l l be eva lua ted , as wel l as 

t he business plan wh ich wi l l prov ide d i rect ion t o accompl ish t he goals and in i t iat ives. It is 

our goal t o see a g row ing and th r iv ing City, one wh ich prospers and ref lects t h e beliefs of 

its people. The Strategic Plan is rev iewed as a documen t quar te r l y and t he 

accompl ishments and metr ics set t o dr ive success are presented month ly . 

I have at tached t h e d o c u m e n t I prov ided t he City Counci l dur ing our last w o r k session on 

t he Strategic Plan. Since t he City annual ly has Council e lect ions, I feel as t hough each t i m e 

a new m e m b e r jo ins t he City Council the newly seated Council needs t o re-a f f i rm t he 

Strategic Plan. It is also a good t ime t o rev iew the accompl ishments o f t he past year and 

commun ica te t h e d i rec t ion o f t h e f u tu re according t o t he p lan. 

6. Wha t do you feel are your greatest st rengths as a leader and manager? 

I l isten t o t he City Counci l , the publ ic, and staff, commun ica t i on is v i ta l , as wel l as, a 

passion for your career, i also bel ieve I possess the character ist ics wh ich help in being a 

good manager, in tegr i ty and ethical values are at the t op o f my list, honesty, loyal ty, 

dedicat ion, fa irness, and t rus t . I am involved in t he c o m m u n i t y w i t h our Civic par tners, 

non- for -prof i ts , HOA's, Government agencies, as wel l as o ther organizat ions, placing 

partnership high on t he list o f strengths. I lead by "se t t i ng an examp le " I am involved in 

the festival 's and o t h e r City funct ions, showing up t o help at the onset no t when all t h e 

w o r k has been c o m p l e t e d . I wo rk hard each day t o be t he best I can be, I also bel ieve it is 

impor tan t t o " o w n " my decisions, not only w i th the City Counci l , t he Communi ty , but also 

w i t h the Employee's. Conf ident In t he s taf f and the i r expert ise in o rder t o reach ou t t o 

each of t h e m for i n fo rma t ion and t o prov ide credit w h e r e credi t is due. 

7. Wha t is the most complex pro ject you have coord ina ted? Describe t he steps you took t o 

ensure pol i t ica l , organizat ional , and c o m m u n i t y suppor t for t he in i t iat ive, h ighl ight ing 

specific chal lenges you faced, and how you overcame t h e m t o successfully imp lement t he 

pro ject . 

In July 2017 I reached o u t t o t he City's Financial Advisor a f ter wo rk ing w i t h the City Council 

t he last several m o n t h s in re lat ion t o t he City's Capital Imp rovemen t Program. The City 

Council approved t he const ruc t ion of a Public Works Facil ity, t he Capital Improvement 

Project workshee t having been submi t ted as part o f t he FY 2016 /17 budget originally. The 
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CIP was on the agenda at mu l t ip le w o r k sessions dur ing t he f i rst quar ter o f 2017, and also 

in June and July 2017. Af ter much discussion t he i tem was carr ied f o rwa rd in to FY 2017 /18 

w i t h presentat ions f r o m the Engineer ing f i r m on contract in May 2018, a long w i t h a 

revised cost est imate. The engineer ing f i r m prov ided a cost est imate o f $12.8 mi l l ion t o 

bu i ld t he faci l i ty on land w e already o w n e d and using a design prov ided t o t h e m by one 

o f t he City's engineers. I w o u l d say th is was a wake-up call f o r al l ! The f u n d source was 

ident i f ied as " deb t " , bu t t he re had no t been a de te rm ina t ion o f wha t t ype o f debt . 

Add i t iona l ly , t he re were several o ther pro jects to ta l ing just under $10 mi l l ion t o include 

expand ing the City Hall Bui lding and const ruc t ion of a Parking Garage. Between t he t h ree 

pro jects , t he to ta l Capital Imp rovemen t fund ing request was around $22 mi l l ion . 

The City engaged in a cont ract w i t h Fitch Associates request ing an analysis o f t he Fire 

Depar tmen t ' s processes and prov ide an assessment t o include faci l i ty oppor tun i t ies . The 

repor t was presented t o t h e City Council in December 2017, t he repor t prov ided d i rec t ion 

t o t h e City to assist In ob ta in ing accred i ta t ion . Recognizing the re was a need t o improve 

t h e ISO ra t ing f r om a 2-3 t o a "1" by bu i ld ing th ree (3) new Fire Stations w i t h i n t he City 

l im i ts , in order t o meet t h e response t i m e t o a scene of 4-5 minutes. The City Council 

knew one of t he t w o Fire Stat ions cur ren t l y in opera t ion needed t o be rep laced, i t was 

erec ted 12 years ago and t he bu i ld ing was meant t o be tempora ry , hence w h y i t is a 

modu la r faci l i ty, only mean t t o last 3-5 years. In order t o educate t he City Counci l and t he 

publ ic , I added the Fire Stat ion discussion on every wo rk session. The City enacted the 

Fire Assessment Fee for Capital Purchases fo r t w o f i re t ruck th ree years ago, t h e f i re 

assessment fee was due t o expire. N o w t h e oppo r tun i t y existed t o use simi lar f und ing for 

t h e f i re stat ions, capital purchases, and f u t u r e posit ions. 

I placed t h e Fire Stat ion discussion on every wo rk session, br ing ing In t he con t rac to r f r o m 

t i m e t o t i m e t o explain how the f und ing o f t he f i re assessment fee w o u l d be appl ied t o 

bu i ld t h ree facil i t ies and also t he me thodo logy t o de te rmine t h e col lect ion process. The 

educat ion process was no t only fo r t h e City Council but also fo r t he cit izens. If t h e City 

Counci l approved the fund ing source as t he Fire Assessment Fee the annual ra te w o u l d 

increase substantial ly. The Fire Assessment Fee was col lected as part o f t he Tax Col iect ion 

process by t he County and on t he TRIM not ice. The Fire Stations based on o thers recent ly 

bui l t in t h e State var ied in cost t o const ruc t be tween $3.8 mi l l ion and $8 mi l l i on . The to ta l 

es t imate for t he City is $22 mi l l ion fo r t he Fire Stations and equ ipmen t . 

Dur ing t h e summer of 2018 I also proposed purchasing several pieces o f p rope r t y in t he 

Histor ic part o f d o w n t o w n in order t o const ruct some surface park ing lots. The CIP cost 

fo r t h e land and const ruct ion was es t ima ted at $4 mi l l ion dol lars. 

The chal lenge was t o present t he facts t o t h e City Council and t o t he publ ic, so w h e n t he 

publ ic meet ings occurred all t he answers t o quest ions had been considered, w i t h a focus 

on be ing t ransparent . Between all t h e projects t he City w o u l d spend approx imate ly $48 

mi l l ion fo r its Capital Improvemen t Program, even w i t h creat ive fund ing th is was a large 

a m o u n t o f money t o spend on several programs, especially since t he City d id no t have 

any open debt outside of its Ut i l i ty Funds and one ref inancing due t o be pa id-o f f In 2019. 

The City Council approved all t he f und ing ini t ial ly in July, August and at t he f i rs t and f inal 
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budget hearings. A f te r a rev iew o f the projects and addressing the cons t ruc t ion of a 

parking garage, I reduced t he $22 mi l l ion t o $12.8 mi l l ion in Capital I m p r o v e m e n t Bonds 

to cover t he Public Works Facility only. The City Council approved a s h o r t - t e r m bank loan 

for the surface park ing and p roper ty o f $4 mi l l ion, these proper t ies are loca ted w i th in t he 

Commun i t y Redeve lopment Agency area and wi l l be paid in most par t by cash available 

for such purposes. The f inal piece of t he puzzle wi l l be t he cons t ruc t ion of the Fire 

Stations, the City Council agreed t o fund the stat ions using Fire Assessment Fees, there 

were several issues and t he City Council struggled w i t h increasing t h e current f i re 

assessment fee f r o m $50 per homesteaded household t o $269 annual ly per homesteaded 

household. There we re approx imate ly 12 citizens w h o spoke o u t against t he fee increase, 

and approx imate ly 5 emails expressing the i r disapproval o f t h e increase. Go ing fo rward I 

wi l l be present ing t he City Council a hardship op t ion in case some o f t he cit izens in t he 

City qual i fy for assistance or rel ieve of the Fire Assessment fees. 

Also, as part of th is process t he City had t o go before t he ra t ing agencies and establish a 

credi t rat ing. The to ta l process was qu i te extensive and at t imes d i f f icu l t t o gage whe the r 

I had prov ided enough data fo r t he City Council t o make a very d i f f icu l t pol icy decision. 

8. Please describe your exper ience in overseeing t he fo l l ow ing opera t ions : Wate r 

Treatment & D is t r ibu t ion , Was tewa te r Collection &. T rea tment , Munic ipa l S tormwater , 

Street & Traff ic Cont ro l , and Public Safety (Police &. Fire). 

City Manager w i t h t he City o f M o u n t Dora since September 2016, Uti l i t ies include Wate r 

Trea tment and D is t r ibu t ion , as wel l as, Wastewater Col lect ion and T rea tment . There are 

t w o Wate r T rea tment Plants and t w o Was tewate r T rea tmen t Plants and Collections. 

Experience w i t h managing the Capacity Use Permit (CUP) issued by St. John's River Wa te r 

Management Distr ict (SJRWMD) deal ing w i t h t r e a t m e n t capacity, cu r ren t system has a 

capacity o f approx imate ly 4.9 mi l l ion gallons per day (MGD) . Managed t he meter ing 

depar tmen t for m o r e than 13,000 accounts and very fami l ia r w i t h instal lat ion of new 

meters, as wel l as t h e Financial Col lect ion piece o f o w n i n g a Ut i l i ty w i t h a User Fee 

establ ished fo r services rendered . Service includes m o r e t h a n 1000 f i re hydrants, more 

than 100 miles o f w a t e r mains and jus t over t he same in sewer mains. In t imate ly involved 

in submission and management o f State Revolving Funds (SRF) loans and grants issued by 

t he State o f Florida t h rough var ied agencies. Extensive exper ience in Wate r Plant 

Modi f ica t ions and updates, boi l wa te r notices as wel l as the Florida repor t ing 

requ i rements w i t h DEP if t he tes t ing indicates a m i n i m u m concern . Annual repor t ing t o 

t he DEP on wa te r qual i ty , and repor t ing t o the State and Federal Government on t he 

wa te r at the Was tewa te r T rea tment Plants. Familiar w i t h ou r l i f t stat ions and t he 

requ i rements t o replace and repair and present t o t he City Counci l t he need to al locate 

funds fo r operat ions issues, R&R (Renewal and Replacement) , and line cleaning (use o f 

t he Vacuum t ruck t o assist w i t h solids being removed) . Famil iar w i t h SCADA controls and 

repor t ing and the need fo r a u t o m a t e d systems. Work ing t o deve lop an in terconnect w i t h 

another local City t o purchase the i r Reuse excess and p ipe t o several residential 

deve lopments , need ing add i t iona l capacity for i r r igat ion. 
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s t o r m w a t e r run-o f f and m o n i t o r i n g of t he drains and ponds and t he f i l t ra t ion t o the 

aquafer represent a small piece o f th is Ut i l i ty System. Legal requ i rements for t he NPDES 

permi ts and the surface wa te r requ i rements , as wel l as t he long- te rm goals of ef fect ive 

s to rmwa te r management are v i ta l . W i t h o u t t he s to rmwate r col lect ion drains t he City's 

w o u l d see more f l ood ing and po l lu tan ts could enter our lakes, ponds, and waterways . 

Challenges w i t h s to rmwate r drains include undersized drains main ly due t o when they 

we re instal led and g row th in n u m b e r of homes serviced. The s to rmwa te r systems or pipes 

are no longer adequate, t o correct t he p rob lem not only wi l l new in f ras t ruc ture need t o 

be instal led, but also new roads/s t ree ts , curbing, and dr iveways, etc. since now homes 

exist whe re at one t ime they did no t , creat ing an ongoing chal lenge. 

Street & Traff ic Contro l exist as par t of o ther depar tments , such as Public Works for 

Streets; and Traff ic Contro l is w i t h i n t he parameters of Pol icing Services. Street 

Ma in tenance is cri t ical t o safe s t reets, jus t t o ment ion a f e w o f t he issues t o be aware o f 

w h e n managing th is p rogram, address po t holes and repaire proper ly , s t r ipp ing visible fo r 

safe opera t ion of vehicles on t he st reets, and adequate l ight ing of t he area. Traff ic Contro l 

needed dur ing an event at t he appropr ia te locations, s t reet l ights w o r k i n g proper ly t o 

assist w i t h movemen t o f vehicles t h rough an area, speed l imits set as per resident ial or 

commerc ia l uses and t ra f f ic pa t te rns , as wel l as the use of School Crossing Guards at 

intersect ions for safety. 

Police and Fire Services are fa i r ly simi lar at all City's and I have had t he pleasure o f wo rk ing 

w i t h bo th uni ts at fou r d i f fe ren t City's. For the most part , t he managemen t s t ructure 

emp loyed at each is t he para-mi l i ta ry c o m m a n d . Also, most of these organizat ions are 

represented by col lect ive bargain ing uni ts , there fore t he rules and regulat ions are fair ly 

deta i led and stra ight f o r w a r d . The of f icers/ f i re f ighters t ha t w o r k in these t w o 

depar tmen ts tend t o fo l l ow the "cha in of c o m m a n d " and they are led by the i r Chief, t hen 

t he City Manager. These men and w o m e n like all employees in general , w o r k hard t o 

suppor t t he City and put the i r lives on t he l ine, at t he end of t he day they w a n t t o be 

respected fo r t he wo rk they p e r f o r m . Challenges fo r these organizat ions include shifts, 

p romot ions , t he tools t o pe r fo rm the i r jobs, vehicles, accred i ta t ion, rat ings as in t he ISO 

fo r the Fire Depar tment , and t ra in ing . Keeping the City safe and p rov id ing pro tec t ion at 

t he highest level is pa ramoun t t o t he City and the Citizens. 

9. Please describe your exper ience and skills in munic ipal f inancial management , budget 

deve lopment , and capital in f ras t ruc ture planning, main tenance, and f inanc ing. In your 

response, please highl ight any re la ted creat ive f inancing strategies you have used t o 

address CIP in f rast ructure short fa l ls . 

I have extensive exper ience in no t on ly creat ing a Budget fo r Cities bu t also exper ience 

w i t h Audi t 's and t he CAFR. Each o f t he Budget 's I have had t he pleasure t o be involved in 

have also had extensive Capital Imp rovemen t Plans or Programs. I have created CIP and 

Capital Outlay programs f r o m t h e simplist ic po in t of establ ishing t he process of 

submi t t i ng t he request t o inc lude t he quo te t o substant iate t he request and also as t o 

how t o decide on t he source o f f und ing f r om a revenue po in t o f v iew. CIP programs t o 

include Capita! Out lay may inc lude a componen t in wh ich t he requestor must just i fy t he 
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request , including a Return-on- lnves tment (ROI) analysis, a cost -benef i t analysis, as wel l 

as so lu t ion if the fund ing is no t avai lable. 

Operat ing or general d e p a r t m e n t use is budgeted and discussed dur ing t h e budget wo rk 

sessions, along w i t h fu l l - t ime equivalency data. Data analysis and Met r ics are presented 

as t o w h y the i tems are inc luded in t he budget. Revenues or Source of f unds are also 

inc luded dur ing the budget w o r k session meet ings. Part o f t he Opera t ing process includes 

Replace and Renewal of Ut i l i ty Systems, Vehicles, Computers, and overal l ma in tenance of 

the faci l i t ies. Extensive exper ience w i th Enterprise and In terna l Service Funds, as wel l as 

Special Revenue Funds. I have issued RFQ's, and R F P ' s f o r t h e Financial Advisor 's , Ut i l i ty 

Rate Studies, Impact Fee Studies, and various o ther types of f inancia l repor t ing 

documen ta t i on . 

This past year I w e n t w i t h the City's Financial Advisor t o New York and met w i t h all th ree 

ra t ing agencies, w i t h a goal o f seeing t he City w i th an establ ished Rating for f u tu re bonds. 

Types o f bonds var ied f r o m capi ta l imp rovemen t bonds t o f i re assessment f ee s t ructured 

bonds. The process was successful, w e received overal l a ra t ing o f AA- and A3 on t he f i re 

assessment fee bond since it is t rea ted simi lar t o a General Obl igat ion Bond due t o the 

secur i ty o f t he way the funds are col lected and assessed. 

10. Please describe any exper ience you may have in assisting you r commun i t y /o rgan iza t i on 

in advancing vo te r - re fe rendums t o consider f inancing o f p roposed munic ipa l capital 

projects and /o r c o m m u n i t y in i t iat ives? In your response, also indicate the results o f any 

such re fe rendums, inc luding any lessons learned tha t you w o u l d apply in f u tu re 

re fe rendums. 

Referendum t o bui ld a Police Stat ion. The key t o a re fe rendum is educat ion , t he statute 

a l lows Cities t o educate t he publ ic as long as there is no d i rec t iona l input as t o how t o 

vo te . In fo rming the Citizens as t o t he reason and also expla in ing t he process is t he largest 

obstacle. Hir ing the r ight consul tant t o prov ide the cor rect t ype of p romot iona l 

educat ional mater ia l and also prov ide metr ics t o the City Counci l as t o whe re , w h e n , and 

how the mater ia ls were dep loyed , and t h e n af ter the vo te , p rov id ing more analytics as t o 

t he w h y the vo te w e n t t he w a y it d id . The re fe rendum in wh i ch I was involved was 

approved and t he Police Stat ion is in the engineer ing and des ign /bu i ld process. 

1 1 . Please describe your exper ience w i t h col lective bargain ing and labor relat ions, 

h ighl ight ing t he types o f bargain ing groups you have wo rked w i t h and te l l us about any 

part icular ly innovat ive prov is ions /programs you may have incorpora ted in previous 

col lect ive bargaining agreements? 

I have been part o f the negot ia t ing t e a m fo r t w o cities, cur ren t l y w i t h t he City and the 

FOP or t he Florida State Lodge Fraternal Order o f Police; t he Professional Firefighters of 

M o u n t Dora - lAFF- In ternat iona l Associat ion Fire Fighters; and General Employees o f 

w h o m have been part o f t he FOP or t he Florida State Lodge Fraternal Order of Police for 

many years. The new agreement inc luded some language s t ipu la t ing new hires could not 

make a higher rate o f pay as cur ren t employees stil l on p roba t i on and already on board 
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w i t h the City Police Depar tmen t . Added language for t he Fire Depar tmen t stat ing you 

could only test for a p r o m o t i o n if you were in good standing w i t h t h e depar tment . All 

t h ree bargain ing agreements include the provision paying fo r annual st ipends t o 

individuals t o be paid dur ing t he f i rst pay per iod of December annual ly. 

12. Please describe your ph i losophy and approach t o bui ld ing a s t rong t e a m env i ronment and 

mot iva t ing your employees t o p e r f o r m at the i r highest levels. 

Respect fo r each m e m b e r and the i r knowledge o f the i r discipl ine. I look fo r members w h o 

are in terested in the City, t he discipl ine they represent, and t e a m w o r k . If someone Is only 

wor r i ed about the i r d e p a r t m e n t they wi l l not look ou t for t h e bigger t e a m or the City 

overal l . 1 am direct and honest w i t h employees and I expect t he same, 1 have a good feel 

when you f i t in w i t h t he organizat ion and the leaders on-board . 

13. How do you faci l i tate open and t ransparent commun ica t ion w i t h t h e Mayor & City 

Counci l , staff, residents, and o the r stakeholders? 

I establ ished week ly s tand ing meet ings w i t h t he Mayor and t he City Council members 

beginning t he f i rs t week o f t e n u r e as t h e City Manager. Actual ly it began af ter I accepted 

t he posi t ion, I me t w i th each m e m b e r in t he 45 days pr ior t o beg inn ing w o r k so as t o get 

t o know the i r concerns and also t o become fami l iar w i t h the City and t h e issues in wh ich 

t he City Council v iewed as the i r f i rs t pr ior i t ies. I rev iew i tems o f in terest dur ing the weekly 

meet ings and also t he agenda fo r t h e next meet ing, prov id ing an overv iew o f each i t em, 

I gather any quest ions they may have and then I fo l low-up w i t h t h e m . I send emails and 

updates or in fo rmat ion du r ing t he week and also call t h e m if I feel as t hough there could 

be an issue wh ich may need the i r immed ia te a t ten t ion . I prov ide in fo rmat ion t o the City 

Council via each agenda i t e m , t he re fo re the commun i t y can rev iew all t he in fo rmat ion 

t he City Council is p rov ided . 1 also speak at several Commun i t y funct ions (Rotary, 

W o m e n ' s Club, Kiwanis, HOA's or Communi ty Organizat ions, Chamber, County and any 

o ther event In wh ich I am inv i ted) . The Mayor is the spokesperson fo r t h e City, so I w o r k 

closely w i t h h im t o de te rm ine w h o wi l l present or if a t e a m approach. Providing 

in fo rmat ion and a wel l w r i t t e n m e m o so t he publ ic can v iew it in advance of t he City 

Council meet ing has been t he best way t o communica te w i t h t he residents and also some 

of our stakeholders. I also meet w i t h various stakeholders in re ference t o Development , 

t he Wo l f Branch Innovat ion Distr ict , or even on programs in wh i ch t h e schools wish t o 

Imp lement . 

14. Palm Coast desires t o be recognized as a c o m m u n i t y tha t encourages deve lopment 

consistent w i t h its evolv ing vision f r o m a largely residential p lanned c o m m u n i t y t o a more 

diverse, mixed-use, res ident ia l , commerc ia l , h igh-tech, and high-skil l business center t o 

diversi fy t he City's tax base. Please te l l us about any innovat ive strategies tha t you have 

used in your cur rent or prev ious posts t ha t successfully resul ted in increased economic 

deve lopment , inc luding prov id ing some notable examples. 

Ident i fy or in te rv iew consul tants, asking for input , looking for simi lar chal lenges, as t o h o w 

t o resolve t he challenges, and t h e n looking at the i r successes and missed successes. 

Involving the r ight experts f r o m t h e start and l istening t o the i r commen ts , marry ing t he 
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i npu t t o t he expectat ions o f t he City Council and the Communi ty . Deve lop ing a p lan w i th 

a reasonable imp lementa t ion t o include t he diversi f icat ion aspects expec ted and making 

sure your land deve lopment code language supports your p lan. Knowing t h e d i rect ion o f 

t h e pro ject and ver i fy ing t he pro ject can suppor t the d i rect ion is crucia l t o success, 

sustainabi l l ty is the key. Adver t is ing and p romot ing the area in a way t o a t t rac t the r ight 

businesses, ad valorem tax p rograms can assist if a company is compe t ing in s imi lar Cities 

fo r a part icular business, p rov id ing ad jus tment t o the impact fees or a c red i t f o r the 

deve loper /bu i lder of fees. 

The Duke Energy Site Cert i f icat ion Study a f fo rded t he City t he o p p o r t u n i t y t o v iew the 

p rope r t y located in the Innovat ion Distr ict f r o m the 50,000- foot prospect ive . The Study 

de te rm ined if loading or un load ing o f vehicles or trucks made sense, looked at the egress 

and ingress of the potent ia l roads stil l t o be bui l t , and assessed w h e t h e r t h e local j ob 

marke t could suppor t specific types o f jobs in the Life Sciences, Manu fac tu r i ng , Industr ial 

o r a series of o ther specialt ies. Unders tand ing the market and whe re you sit In tha t 

marke t is impor tan t , def in ing t h e indust ry and then t ry ing to f ind some smal l wins as t o 

br ing ing t he r ight corporat ions or businesses t o fi l l the niche's, one business at a t i m e . 

15. Please te l l us abou t any notable in te rgovernmenta l partnersh(p(s) you have deve loped or 

p layed a signif icant part In the i r imp lemen ta t i on . As part of your answer, h ighl ight any 

signif icant challenges tha t you had t o overcome t o help make t h e partnership{s) 

successful. 

The City o f M o u n t Dora recent ly pa r tne red w i t h not only SJRWMD bu t t he City o f Apopka 

t o In terconnect the Reclaimed W a t e r Lines. The City received f und ing f r o m SJRWMD 

t o w a r d a par tnership and bo th Cities have developed a re lat ionship. The City o f M o u n t 

Dora w i l l bui ld the in terconnect ing system and wi l l purchase Reclaimed or Reuse w a t e r 

f r o m Apopka and t ransfer t he w a t e r t o t he subdivisions whe re there is a need for 

add i t iona l wa te r in which t o i r r igate. Future plans wi l l include an in te rconnect ion fo r 

po tab le water , since the City o f M o u n t Dora has a large CUP and t he City o f Apopka may 

based on high vo lume usage at peak t imes need potab le water . Some o f t h e challenges 

include issuance of permi ts and agreements , since we are also in t w o d i f fe ren t Counties, 

so MOU's and agreements have had t o be updated t o not on ly keep everyone in fo rmed 

bu t also t o meet all l iabi l i ty and legal issues. 

The City has par tnered w i th Lake County on many projects over t h e years, cur rent ly we 

are par tner ing t o improve t he in f ras t ruc ture o f bo th t he City and t he County. The City has 

a Joint Planning Agreement (JPA) w i t h t he County and the re fo re several projects fal l 

w i t h in t he agreement , t o include roads, ut i l i t ies, and services. The City has been a f inancial 

par tner and the County has been w i l l i ng t o wr i t e the grant request t o t he State for f und ing 

and the County has been t he rec ip ient o f t he state appropr ia t ions due t o the roadway 

be ing a County Road. 

16. W h a t steps and /o r processes have you used t o track the per fo rmance o f your 

organizat ions? Please Include any specif ic examples involv ing per fo rmance metr ics, and 

h o w you have communica ted organizat ional eff iciencies t o the publ ic and /o r employees. 
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Ftorida Benchmark Consor t ium (FBC) involved since 2012 w i t h th is organizat ion, but 

overal l involved w i t h metr ics since 1996. 

17. Palm Coast cur rent ly operates FiberNet, a munic ipal high-speed f iber -opt ic backbone tha t 

connects City sites and faci l i t ies. The City's economic deve lopmen t goals include t he 

at t ract ion o f dynamic , h igh-paying technology jobs , bolstered by t he enhancement of its 

f iber ne twork , ideal ly w i t h t he assistance of a new publ ic-pr ivate par tnership (P3) to help 

leverage its assets. Please te l l us about any munic ipal f iber exper ience you may have, as 

wel l as any P3 pro jects you or your organization(s) may have been involved w i t h , 

h ighl ight ing your par t icu lar cont r ibut ions t o the deve lopmen t and /o r maintenance of 

such partnerships. 

1 have dark f iber now and our goal is t o install the condui t as w e install new pipes in t he 

W o l f Branch Innovat ion Distr ict and then run t he f iber once t h e commerc ia l businesses 

begin cons t ruc t ion . W e have had six d i f ferent cont ractors prov ide opt ions in wh ich t he 

City could install and prov ide f iber t o the commerc ia l and resident ia l customers in t he 

fu tu re . The City is look ing in to P3 - pr iva te /pub l ic par tnerships due t o t he type of ut i l i ty 

service f iber is cons idered, mean ing w e as a City can' t sell t h e f iber direct ly, but must go 

th rough a th i rd par ty based on the service expected and p rov ided . The City has expressed 

and received in terest in par tner ing w i th a pr ivate co rpora t ion , also w i t h a corpora t ion 

wh ich wi l l assist in t h e capi tal por t ion and establish the service and t h e n share in prof i ts . 

18. W h e n w e conduct a comprehens ive background invest igat ion and reference checks, w h a t 

wi l l w e f ind tha t may wa r ran t explanat ion or t ha t could be o f concern t o the City of Palm 

Coast? 

There is a Robin Hayes in t he Nor th Carolina legislative and several others in o ther 

posit ions In several o the r states - no re lat ion. 

19. Wha t wi l l w e f ind in an in te rne t search of press coverage t h a t may be controversia l or of 

concern t o t he City o f Palm Coast? Please provide wha teve r explanat ion you th ink is 

appropr ia te t o help us unders tand wha t w e wi l l f i nd . 

Same as number 18.1 am sure the City Council meet ings in wh i ch I have part ic ipated wi l l 

display d i f fe ren t quotes and input . No controvers ia l i tems. 

20. Are you current ly invo lved in any o ther searches and w h a t is your status in those 

searches? 

No 

2 1 . Please prov ide a fu l l descr ip t ion of your cur rent compensat ion and benef i ts package and 

your desired compensat ion and benef i ts package if you we re selected for th is posi t ion. 

• Annual S a l a r y - $ 1 5 7 , 4 2 3 

• Annual M e r i t based on per formance rev iew 

• Premium Term Life Insurance at Twice annual base salary 

• Vacat ion c red i ted w i t h 10 days init ial and 10 days annual ly 

• Sick accrual based on City policy for City Employees 
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Vehicle al lowance o f $500 and increase per CPI 

Cell phone 

Ret i rement ~ 401A plan admin is te red by ICMA-RC con t r ibu t ion r a t e of 15% o f 

manager 's base pay 

22. If you were selected and o f fe red an acceptable compensat ion package, w h a t concerns or 

hesi tat ions do you have t ha t w o u l d have to be resolved before you w o u l d be ready t o 

accept the posi t ion as the next Palm Coast City Manager? 

I w o u l d need t o provide t he cur ren t emp loye r at least a 30-day not ice as per con t rac t and 

it may be more t owa rd o f a 60-day not ice. The t im ing of the resignat ion coinc ides w i t h 

t he beginn ing o f t he Budget Process, adequate t ime t o a l low for an In ter im City Manager 

w o u l d need t o be considered. 

23. W h a t are the th ree most impo r t an t quest ions you have for Palm Coast M a y o r & City 

Counci l? 

A. Wha t obstacles and /o r improvemen ts do you bel ieve w i l l af fect the FY 2019 /20 

budget cycle wh ich wi l l cause you t o reth ink the Strategic Act ion Plan? 

B. W i t h the Innovat ion area and the f u tu re of the Fiber P3 p rogram, w h a t 

foreseeable challenges in educat ing t he business commun i t y do you expect , and 

wi l l t he re be an expected resident ia l benef i t due t o the imp lemen ta t i on of the 

p rogram? 

C. Have you updated t he Purchasing Policy t o include the a l lowance o f a P3 

pr iva te /pub l ic par tnersh ip , and do you bel ieve t he pr ivate coopera t ion or 

business wi l l need t o compi le t o Munic ipa l and State since the re is an establ ished 

par tnership o f sorts? 
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C I T Y OF C I T Y O F M O U N T D O R A 
M O U N T S T R A T E G I C P L A N 
D O R A F I S C A L Y E A R 2017-18 

J T " ^ •^M/rS A C C O M P L I S H M E N T S 

Economic Development 

^ Created an Economic Development Plan 

Plan future growth o f the W o l f Branch Innovation District 
^ Extended two-year no-cost to annex for the W o l f Branch Innovation District 

^ Established Special Events Standards and Fees 
Completed Phases I & I I o f WiFi/B and width//Fi her Connection in Downtown C R A 
Entered into a negotiated territorial agreement for the JPA area with the County 

^ Hired Economic Development Manager 
Job sharing a position between Economic Development and City Clerk a new position to 
coordinate and support the Economic Development Manager 

Council approved several economic tax abatement programs, as well as several fa9ade 
improvement programs 

^ Council approved the implementation o f an Entertairmient District within the Historic Dovratown 
area 

^ Reviewed the current charter and uncovered definition o f short-term rental allowances and staff 
defined a process to register such businesses 

Grandview plan as presented by R M A to expand commercial and residential i n the NorthEast 
CRA. 

Infrastructure 

^ Developed a Report on the Parking Lots, Sidewalks, and Streetscape Requirements 
^ Obtained CDBG grant for the Northeast CRA Stormwater Improvements 
^ Presented E-Sciences Tree Inventory Report 
^ Completed Lighting/Lamp Upgrades in Downtown CRA 
^ Constructed Library Butterfly Garden 

Relocated Enterprise Departments to the remodeled City Hall Annex to cohabit wi th Parks & 
Recreation 

^ Applied for State Revolving Funds for several util i ty projects 

Fiscal (Resources) 

Increased the General Fund Balance Reserve f rom 10% to 17% 
Council approved the fol lowing updated fiscal policies: 

o FY 2018-19 Fee Schedule 

o Purchasing Policy Aiuiual Revision 
o Library Donafions Policy 
o Fund Balance Policy 

o Investment Policy 
o Various other policies 

^ Created new budget format in 2017-18 and 2018-19 
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City of Mount Dora Strategic Plan 
Fiscal Year 2017-18 Accomplisliments 

^ Re-evaluated the debt for the future due to the costs o f the Public Works Facility 

^ Completed ratings process and received ratings f rom Fitch and S&P 

^ Obtained $ 1 2 M M Capital Improvement Bonds for construction o f Parking Lots and Public Works 

Facility 

^ Obtained $ 2 2 M M Fire Assessment Bonds for construction o f three Fire Stations 

^ Completed the Electric Rate Study and implemented rates, resulting insavings to customers 

^ In November 2018, Council hired a new City Attorney, who was appointed to succeed prior legal 

counsel in August 2018 
Completed audit wi th new auditors; closed the forensic audit that was opened in 2017; and 
addressed management comments 

^ Obtained SAFER grant, which partially funds the salaries o f 12 new firefighters over 3 years 
^ Police Department sponsored student leadership program in partnership with the Chamber 

Growth Management 

^ Enacted the fol lowing updated growth management policies: 

o FY 2018-19 Fee Schedule 
o Naming or Renaming of City Streets and Facilities 

Completed Phases I & I I o f the Wi-Fi Plan for the Downtown/Highland Corridor 
^ Completed purchase o f Gobie property for potential parking in the Downtown/Highland CRA 
^ Delivered a Letter o f Intent for proposed purchase o f property on Limit Avenue for the 

construction o f the Public Works Facility 
^ Delivered a Letter o f Intent for proposed purchase o f property on Baker Street for future expansion 

in the Downtown/Highland CRA 
^ Delivered a Letter o f Intent for proposed purchase o f property on Limi t Avenue for a Recreation 

Facility 
•/ Enacted 4-hour time l imit parking in the Downtown/Highland CRA 
^ Entered into a sponsorship agreement with a third party to provide shuttle service in the 

Downtown/Highland CRA 
^ Created and implemented Summer Camp program through partnership with Round Lake Charter 

School 
^ Created and implemented After-School programming through partnership wi th Roimd Lake 

Charter School 
^ Relocated IT Department to City Hall 
^ Reorganized Customer Service within the Finance Department and promoted Supervisor f rom 

within; hired two part-time Customer Service Representatives to assist 

Public Safety 

^ Accepted the Fitch Report on the Wellness o f the Fire Department 
Developed a Strategic Plan in the Fire Department based on the Fitch Report 

-/ Added 5 new police officers in FY17-18 and 2 new School Resource Officers (SROs) in FY18-19 

^ Recruited, hired, trained, and onboarded 12 new firefighters funded by the SAFER grant 

^ Added an officer in the Downtown CRA 
Reduced property insurance rates (ISO) in partnership wi th the Fire Department 

^ Installed cameras in parks and facilities as needed 
^ UCR Crime Rate is down 4% 
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Inwork 

ig a WiFi/Bandwidth/Fiber Connection in the Downtown CRA. Phase III Develop a WiFi/Bandwidth/Fiber Connection for the future commercial and 
residential at Wolf Branch Innovation District 

JPA contract with County 

^creation Master Plan; 80% complete - Current Parks, Future Parks, Trail 
r Bicycling and lO-Minute Walkability, Passive and interactive Activities, 
jsented by consultant at most recent meeting 

a Public works Building-in design I 
I current facilities by maintaining preventive maintenance programs 

of no more than three sites for future Fire Stations. {Potential to use City 
or one site.l  

ig process with FDOT/County/City - Roadway system 

Future 

^ B a a Events - March 2019 ' 
Purchase of land and construction of parks & recreation general purpose building 

Develop a Master Plan for Stormwater 

Construction of new Public Works Facility 

Develop a Utility Master Plan to include Wolf Branch Innovation District 

Develop and implement an efficient sewer and reclaimed water system outside the 
interior city limits  
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Inwork Future 

Replicate Budget Process and Reports / Focus on improving CiP documentation 

ing of Library Parking Lot Prepare sale of future bonds secured within the Capital Improvement bonding 
process to fund remodeling of Public Safety Facility (available bond funding) 

IP Program (NorthEast CRA) with CareerSource 

• 

ip Program (Library) with CareerSource 

• 

nsored internship Program with a vocational and/or state college 

• 

ing Program with Legislature to include IVlount Dora High School, Mount 

ristian Academy and Homeschool students 

• 

.ce Propertv: Finalise contract for lease/purchase of property for 
mt\ Parkins 

• 

ice Property; Continue to negotiate with owners for future purchase of 
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• Dn of the Mount Dora Golf Association contract 
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• 

3st CRA budgeted funds for purchase of property for a future parks & 
5n peneral ouroose facility 
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I bar-coding system within the warehouse/inventory structure - WASP 
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'• key personnel, such as Finance Director and newly-created position for+ IT 
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:ed with PRMG for a Utility (Water & Sewer) Rate Study - ongoing 
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:ed with PRMG to determine an allocation method for all enterprise funds 
:!al revenue funds to genera! fund 
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ing a WiFi Plan for the Downtown/Highland Corridor - Phase HIA Develop a Building Master Plan for Infrastructure to incorporate maintenance and 
future growth 

Valet Parking and Buses/Shu' 

Council; Council denied prop 

2 to research/engineer and present options for surface parking lots m 
A/n CRA 

Alilltate Legislature to consider making Golden Triangle area a CRA to address 
bt>.ht 

:ions to acquire additional properties for parking in Downtown CRA Purchase of additional property for City Hall renovations and parking lot 

odal transportatior, network - County new Impact Fees and definition of 
•^S®t*SpisiioFtati on 

Trail lighting/mobitrty 
'.'•̂ y'vV'\\'''̂ '>̂ ^̂ ^̂ ^̂ ^ 

)n of the Highland Tennis Courts through a State grant process and County 

dollars - add 4 tennis courts, 16 picklebali, concession and restrooms 

an and EAR 

National Accreditation for the Fire Department Purchase property and build new Fire Station{s) ^SSS}SS#i iSv/ •'\'''v')!SSSiHSJi'; • - •v ' ' '^%'^ ' f t "S^^ 'Ai" 

Public Safety Plan for deployment and implementation of the City's future 
iifitehv Report 

Goai In the Fire Department of a six (6) minute response time to an Incident 

^SSS}SS#i iSv/ •'\'''v')!SSSiHSJi'; • - •v ' ' '^%'^ ' f t "S^^ 'Ai" 

rmeras in parks and facilities as needed Pedestrian safety at 441 and other major intersections 
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1 
Place Into service an additional fire apparatus ladder truck through the use of the 
SAFER personnel 
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First Year Game Plan 
City ofPaim Coast 

Robin R. Hayes 

Upon contractual agreement with the City Council of Palm Coast 1 would arrange for an initial meeting 
with each of the Legislative members. These meetings are outside the realm of the First Year Game Plan. 
The intent of the meetings wil l be to clarify each member's priorities, their interpretation of the Strategic 
Action Plan, their viewpoint on the future of the City, first priorities of the new City Manager, 
expectations as set forth by the Council for the City Manager in general, and input on general policy 
needs. 

First 30 Days: 

During the first week I would like to take a Tour of the City and City Facilities with each Legislative 
member individually. This process wil l allow me to hear and see what each member feels is important, 
providing a voice to their concerns, which will better enable me to see projects or issues from their 
perspective during the initial 30 days. 

Tour the Parks and Recreation facilities, Conservation areas, as well as visually seeing the focus area or 
areas where blending the "city of parks and trails" to create the framework area would be beneficial. 
Based on the Strategic Action Plan there are several Objectives/Strategies in which could be underway, 
viewing each in comparison to the Master Plan will be a starting point. 

The Parks & Recreation Director, Utility Director, Fire Chief, and the Public Works Director to provide a 
tour and a description of each of the properties they manage, indicate future improvements or 
maintenance issues as we tour the site. Inspect the Public Works facility and review the City Councils 
plan for replacing/renovating the facility. 

Establish a weekly standing meeting with each Counciimember to discuss the Council's concerns or 
questions in reference to the agenda. During this meeting time period I have the opportunity to listen to 
individual concerns, answer questions on items which are not part of the Agenda process and also provide 
overall information on things of interest. 

Establish a weekly Executive Staff meeting to review the status of current projects/programs and 
personnel. The weekly meeting wi l l provide all directors information in reference to those items of 
concerns at the department level, keeping everyone involved and informed. 

Meet the employees during an open house, then each month thereafter I wi l l attend two departments and 
attend their staff meeting. This allows me to meet each of the employees in their work space and in their 
comfort zone. 

Meet with the Directors and Senior Staff members enable each member to addressed departmental 
concerns, also what do they expect from the City Manager. Communicate my expectations, department 
goals, performance measures as to Department Directors, and direction for the next 30 days and going 
forward. 

Review the Interlocal County/City Agreement for Policing/Public Safety Services with Sheriff Staly. I f 
Sheriff Staly has time, tour the City for areas of concern from his perspective, outline how the City can 

assist in removing obstacles that may contribute to crime. Create a report to serve as a baseline to use 
when developing the perfonnance measures for the service provided. Review other services, like the 
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SRO's and support during an event, tiie requirements, notifications and lAP's (who own's them and 

provides the data) response, assuming the Fire Department is also part of the process. 

Meet with the City Attorney Reischmann to discuss open claims, litigation pending, and current legal 

issues facing the City. Discuss the process of agenda review and how to remain consistent, and on time. 
Discuss the City Attorney's involvement with the Budget process, writing Resolutions and/or Ordinances. 
Discuss the City Charter and what future challenges does he see with the current charter, is there a 
requirement to update it every so many years, or never? I could not find the City Charter online- so I 
would also promote placing it on the website for the Citizens to review as needed. 

Reach out to the non-profit organizafions and Community groups within the City, such as: the local 
Chamber, Business Assistance Center, Rotary, Kiwanis, Habitat for Humanity, Elks, Knights of 
Columbus, American Legion, etc. and schedule a meet and greet with each one. Find out what we can do 
for each organization and the needs of the community. Schedule a "meet and greef' with the community 
through HOA's or other organized community groups, providing them an outline of the next several 
months, find out their needs, ask the questions on their minds, as well as, "What do we need to improve 

upon and What is working well"? 

Evaluate the Strategic Action Plan with the Department Directors/Senior Staff as to their interpretation of 

the role they play in accomplishing each Goal. Provide a white paper on the challenges facing each 
department, what is needed to accomplish each Goal and how to overcome impediments. Since 1 could 
not find the performance measures established for each Goal or Objective, I assume they wi l l need to be 
defined. It is difficult to demonstrate accomplishments i f the outcomes have not been determined, you are 
reaching for the stars with no indication of how far to reach. 

Re-affirm the Strategic Action Plan with the City Council, present completed Strategies or Objective for 

each of the Goals. Provide update on the open Strategies/Objectives, updating the public using the 

website to publish accomplishments. 

Review the Financials with Ms. Alves the Finance Director, starting with the current year CAFR, 
expected to be underway and close to finalization. Review the City's position on debt, pension 
information, insurance pool, and fund balance for each governmental fund, as well as the cash balance in 
the enterprise funds and the MD&A and Financial Notes. Update the City Council with this information 
along with submitting the CAFR to the GFOA, i f it has been submitted then I wi l l make sure the City 

Council is provided the Financial Status of the City. 

Review the Financial Policies in place for Investments, Debt Coverage for each Fund, Fund Balance 
Requirements, as well as. Cash Balance Policies, Transfer policies, and other relevant policies. Develop a 

plan to correct potential policy violations or language. 

Review the Current Year 2018-19 Budget and make sure the Mid-Year Review is performed and 

presented to the City Council. Discuss opfions to correct any discrepancies, review performance measures 

making sure the metrics are consistent and align with the expectations as set-forth in the Strategic Acfion 

Plan. 

Review the FY 2019-20 Budget, sit with Mr. Falgout and each Director and review their operating budget 
request, to include position control. Review with the team the Capital Outlay (CO)request and all the 
Capita! Improvement Projects (CIP). Align the request for CIP and CO with the proper fund source. 
Review the Liability and Health Insurance plans, worker's compensation, pension, debt, interfund 
transfers, and investments. Using the Budget Calendar make sure the City Council work sessions/shops 
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have been scheduled and determine the types of worl^ing schedules to provide the Council for effectively 
communicating the budget. 

Meet with the Fire Department and other department directors to review the EOC plan. Make sure a plan 
is in place for the City to be able to respond to a natural disaster or hurricane. Evaluate the plan, make 
sure all players know their role, update the website with a recent training i f available. Make sure all 
contracts for debris removal and monitoring are current and valid, bid an emergency contract with an 
allowance of up to $2,000,000 (this wil l allow for repair to a facility, road or other infrastructure 
immediately). FEMA requires all contracts have been properly bid, check the purchasing policy to make 
sure it was followed. NIMS training is required by all involved in the recovery, training plan should 
validate compliance. Finance needs to make sure all files are ready and the 214's are available and the 
current staff understands how to fill out the forms. City Council needs to be informed as to the Charter 
and Purchasing Policy requirements, making sure Resolutions or other legal documents have been issued 
and approved by the City Council to allow the City to operate efficiently under the City Manager/Mayor 
as appropriate for operations. Policies need to be reviewed to include a pay poHcy, FEMA wi l l require 
documentation. 

Status on the Public Works building and also an update on the Stormwater plan recently put into effect. A 
timeline with Cost estimates and Task to be completed. A project meeting with the Engineering firms on 
record, along with staff for both the Public Works Building and the Stormwater projects. 

Establish a workplan for the Innovation District based on the Strategic Action Plan, along with Economic 
Development Master Plans. Review the Innovation Kick Start Program and the Opportunity Zone. 
Develop initiatives to move the City beyond the initial 17% developed threshold in which it currently sits, 
establish the next threshold minimums, set timelines for each initiative based on sector information and 
normal Economic Growth patterns for similar areas. Wynn Newingham should be well versed and she 
should be able to use local economic data from similar communities and with similar programs to assist in 
developing the initiatives. 

Assess the Fiber and connectivity in the City, bring in Magellan and review the Master Plan. I f other 

options need to be considered, develop a plan and discuss with the City Council. Look for opportunities to 
not only improve by also to develop initiates that are not just meeting the minimum requirements, but 
exceed the requirements. Will the City extend the fiber to the rural areas for consumption, i f so, then has 
the City engaged a third-party provider to sell the service? Keep legal involved since there are statutes 
preventing City's from being a service provider. There are several opportunities to receive funding from 
the Federal Government i f a City owns it Fiber and wil l provide it to the underserved community. There 
are also several Federal Government Appropriates available for providing WiFi to a "downtown" or 
central common area for tourism and can also be worked into the Economic Development package. The 
last option to be explored is the 5G option, determining when to begin this expansion is a bit tough, so I 
believe some extensive work sessions and also some educational opportunities exist. 

60 Days 

I've included a lot of items within the first 30 days of employment, for several reasons. The City Manager 
must provide the City Council a balanced Budget for consideration. So, with that being said, the Current 
Year Budget and the New Year 2019-2020 Proposed Budget must both be a priority. Along with the 
budget knowing the Financial status of the City is important in order to fund programs, such as fiber, 
stormwater projects, facility renovations or extensive maintenance. Even i f a project is in the budget, once 
the CAFR has been completed you may find you need to reassess priorities or even better you can now 
afford to move forward with a build or a project. Reviewing the Strategic Action Plan is a must, along 
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with meeting with the Community and Community Organizations. I couid continue with hsting the 

priorities, but I beheve all of the items must be assessed as described during the first 30 days, it is crucial, 

once the initial review and analysis has occurred, the second 60 days will include the follow-up and the 

assignment period. 

Contracts need to be reviewed, to include any CCNA contracts, review contract's due to expire prior to 
the end of the fiscal year first, etc. Validate the need and present to the City Council or extend i f allowed. 
Review all contracts in the next several months, part of the review includes a validation process verifying 
all contracts were properly bid or included as part of a legal piggyback process. Work with Legal and 
Purchasing to valid the process and update the Purchasing Manual and Policy, to work along with the 

Budge Adoption in September. 

Part of the overall Contractual review period includes reviewing all the Master Plan's. I f the current year 
budget includes a plan or Master plan - where are we, when will it be complete for review by the council 
- did we fund expected CIP's as part of the implementation phase- did we meet the performance 
measures assigned to the project? Do we have a Master Plan for the Utilities, Stormwater, Infrastructure, 
Economic Development, Information Technology, or for Parks & Recreation. Is the Comprehensive Plan 
or EAR due to be updated, i f so then they need to be considered and funded through the budget process, 

the COMP Plan and the Parks & Recreation Master Plan usually work hand-in-hand. 

Look at the funding sources as part of the Budget process - Impact Fees, Fire Assessment Fees, and other 
Special Revenues. When was the last time an Impact fee Rate Study was performed? With growth the 
need to know the Impact Fees reflect the current value to serve is critical, otherwise the fees collected will 
not pay for the service in which you expect to provide. Are the Impact Fees being spent in accordance 
with the Florida Statute, i f needed meet with Finance and the City Attorney. Involvement with the 
Community Development Director, Utility and Public Works Director, as well as the City Engineer and 
Finance wi l l be imperafive while undergoing a review of the fee structure and special revenues. 

Water and Sewer Rate Study - has one been performed recently? Are the rate payers paying the correct 
amount for base charges and for consumption of the service? Future CIP and normal operating functions 
need to be considered, as well as the Capital Outlay (fixed assets - equipment) that may be needed to fund 
future operafions of the systems. Water and Treatment Plants require maintenance and sometimes 
modification a R&R program should be considered, especially i f the CUP is in quesfion, or needs to be 

expanded for the expected future growth. 

90 Days 

Now that I've worked with the Department Directors for some time, a retreat wil l be planned. As part of 

the team building a SWAT analysis will be performed by each department director. One on the 
department and one by each of the directors (identifying their strengths and weaknesses); teamwork wi l l 

be a focus, learning how to lean and to work as a new team. 

During each quarter I would like to take a Tour of the City and City Facilities with each Legislative 
member individually, in some cases these tours are focused on a particular facility or project. 
Communication is aided by being at the facility or where the project is being worked, I beUeve the 
message can be conveyed in person better than in writing for certain projects. 

The Budget process is still in the building phase, idenfifying all projects and programs is essential. 
Review of the departmental budgets and the City Council priorities wil l continue to be a focus. Develop 
the Performance Measures for each of the programs (measuring success as we go) and look to join Florida 
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Benchmark Consortium or ICMA according to the City Councils policy requirements and the fit of the 
City within these organizations. 

Ensuring the departments have planned for Training of each employee in the upcoming year and 
Succession planning is vital. Each department director wil l be asked to prepare a succession planning 
template, looking at critical positions and evaluating needs. Validating the salary table structure and 
future pay adjustments, continue to compare pay schedules to local City's, keeping the City competitive 
for both pay and benefits. 

120-to the end of the first year 

During each quarter I would like to take a Tour of the City and City Facilities with each Legislative 
member individually, in some cases these tours are focused on a particular facility or project. 

Communication is aided by being at the facility or where the project is being worked, I believe the 
message can be conveyed in person better than in writing for certain projects. 

Each quarter I will update the City Council on the Strategic Action Plan, where we are, what we've 
accomplished, what is in work, items on hold and why, and proposed changes or deletions to the plan. 

Continue to brief the City Council during each meeting, as part of the City Manager's report on the status 
of projects or programs, financiais, contract's and general items relating to the policies as set forth by the 
City Council. 

During the budget process, presenting the Purchasing Manual, Investment Policy, Fund Balance and 
Reserve Policies, and the other related polices for review and approval. Indicating the Budget was 
balanced and included adherence to each of the policies, this will be part of the future process of the 
Budget. 

The normal workweek wil l include operational items, some of which I may need to brief you on and 
others will be completed by the department. I view the department directors as "experts" in their field and 
they wil l provide input and advise on specific items. Each department director wil l be held accountable 
for their actions and they must own the process, the same for myself 
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EVERYTHING 
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NTRODUCTION TO Di J 

EVERYTHING 
V A M A G f M r l T " 

Welcome to Everything DiSC® 

Robin, have you ever wondered why connecting with 

some people is easier for you than with others? 

Maybe you've noticed that you have an easier time 

managing people who focus on creating lively 

environments and relationships. 

Or, maybe you're more comfortable working v\/ith 

those who take an optimistic, fast-paced approach 

than those who work at a steadier pace. 

Or, perhaps you relate best to people who are more 

enthusiastic than analytical. 

Everything DiSC® is a simple tool that offers information to 

help you understand yourself and others bet ter -and this 

can be of tremendous use as a manager. This report uses 

your individual assessment data to provide a wealth of 

information about your management priorities and 

preferences. In addition, you'll iearn how to connect better 

with people whose priorities and preferences differ from 

yours, 

Cornerstone Principles 

• All Disc styles are equally valuable, and people 

with all styles can be effective managers. 

• Your management style is also influenced by 

other factors such as life experiences, 

education, and maturity. 

• Understanding yourself better is the first step 

to becoming more effective with your 

employees and your manager. 

• Learning about other people's DiSC styles can 

help you understand their priorities and how 

they may differ from your own. 

• You can improve the quality of your 

management experience by using DiSC to 

build more effective relationships. 

Resufe-oriented 

Strong-willed 

Forceful -

Analytical 
Reserved 
Precise 
Private 
Systematic 

INFLUENCE 
Outgoing 

Enthusiastic 
Optimistic 
High-spirited 

Lively 

• Even-tempered 
• Accommodating 

• Humble 

CONSCIENTIOUSNESS 

© 2013 by John Wiley & Sons, Inc. M rights reserved. 
Reproduction in any form, in whole or in part, is prohibited. 
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EVERYTHING 

YOURDiSC-^ OVERVIEW 

How is this report personalized to you, Robin? 
In order to get the most out of your Everything DiSC Management® Profile, you'll need to understand your personal 
map. 

Your Dot 
As you saw on the previous page, the Everything DiSC® 
model is made up of four basic styles; D, i, 8, and C. Each 
style is divided into three regions. The picture to the right 
illustrates the 12 different regions where a person's dot 
might be located. 

Your Disc® Style: i 

Your dot location indicates your DiSC style. Because your 
dot is located in the middle of the i region, you have an i 
style. 

Keep in mind that everyone is a blend of ail four styles, but 
most people tend strongly toward one or two styles. 
Whether your dot is in the center of one style or in a region 
that borders two, no dot location Is better than another. All 
Disc® styles are equal and valuable in their own ways. 

^^^^^^ 

Close to the Edge or Close to the Center? 
A dot's distance from the edge of the circle shows how naturally inclined a person is to encompass the 
characteristics of his or her DiSC style. A dot positioned toward the edge of the circle indicates a strong inclination 
toward the characteristics of the style. A dot located between the edge and the center of the circle indicates a 
moderate inclination. And a dot positioned close to the center of the circle indicates a slight inclination. A dot in the 
center of the circle is no better than one on the edge, and vice versa. Your dot location is near the edge of the circie, 
so you are strongly inclined and probably relate well to the characteristics associated with the i style. 

Now that you know more about the personalization of your Everything DISC Management Map, you'l! read about the 
management priorities and preferences associated with the i style. Using this knowledge, you'll iearn how to use 
Everything DiSC principles to improve your ability to direct, delegate, motivate, and develop others more 
successfully. Finally, you'll explore ways to work more effectively with your own manager, 

© 2013 by John Wiley & Sons, inc. All rights reserved. 
Reproduction in any form, in whole or in part, is prohibited. Robin Hayes 
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EVERYTHING 
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Your Dot Tells a Story 
Your Disc Style Is: i 

Like otiier managers with the i style, Robin, you probably enjoy relating to 
other people. You tend to have a fairly extensive network of friends and 
colleagues, and you may view a roomful of strangers as a fun opportunity to 
connect. Similarly, you're likely to get personal satisfaction out of introducing 
people who would not otherwise meet. 

Because you're optimistic and enthusiastic, you may find It easy to get the 
people you manage excited about your goals and ideas. When you speak, 
you're likely to promote your opinions with passion. Many people probably 
find your enthusiasm contagious. However, those who are more skeptical 
may fee! that you are overly optimistic at times. 

When communicating, you tend to be expressive, and you may dial up your volume and gestures to get 
people's attention. Compared to most managers, you have a stronger urge to process your feelings by 
verbalizing them. At times, your somewhat talkative nature may cause you to monopolize conversations, 
particularly with those who are more soft-spoken. 

In terms of time management, you like to have a variety of tasks on your plate and probably grow bored with 
routine. Most likely, you maintain your enthusiasm and drive under time pressure. Although you're often excited 
to start a new project, you may sometimes dive in without adequate planning or resources. Because you're 
probably confident in your ability to improvise, you may prefer a more free-flowing approach. 

You probably enjoy making gut-instinct decisions, but you also tend to be accepting of other people's ideas. In 
fact, when people offer opinions or weigh in, you sometimes may be reluctant to give negative feedback for fear 
of being seen as the "bad guy." At times, your optimism may also cause you to overestimate your own abilities 
or misjudge the difficulty of a task. 

You genuinely enjoy being around other people, so you probably encourage people to work collaboratively. Most 
likely, you see team brainstorming sessions as leading to endless possibilities, and you tend to actively solicit 
ideas from other people. However, because you naturally want to connect and collaborate with others, you may 
not always realize that some people require more personal space. 

Like others with the i style, you may tie your self-worth closely to your social circle. You strive to make favorable 
impressions whenever possible, and you're most likely comfortable being the center of attention. In fact, you 
probably enjoy telling stories and entertaining others in a colorful, engaging way. 

In conflict, you may be inclined to brush any unpleasantness under the rug for as long as possible. However, if 
your anger, frustration, or hurt reaches a breaking point, you may say things you later regret. For you, venting 
may feel like a therapeutic process, but it may make the people you manage highly uncomfortable. 

Robin, like others with the 1 style, your most valuable contributions as a manager may include your ability to 
generate excitement, your high energy, and your desire to bring people together. In fact, these are probably 
some of the qualities that others admire most about you. 
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YOUR PRIORITIES & SHADING 

EVERYTHING 

Your Shading Expands the Story 
Robin, wliile your dot location and your DiSC® style can say a 
great deal about you, your map shading is also important. 

The eight words around the Everything DiSC map are what we call 
priorities, or the primary areas where people focus their energy. 
The closer your shading comes to a priority, the more likely you 
are to focus your energy on that area. Everyone has at least three 
priorities, and sometimes people have four or five. Having five 
priorities is no better than having three, and vice versa. 

Typically, people with the i style have shading that touches 
Encouragement, Action, and Collaboration. Your shading 
stretches to include Support, which isn't characteristic of your 
style. 

ACTION 

What Priorities Shape Your Management Experience? — 

• Providing Encouragement 
Robin, like other managers with the i style, you tend to value people's emotional needs and want members of your 
team to feel good about their contributions. Therefore, you probably take time to give people recognition and 
celebrate group victories. You focus on providing encouragement so people feel energized and optimistic about their 
work. 

• Valuing Collaboration 
You tend to recognize the importance of group effort, making it a key component of how you work. Most likely, you 
include others in important activities and decisions, and you may pride yourself on your ability to build team spirit by 
getting everyone involved. You value collaboration because you think it not only leads to better outcomes, but it 
makes the job more fun. 

Taking Action 
Managers with the i style usually like excitement and fast movement. Most likely, you're energized by innovative, 
groundbreaking solutions, and you're eager to hit the ground running. In fact, your pace might be a bit fast for some 
of the people you manage, but rather than slow down, you may encourage them to catch up with you. Because you 
emphasize action, you may inspire your team to push forward quickly. 

• Giving Support 
Moreover, you place a high priority on supporting others, although this is not typical of the i style. You may prefer to 
have harmony in your relationships, and people probably know you're ready to help or listen patiently when needed. 
Because an orderly, peaceful environment is important to you, you're willing to put your own needs aside to give 
support to others. 
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YOUR MANAGEMEN T"^FFERENCES 

EVERYTHING 

What Do You Enjoy About Managing? 

Different people find different aspects of their work motivating. 
Like other people with the i styie, you may enjoy working with 
others toward a common goal, and you may strive to create a 
high-energy environment where people can express themselves. 
In addition, you likely appreciate that management allows you to 
help others succeed in their professional development. 
Furthermore, you may appreciate the ability to foster a supportive 
environment where people listen to one another's needs, and this 
is less typical of the i style. 

You probably enjoy many of the following aspects of your work: 

MOTIVATORS 

Developing warm relationships with team members 
Keeping things moving 
Inspiring others to do their best 
Promoting creativity 
Building an optimistic mindset in others 
Getting people involved 
Increasing enthusiasm 
Supporting people when they express their 
concerns and frustrations 
Considering the needs and opinions of others 

ACTION 

What do your priorities say about 
what motivates you and what you 

find stressful? 

What Drains Your Energy as a Manager? 
Then there are those management responsibilities that are stressful for you. Because you want to maintain friendly 
relationships and be well-liked, you may have problems pushing people to get results, especially if doing so requires 
you to confront them. Furthermore, you may dislike an atmosphere that feels dull or hinders your energetic pace. At 
the same time, unlike others with the i style, you may find it difficult to manage people who are too aggressive or 

combative. 

Many of the following aspects of your work may be stressful for you: 

STRESSORS 

Giving people unpleasant feedback 
Being forceful or insistent with others 
Making tough decisions independently 
Working steadily toward long-term goals 
Managing challenging or skeptical people 
Being unable to use your intuition 
Having to slow your pace 
Having to reprimand people 
Dealing with angry or argumentative people 
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YOUR DIRECTING & DELEGATING STYLE 

EVERYTHING 

As a manager, you may find tliat effectively directing and delegating to your employees is more complex than simply 
handing off an assignment with a "please" and "thank you." Perhaps you've noticed that individual employees 
respond positively to different types of instruction and feedback. Some want specific directions and welcome 
objective feedback, while others want just the opposite, Based on your DiSC® style and priorities, you have a natural 
approach to directing and delegating. However, to maximize satisfaction and productivity, it's important to consider 
how effective your approach may be with employees of different styles. 

Robin, because you place a strong emphasis on encouragement, 
you tend to be optimistic about people and their abilities. 
Therefore, you usually give individuals the benefit of the doubt and 
may assign tasks to team members without making sure they 
have the skills to get the job done. 

You also prefer to collaborate, and the people you manage may 
be empowered by your trust in their abilities. However, when 
situations require a more direct approach, you may have trouble 
being tough and holding people accountable. 

Because you focus on action, you tend to be fast-paced when 
directing a team. You probably try to get others excited about their 
tasks, but you may occasionally be vague about the specifics in 
your eagerness to get people moving. 

Furthermore, you tend to be supportive, which isn't typical for 
someone with the i style. As such, you usually make sure people 
know you're there to help when needed. 

ACTION 

How Do You Approach Directing & Delegating? 

STRENGTHS 

• Giving direction in a friendly and positive manner 
• Making people feel that they are important 

contributors 
• Encouraging creativity in the execution of tasks 
• Generating enthusiasm 
• Getting people moving 
• Making yourself available to help 

CHALLENGES 

• Pushing people to complete their tasks 
• Judging people's abilities or competencies, 

without overestimating them 
• Highlighting the importance of routine tasks 
• Creating a reliable setting 
• Giving clear, detailed explanations 
• Analyzing options before assigning a task 
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EVERYTh-lING 

TO THE D STYL 
ACTION 

How Does the D Style Like to Work? 

People with the D style prioritize the bottom line and are driven 
to get results. Furthermore, they are willing to take risks in 
pursuit of success, probably even more so than you. They 
strive for ambitious goals and want the freedom to make their 
own decisions without having to ask for input from other 
people. And because they value their independence, they may 
not share your preference to collaborate and work closely as a 
team. Their autonomy also makes them less likely to require 
the encouragement you frequently offer. 

Potential Problems When Working 
Together . ^ 
People with the D style are often questioning and skeptical, and they may challenge your authority if they disagree 
with your decisions. They don't share your focus on other people's feelings and may be blunt or assertive when 
expressing their opinions. And because you tend to assume the best in people, you may mistake their self-assured 
attitude as competence, even if they don't have the necessary skills or experience. In these cases, you may be 
surprised when they fail to deliver what you expected. 

How to Be Effective with the D Style - — - -
Like you, people with the D style are fast-paced and want to work on exciting projects that will make a big impact. 
Therefore, encourage them to tackle more adventurous tasks. Give them freedom to decide on methods and 
tactics, but make sure they don't try to make decisions that exceed their qualifications. If they have exhibited sound 
judgment in the past, show respect for their bold ideas and decision-making ability. Given your i style, you may need 
to focus more closely on their skill level and make sure to check in more frequently if they lack experience. 

If they're less experienced: 

Don't confuse confidence with competence. 
Review their plans before they move ahead. 
Check in often enough to make sure they're on 
track. 
Have them check with you before any risky 
decisions are made. 
Let them know that they will be given more 
autonomy as they gain experience. 

If they're more experienced: 

• Show them the most practical way to be 
productive. 

• Be direct about the results you expect. 
• Set a deadline and let them figure out how to 

proceed. 
• Make sure they understand the consequences of 

their shortcuts. 
• Specify the limits of their authority while still 

allowing for some autonomy. 
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DIRECTING & DELEGATNC 
TO THE I STYLE 

How Does the i Style Like to Work? 
People who share your i style are generally upbeat and 
optimistic. You're both usually sociable and openly expressive, 
and they probably appreciate your tendency to provide them 
with encouragement. They typically share your enthusiasm for 
exciting tasks and your eagerness to interact with others. 
Furthermore, they're outgoing when it comes to expressing 
their thoughts and feelings. Just as you tend to be at ease 
when ideas and conversation flow freely, they may be most 
relaxed when they can be upfront about their needs. 

EVERYTHING g 

ACTION 
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Potential Problems When Working 
Together 
People who share your i style like to work in a fun environment, and you both probably appreciate the social aspects 
of the job. Like you, they enjoy spending time with other people, channeling their high energy into collaborative 
efforts. However, at times, your " i " employees may allow social needs to take precedence over the bottom line, and 
you may neglect to push them for practical results. And because you may find it easy to develop friendly 
relationships with them, it may be difficult for you to give them negative feedback. 

How to Be Effective with the i Style 
Like you, these individuals tend to move quickly. Because they seek new or exciting projects, they may become 
restless if they are forced to work for long periods of time on routine tasks. They share your tendency to improvise 
and make spontaneous decisions. As a result, you may need to check in frequently with those who lack experience 
to make sure they are on track and meeting deadlines. For those who are more experienced, encourage creativity 
and experimentation, but make sure vital details or tasks don't slip through the cracks. 

if they're less experienced: 

• Make sure they don't lose track of details. 
• Give them plenty of encouragement. 
• Limit their socializing. 
• Check their understanding since their enthusiasm 

might hide a lack of clarity. 
• Hold them accountable for missed deadlines or 

skipped steps. 

If they're more experienced: 

Allow them to take the lead in group settings. 
Make time to go over the details with them. 
Encourage them to keep moving forward. 
Acknowledge their contributions publicly. 
Keep them on track and on schedule. 
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How Does the S Style Like to Work? 

People with the S styie tend to be accommodating and 
flexible, and you share their supportive nature even though it's 
less typical for someone with the i style, Therefore, they'll 
respond positively to your friendly manner and genuine interest 
in their needs. However, because they want to be sure they 
know exactly what is required, they want to be given clear 
guidance, yet may be too soft-spoken to ask for it. 
Consequently, you may need to make an extra effort to supply 
the step-by-step instruction that they like. 

r 
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f?ELIABlUT< Potential Problems When Working 
Together 
These individuals tend to make steady progress toward predictable goals, while you're more likely to rely on the 
power of enthusiasm and big ideas. Therefore, they may become uncomfortable if you delegate high-pressure tasks 
to them or urge them to take risks. They dislike dealing with abrupt changes, so your tendency to improvise and 
make quick adjustments may leave them disoriented. As a result, they may look for more stability from you, while 
you may become frustrated with their hesitancy to take chances. 

How to Be Effective with the S Style 
Like you, people with the S style may be most comfortable in friendly, cooperative environments. While they share 
your preference to collaborate with others, they will seldom push for more authority within the group because they 
are much more comfortable working behind the scenes. Give them step-by-step instructions and make sure they're 
comfortable with a task before setting them loose. If they have more experience, give them as much responsibility as 
you can, but make it clear that you're available to advise them when needed. 

If they're less experienced: 

• Give clear, step-by-step directions. 
• Ask questions to confirm their understanding. 
• Check in with them frequently. 
• Refrain from giving them too much responsibility too 

quickly. 
• Avoid pushing them to move ahead before they are 

ready. 

If they're more experienced: 

• Ask enough questions to elicit their concerns. 
• Give them additional responsibilities when they 

seem ready for more challenges. 
• Encourage them to take initiative, 
• Make yourself available as an advisor, 
• Ask them directly what kind of support they need. 
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DIRECTING & DELEGATING ^^ANAor-M^,.. 

TO THE C STYLE • 

How Does the C Style Like to Work? ^ 

People with the C style relate best to clear objectives and fact-
based ideas. They take time to analyze concepts and closely 
examine solutions. Because they rely on logic and objectivity, 
your tendency to make decisions based on gut instinct may 
frustrate them. Furthermore, they're comfortable working 
alone, and they may even avoid the collaboration that you 
prefer. In fact, they require only very minimal face time and 
appreciate environments that foster independence. 

Potential Problems When Working 
Together 
These individuals want to produce dependable outcomes, so they tend to thoroughly consider all the consequences 
before choosing a plan. They prefer to go over options and proposals carefully, which is in contrast to your tendency 
to move quickly. Therefore, they may become annoyed if you pressure them to multi-task or rush their efforts, and 
they may see your push for exciting options as careless or sloppy. In turn, you may think their tendency to go over 
solutions repeatedly stands in the way of progress. 
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How to Be Effective with the C Style — ™-
People with the C style want to work in an environment where they feel free to point out flaws and question 
inefficiencies. You may believe that their objections stifle creativity, but remember that they are more concerned with 
high quality and getting things right. Those with less experience may spend too much time analyzing and perfecting 
their work, so be sure to check in often enough to keep them on track. For those with more experience, allow more 
autonomy but set clear deadlines that keep them moving forward. 

If they're less experienced: 

• Avoid forcing them to collaborate unless it's 
necessary. 

• Help them achieve quality without putting deadlines 
at risk. 

• Communicate with clarity rather than enthusiasm. 
• Make sure they have the resources they need. 
• Check in to make sure they aren't getting bogged 

down. 

If they're more experienced: 

Check in when necessary to ensure fonA/ard 
progress. 
Encourage them to ask for more direction if they 
need it. 
Listen to their concerns about quality. 
Allow them to work independently when possible. 
Give them opportunities to help solve complex 
issues. 
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MOTIVATION AND THb ENvlRONMbNT 

YOU CREATE 

EVERYTi-IING 
V^-NAGF.MvN" 

You can't motivate people. They have to motivate themselves. As a manager, however, you can create an 
environment where it's easy for people to find their own natural motivation. This means building an atmosphere that 
addresses employees' basic needs and preferences so they can do their best work, and you may naturally create a 
certain type of environment for those around you. It's important to understand the nature of this environment 
because it has a major impact on the motivation of the people you manage, 

Robin, because you are enthusiastic and encourage others, the 
environment you likely create is one where people feel 
recognized and accepted. You probably help them see that 
work can be fun, and as a result, they may be more upbeat and 
optimistic about their tasks and contributions. 

Most likely, your tendency to take action might help establish a 
high-energy setting where people want to get going and keep 
moving. The people you manage may be inspired by your fast 
pace, and your emphasis on forward momentum can help instill 
confidence that they are going to help make things happen 
quickly. 

Similarly, your strong preference for collaboration may 
strengthen the bond among team members, which is often 
essentia! for reaching goals. People who feel that group efforts 
are appreciated are more likely to seek opportunities to 
brainstorm together and make improvements, without concern 
for who should receive the most credit. 

Furthermore, unlike others with the i style, you have an extra 
priority that may influence motivation and the environment you 
create. Since you tend to offer support, the people you manage 
probably feel that someone cares about them, which can be 
extremely motivating for some. 

ACTION 

The Environment You Create — — -
• Because you deliver positive feedback, people feel good about their contributions. 
• Your optimism and enthusiasm can make work more fun. 
• Your passion and high energy may inspire people to move quickly. 
• Because you build teams, people feel a sense of camaraderie. 
• When you put confidence in others, they may feel empowered to use creative approaches, 
• Because you are understanding and patient, workers are less frustrated when attempting new things. 
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MOTIVATION AND THE D STYLE 

EVERYTHING 

What Are the Motivational Needs of the D Style? 

Employees with the D style are motivated to win, so they probably care more about the bottom line than how they 
get there. They're driven to achieve, probably more so than you, so they often thrive in competitive environments 
and can sometimes turn the most collaborative task into a contest. Furthermore, they share your desire to move 
quickly and want to make a big impact with innovative or daring ideas. In fact, they may be so focused on individual 
career growth that they disregard the needs of others, and you may have trouble understanding their challenging 
approach. 

What demotivates the D style? 

Routine 
Foot dragging 
Being under tight supervision 
Having their authority questioned or overruled 
Feeling like their time is being wasted 
Having to wade through a lot of details 

How does conflict affect the motivation of 
the D style? 

• Employees with this style may embrace conflict as a 
way to create win-lose situations. 

• They may be energized by the competitive aspects of 
conflict. 

• They may waste energy dwelling on who is at fault. 

ACTION 

o 

How can you help create a motivating environment for the D style? 

Let them know the value they bring to the organization. 
Don't overlook opportunities to allow them to work independently. 
Let them control their work environment as much as possible. 
Orchestrate healthy competitions that will contribute to team success. 
Challenge them with concrete goals meant to stretch their abilities. 
Explain the big-picture, bottom-line purpose of new projects. 

What's the best way for you to recognize and reward the D style? 

• Reward their top performances with more responsibility and autonomy. 
• Compliment them directly when their initiative and drive help the organization. 
• Give them credit for their work and ideas that lead to team success. 
• Offer them opportunities for advancement when they seek new challenges. 
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EVERYTHING 

MOTIVATION AND THE i STYLE V.MAO^M.-M-

What Are the Motivational Needs of the i Style? 
Employees with the i style look for high-energy environments where adventurous or groundbreaking ideas are 
valued. They're eager to collaborate, as you probably are, so they're likely to put a lot of energy into socializing and 
maintaining relationships, Because they like fun, vibrant settings, they often move quickly and indulge in a variety of 
tasks, and you probably don't have much trouble keeping up with their fast pace. Those with the i style are also 
motivated by public recognition, and like you, they appreciate a warm and encouraging environment. 

What demotivates the i style? 

• Being isolated from others 
• Working in a reserved, slow-paced setting 
• Having their contributions go unrecognized 
• Performing routine or repetitive tasks 
• Wading through a lot of details 
• Working with pessimistic or critical people 

How does conflict affect the motivation of 
the i style? 

• Conflict may make them emotional or angry, and as a 
result may negatively affect their performance. 

• They may take conflict personally, which could de-
energize them. 

• They may dwell on the conflict rather than focus on their 
tasks. 

How can you help create a motivating environment for the i style? 

Let them collaborate with you and others. 
Encourage their positive energy and give them opportunities to express themselves. 
Limit the predictability and routine of their tasks when possible. 
Reinforce their optimism with your natural enthusiasm and energy, 
Give them opportunities to be in the limelight. 
Provide some time to socialize without compromising results. 

What's the best way for you to recognize and reward the i style? 

• Praise them publicly, making sure the whole team knows when they've accomplished something great. 
• Let them know that others appreciate the energy and enthusiasm they consistently bring to the table. 
• Reward them by giving them opportunities to shine. 
• Recognize their contributions by recommending them for awards or advancement opportunities. 
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What Are the Motivational Needs of the S Style? 

People with the S style prefer a calm, structured atmosphere where tension and conflict are rare. Like you, they tend 
to be supportive, and may even withhold their own opinions to accommodate or please other people. In addition, 
they like to connect with colleagues on a personal level by working in a collaborative setting, and you may 
appreciate their affinity for teamwork. Furthermore, they want to be seen as reliable and to have enough time to 
perform their duties without being rushed or stressed, which probably isn't as important to you. 

What demotivates the S styie? 

Competitive environments 
Having to change direction abruptly 
Being rushed into quick decisions 
Dealing with cold or argumentative people 
Being forced to improvise 
Being in chaotic situations 

How does conflict affect the motivation of 
the S style? 

• They may compromise on things they care about but 
remain frustrated beneath the surface. 

• They may waste energy worrying that people are mad at 
them. 

• They may become fearful about making mistakes, 
limiting their effectiveness or ability to take chances. 

How can you help create a motivating environment for the S styie? 

Avoid rushing them for results, which may require you to slow your pace at times. 
Let them collaborate with others, but don't push them to be more social than they want to be. 
Be clear about their tasks and responsibilities, and don't skip the specifics. 
Plan ahead to be able to give plenty of warning when changes are coming. 
Give them the structure and security they need to feel comfortable. 
Ask for their ideas, which they might not share without encouragement. 

What's the best way for you to recognize and reward the S style? 
• Reward their steady contributions to team success by making them feel like a vital part of the team. 
• Give them more responsibility, and let them know that you trust them to deliver reliable results. 
• Offer sincere praise, but avoid putting them in the limelight. 
• Encourage them to consider advancement opportunities when you feel that they're ready, since they're 

unlikely to ask. 
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MOTIVATION AND THE 0 STY! 

EVERYTHING 

What Are the Motivational Needs of the C Style? 

Employees with the C style look for an environment where they wili have time to analyze ideas and ensure flawless 
outcomes. They want to produce work that's reliable, so they prefer to maintain a moderate pace and exercise a 
sense of caution, which isn't one of your top priorities. Because they tend to be even more objective than you are, 
they like to weigh all the options and gather all the facts before making decisions. Also, they want to master their 
responsibilities, so they often challenge ideas to ensure accuracy, an approach you probably don't share. 

What demotivates the 0 style? I 

Being required to work collaboratively | 
Receiving vague or ambiguous directions j 
Having to deal with strong displays of emotion ^ | 
Being forced to let errors slide | 
Having to make quick decisions | 
Being wrong m . I 

z ' i 
How does conflict affect the motivation of ^ ' i 
the 0 style? o ; ^ i j 

• They may become resentful and unyielding, limiting their | j 
productivity. ^ ' ^ Y G : ; , . | | 

• They may withdraw from the situation to avoid having to \ J 
deal with emotional reactions. ''^/> , 

• Their unexpressive manner may conceal a tendency to /^eiiABiuf^ 
worry excessively. . ^ ^ ^ s s s ^ ^ s ^ s ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ 

How can you help create a motivating environment for the C style? 

Explain the purpose of tasks logically rather than enthusiastically. 
Encourage them to help define quality standards. 
Listen to their insights about projects or tasks, and avoid dominating conversations. 
Provide opportunities for independent work rather than focusing on collaboration. 
Convey your expectations clearly and specifically. 
Give them plenty of time to process information. 

What's the best way for you to recognize and reward the 0 styie? 

• Compliment them privately by highlighting specific aspects of their performance that stand out. 
• Thank them for the unique contributions they make by ensuring high-quality outcomes. 
• Reward them by providing new opportunities to complete challenging projects independently. 
• Encourage their growrth by offering to help them build expertise in new areas of interest. 
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YOUR APPROACH TO DEVELOPING OTHERS 

EVERYTHING 

One of the most important but often overlool<ed areas of management is employee development. By development, 
we don't mean day-to-day direction on current job duties. Instead, we're talking about supporting employee's long-
term professional growth by providing resources, environments, and opportunities that capitalize on their potential. 

Certainly, your employees will need to work through those limitations that are significant obstacles to their growth. 
Research shows, however, that you'll be most effective as a manager if you can help your employees identify and 
build on their strengths, rather than trying to fix all of their weaknesses. Each manager has a natural approach to this 
development task, and your approach is described below. 

Robin, you usually want the best for the people you manage, 
and this interest in their well-being often helps you address 
their development needs. Most likely, you're optimistic about 
people's abilities and encourage them to reach for their loftiest 
goals. When it comes to career growth, you may motivate 
people to take quick action and be creative as they find ways 
to use their strengths. And because you usually let people 
know that you're eager to help them develop, they probably 
feel comfortable approaching you with their questions and 
concerns. Overall, you find ways to give people confidence as 
they identify their talents and provide opportunities for them to 
showcase these talents. 

Furthermore, unlike others with the i style, you also have an 
extra priority that might influence your approach to developing 
others. To you, developing others encompasses giving 
support and being there to assist people when they need it. 

ACTION 

Your Development Approach 

ADVANTAGES 

• Encouraging creative or daring ideas for people's 
development 
Making yourself available for mentoring 
Boosting others' self-confidence with your belief 
in their abilities 
Pushing people to move quickly in their 
development 
Inspiring people to think big 
Taking the time to listen to people's real concerns i 

DISADVANTAGES 

• Pushing people at a pace that doesn't allow them 
time to develop necessary skills 

• Being unrealistically optimistic about some people's 
development options 

• Failing to take a long-range view of people's 
development needs 

• Putting too much emphasis on positive behaviors at 
the expense of addressing problems 

• Failing to consider whether development plans are 
well-suited to the person 

• Being too accepting when people don't quite meet 
objectives 
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DEVI ;MPL 

EVERYTHINiG 

Areas Where They Have Strong Potential 
Consider ways that these employees and the organization can take full 
advantage of the following strengths: 

• Willingness to take risks and challenge the status quo 
• Comfort being in charge 
• Confidence about their opinions 
• Persistence through failure or tough feedback 
• Competitive spirit and drive for results 
• Ability to create a sense of urgency in others 
• Comfort being direct or even blunt 
• Restless motivation to take on new challenges 
• Ability to find effective shortcuts 
• Willingness to speak up about problems 

ACTION 

Obstacles and Strategies in the Development Process 

Drive 
People with the D style are usually quite driven, so it may be important to ensure that their energy is channeled in the 
right direction. Othenwise, they may strive for their own goals and give less attention to the organization's needs. At 
times, you may need to rein them in and make sure their priorities align with those of the organization, which may 
require you to be more direct than is natural for you. 

• Consider development opportunities that have the potential for impressive results. 
• Be sure that they know the difference between individual and organizational goals. 
• Encourage their ambition and autonomy, but be prepared to redirect their focus. 

Actjon ] " " " " " " " " " " " " " 
Like you, people with the D style tend to move fast, so they may not believe they require any structure or long-term 
development plan. In your mutual zeal for rapid progress, the two of you may fail to plot out the details of their long-
term growth. This is especially true if they are inexperienced or prone to make important decisions with very little 
information. 

• Remember that they may insist on moving fonA/ard even without the necessary skill set. 
• Help them slow down to think through their development path. 
• Review the big picture and encourage them to come up with appropriate long-term goals. 

Challenge 
These individuals are more independent than you, and they may be strong-willed in pursuing their goals. As a result, 
they may challenge your leadership, especially if you are focused on collaborative efforts. Give them as much 
autonomy as you can without undermining your own authority, but don't allow them to avoid their responsibilities 
related to the group effort. 

• Allow them to work independently to the degree that they don't damage team unity. 
• Reassert your authority if necessary. 
• Set up a system so they know when you are suggesting and when you are telling. 
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DEVELOPING YOUR T EMPLOYEES 

EVERYTHING 

Areas Where They Have Strong Potential 
Consider ways that these employees and the organization can take full 
advantage of the following strengths: 

Ability to build a network of contacts 
Willingness to accept new ideas 
Interest in working with others 
Comfort taking the lead 
Persistence through optimism 
Tendency to create enthusiasm 
Ability to empathize with others 
Willingness to experiment with different methods 
Tendency to give praise and encouragement to others 
Ability to rally people around an idea 

ACTION _̂ 

3 

Obstacles and Strategies in the Development Process 

E n c o u r a ^ l ^ ^ I ' " " ' ' " " " " 
People who share your i style want to know that they are doing a good job and are on the right development path, 
so they may appreciate your preference to focus on the positive while offering feedback. However, because you 
both tend to be optimistic, you may gloss over negative issues and ignore potential problems. Therefore, you may 
need to make sure that they understand which areas require improvement. 

• Continue to be optimistic when assessing their development, but don't ignore problems. 
• You may need to offer tougher feedback at times. 
• Check to make sure they understand your feedback. 

Action 

Like you, these individuals are interested in fast-paced innovation, and they may avoid development opportunities 
that require in-depth analysis. Because you are equally likely to push for action, the two of you may come up with 
development plans that are vague or overly optimistic. Instead, it may be helpful to iook at promising opportunities 
that might require more attention to detail. 

• Encourage their spontaneity when appropriate. 
• Point out the negative consequences of not taking the time to develop skills with deliberate effort. 
• Avoid letting your mutual enthusiasm obscure important details or potential issues. 

CoJIaboration 

Like you, these individuals love working with other people, and this can be a great source of strength in their 
development. However, because you both value collaboration above individual accomplishment, the two of you may 
focus exclusively on collective efforts at the expense of personal goals. Remember that sometimes independent 
efforts are as important as teamwork when it comes to personal growth. 

• Encourage them to pursue opportunities that involve working with others. 
• Allow them to lead small groups. 
• Remind them that their growth will also depend on independent work. 
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EVERYTHIMG 

i V L _ . 
iVELOPING YOUR '̂ Ŝ ^ EMPLOYEES 

Areas Where They Have Strong Potential 
Consider ways tinat tinese employees and the organization can take full 
advantage of the following strengths: 

• Ability to work with different types of people 
• interest in maintaining steady progress 
• Tendency to be diplomatic I 

Willingness to support team goals g 
Ability to empathize with others 
Persistence to work on routine or highly detailed projects 
Tendency to follow through on commitments 
Ability to calm upset people 
Understanding of others' perspectives 
Willingness to be flexible to others' needs RELIABILITY 

Obstacles and Strategies in the Development Process 

Support _̂  _ _ j " " 
While it's not typical for the 1 style, you tend to be supportive and offer the reassurance that people with the S style 
need. As a result, they probably appreciate the level of patience and consideration you extend to their development. 
Still, because you focus on people's emotional needs, you may not push them to reach beyond their comfort zones. 

• Help them see the depth of their skills and abilities. 
• Remind them that they have to focus on their own needs at times. 
• Push them gently to grow and develop. 

[=ieliabiHtY ^ - " " " " 
They are dependable and stable. For this reason, they may feel that your development plans are too risky or 
adventurous. In addition, they may want more structure from you when it comes to laying out their professional 
future, 

• Encourage them to look beyond the risk in bold development plans to see the opportunities. 
• Give them time to warm up to ideas that involve a lot of change. 
• Work with them to create specific development plans. 

Collaboration j - - - ' 
Like you, people with the S style are comfortable working with others, but their focus on collaboration may be at the 
expense of individual opportunities for growth. And since you both want harmonious relationships, you may have 
trouble providing tough feedback. Trying to avoid hurting their feelings may deprive them of constructive criticism 
that could help them down the line. 

• Encourage them to pursue collaborative opportunities while furthering their own development. 
• Show them that they have the strength to work autonomously. 
• Offer constructive feedback when necessary. 
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DEVELOPING YOUR PLOYEES 

EVERYTHING 

Areas Where They Have Strong Potential 
Consider ways that these employees and the organization can tai<e full 
advantage of the following strengths: 

Insistence on quality 
Ability to look at ideas logically 
Comfort with studying the specifics 
Interest in maintaining error-free work 
Ability to pinpoint potential problems 
Persistence in analyzing solutions 
Willingness to work alone 
Tendency to avoid letting personal feelings interfere with work 
Ability to exercise caution and manage risks 
Interest in developing a systematic approach 

< 

Obstacles and Strategies in the Development Process 

Objectivity  

These individuals use logic to guide their actions, so they may believe that your more intuitive approach to 
development is misguided or sloppy. Because of their interest in progressing rationally, they may prefer to work in a 
"cave" when planning their development, and they may discount team unity and other people's feelings. 

• Steer them toward analytical development opportunities. 
• Respect their independence, but remind them to fill you in on their progress. 
• Avoid forcing them to socialize, but reinforce the importance of teamwork, 

Reliability 

People with the C style want development opportunities that are clear and well planned, so they may reject your 
tendency to keep moving fonA/ard, leaving the specifics for later. Further, they may be less interested in your daring 
or innovative ideas for development, even though playing it safe isn't likely to lead to growth. 

• Put development opportunities into a clear, well-organized framework. 
• Encourage them to look beyond safe and predictable development plans. 
• Ensure that they see the drawbacks of playing it safe. 

ChaHenge^ 

These individuals are often skeptical, so they may probe ideas for flaws even after others have accepted them. They 
frequently question solutions, which may be frustrating as you work with them to create a development path. And 
their tendency to say "no" may come across as dismissive or resistant. 

• Expect that you'll have to back up your ideas with evidence if you want buy-in, 
• Hold them accountable if they question your ideas in a disrespectful way. 
• Give them time to think over your suggestions before making final decisions together. 
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HOW YOUR MANAGER SEES YOL 

EVERYTHING 
V A ^ ] / - G L ^ y ^ " l ^ l " • " 

One of the most important but often overlool<ed aspects of management is 
sometimes called "managing up." This refers to effectively working with and 
influencing your own manager. Understanding how your manager sees you 
is important, but sometimes difficult. This page provides insight into how 
your manager might see you. 

• Encouraging 
Robin, since you have an i style, you probably come across as enthusiastic 
and peopie-oriented. Your manager may appreciate your tendency to 
inspire people to keep a positive outlook. On the other hand, because 
you're sometimes overly optimistic, some managers may be concerned that 
you let your emotions cloud your judgment, while others may not identify 
with your emphasis on a lively work environment. 

Some managers may see you as un realistically optimistic. 
• Your manager may prioritize facts over passion. 

ACTION 

I • Active 
1 Many managers will appreciate that you get going quickly on tasks and projects. Furthermore, they may like how 
I your energetic push toward new opportunities gives the organization momentum. On the other hand, some 
I managers may see your speed as sloppy or reckless, whiie others may worry that your excitement could cause you 

to overlook other important factors. 

• Your manager may see shortcuts as evidence of sloppy work. 
Some managers may find your more adventurous ideas to be impractical or unrealistic. 

• Collaborative 
Because of your emphasis on teamwork, your manager probably feels comfortable that you'll gather a lot of input to 
create stronger solutions. Many managers may also appreciate your openness to ideas even if they didn't originate 
with you. However, your consistently collaborative approach may lead some managers to think that you're more 
interested in the group process than in getting things done. 

• Your manager may think that you have trouble staying on task. 
Managers who stress independent work may want you to act decisively without involving others. 

• Supportive 
In addition, you tend to be supportive, which isn't typical of the i style, and many managers may see your willingness 
to help as a great asset in making their jobs less stressful. However, some managers may think you have trouble 
holding people accountable for subpar performances. 

• Your manager may see you as too lenient at times with people who are underperforming. 
Some managers may see you as too willing to compromise on goals rather than pressure others. 
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WORKING WITH '̂ D" MANAGERS 

EVERYTHING 
VA\JAG ' "M~N" " 

Most of us would like to understand our own manager a bit better. If your manager tends toward D, here are some 
insights for working more effectively together. 

Their Priorities & Preferences 

Managers with the D style put a strong emphasis on drive and are 
active in pursuing bottom-line results. They can be demanding and 
blunt and won't hesitate to voice their skepticism. Overall, they 
respond best to people who can quickly help them achieve success. 

• Unlike you, their drive for results may cause them to overlook 
people's feelings or make compromises to quality. 

• Like you, they prioritize action and want to keep progressing at a 
rapid pace. 

• Unlike you, they tend to openly challenge the status quo and 
pressure others to meet their high standards. 

ACTIOA^ 

Advocating & Getting Buy-In 

Managers with the D style want to see concrete results as fast as possible, so you may get buy-in by showing how 
your plan will quickly affect the bottom line. And because they respect confidence, your natural self-assurance might 
help your proposals get serious consideration. However, if you present your ideas enthusiastically without illustrating 
the substance, these managers may dismiss them as frivolous. Like you, they want to keep things moving quickly 
and may become frustrated when something or someone slows progress. Avoid unnecessary details, but be ready 
with facts in case they challenge your assumptions. Furthermore, they want to feel in control, so show respect for 
their leadership by offering them an ownership stake in the solution. 

• Keep the focus on the bottom line. 
• Project confidence in your ideas, but only when it's genuine. 
• Avoid coming across as overly enthusiastic or passionate. 

Dealing with Conflict 

Managers with the D style can become competitive in conflict, creating win-lose scenarios in which compromise is 
seen as a sign of weakness. They aren't inclined to gloss over differences or avoid confrontation. This is probably 
quite a bit different than how you handle conflict, since you prioritize friendly relationships. When working with these 
managers, be careful not to brush past the issues. They're probably more frank than is comfortable for you, but 
remember not to take it personally. State your points objectively without getting defensive. 

• Avoid viewing their directness as a personal attack. 
• Don't gloss over disagreements just to keep things friendly. 
• Keep the discussion focused on the issue at hand. 

© 2013 by John Wiley & Sons, inc. All rights reserved. 
Reproduction in any form, in whole or in part, is prohibited. Robin Hayes 23 

235



EVERYTHIMG 

WORKING WITH 'T̂  MANAGERS 

Most of us would like to understand our own manager a bit better, if your manager tends toward i, here are some 
insights for working more effectively together. 

Their Priorities & Preferences ACTION ^̂ ^̂  j 

Managers with the i style tend to be energetic and encourage others ^f?^ j 
to do their best. Overall, they want to lead a fast-paced but friendly .-MA^ I 
team, and they will likely respond best to people who like to create an ^ 
optimistic team spirit. •• 

•'.•,;,•:::„-:•;-:., ^ t 
• Like you, they give people recognition and celebrate group ^ | 

victories. B % 
• Like you, they prefer to work with others and prioritize * j 

teamwork. | 
• Like you, they focus on action and move quickly while striving J 

for forward progress. M 

Advocating & Getting Buy-In — — 

Managers who share your i style look for cooperation and want to know how your plans will affect other people. Like 
you, they're interested in finding ways to interact, and they believe collaboration leads to better outcomes. To gain 
their buy-in, show them how team members can work together to reach your goals. Use your energetic approach to 
show them that your solution has the power to invigorate people, but avoid exaggerated claims that might mask 
legitimate flaws. Furthermore, they share your desire for fast movement and groundbreaking solutions, so lay out the 
big picture, and assure them that things will happen quickly once you have their buy-in. 

Emphasize how your ideas can quickly energize people. 
Discuss the effect of your ideas on other people. 

• Refrain from overestimating an idea's true potential. 

Dealing with Conflict - — 

Managers who share your i style want to maintain friendly reiationships. However, self-expression is very important 
to them, so they may demand to be heard in a conflict situation. Because you have a similar approach, you and an 
'T' manager may say harsh things to one another that are difficult to take back. Furthermore, you both may have 
trouble letting things go later. Therefore, when things get tense, express your concern for their feelings and a desire 
to work through the conflict quickly but thoroughly, and avoid personal attacks. Let them know that a disagreement 
now doesn't mean a poor relationship down the road. 

• Avoid engaging in any personal attacks 
• Acknowledge the importance of everyone's feelings. 

Make it clear that your relationship is still strong. 
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WORKING WITH '̂ Ŝ" MANAGERS 

EVERYTHING 
V-A-NA("-ir--M--.N 

Most of us would like to understand our own manager a bit better. If your manager tends toward S, here are some 
insights for working more effectively together. 

Their Priorities & Preferences s 

Managers with the S style tend to be accommodating and | 
dependable. Overall, they want to lead a team in a calm setting where * I 
tension is rare, and they will likely respond best to people who are 
friendly team players. 

• Like you, they emphasize supporting others and have empathy 
for people's needs. 

• Like you, they prioritize collaboration and want people to work 
together harmoniously. 

• Unlike you, they often dodge change in order to maintain a 
dependable setting. 

Advocating & Getting Buy-In — — — — — 

Managers with the S style want to see how your ideas can contribute to steady progress and reliable results. They 
are less spontaneous than you tend to be and would need time to prepare for any major changes that you might 
suggest, While they'll probably let you lead the discussion, remember that excessive enthusiasm is unlikely to help 
you gain their buy-in. Because they often weigh both sides of a decision, they may want more time to consider your 
proposal. Furthermore, like you, they're interested in collaboration and team unity. Capitalize on this mutual interest 
by specifying how your solution can create opportunities to bring the group together. And remember that if the plan 
feels disorganized, you may not earn their needed support. Present your ideas as clearly as you can, and be ready 
with details to address their concerns. 

Refrain from ovenA/helming them with your enthusiasm. 
• Lay out your plan in a step-by-step manner. 
• Emphasize how your idea helps people. 

Dealing with Conflict 

Managers with the S style want to avoid conflict whenever possible, so they may gloss over differences or even 
deny that there is a problem. Unlike others with the i style, you share their priority on support and also dislike 
addressing issues head-on. You may need to take a more direct approach to clear up disagreements. Don't 
assume their silence means the matter is resolved. Express your concern for their feelings and a desire to work 
through the conflict quickly but thoroughly. If you allow them to bury their feelings, resentment may build. 

• Address the situation directly rather than masking your differences. 
• Don't assume that their silence means they agree with you. 
• Follow up to make sure the issue is resolved. 
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EVERYTHING 

WORKING WITH ^^0" MANAGERS 

Most of us would like to understand our own manager a bit better. If your manager tends toward C, here are some 

insights for working more effectively together, 

Their Priorities & Preferences | 

Managers with the G style put a strong emphasis on logic and ^ • I 
maintaining a stable environment. Overall, they want to lead by setting I 
high standards, and they will likely respond best to people who share | 
their concern for high-quality outcomes. o j 

• Unlike you, they spend a lot of time on objective analysis to < vv ; : • , | 
ensure accuracy. ^ X; 

• Unlike you, they tend to move cautiously in order to deliver a 
reliable outcome. ^ Y"Y::Y: • 

• Unlike you, they tend to show open skepticism for ideas that T i g 
aren't backed up by facts. 

Advocating & Getting Buy-In — — — 

Managers with the C style want to see how your ideas can lead to a high-quality solution. Because they want to 
anticipate potential issues or complications, they're likely to ask a lot of questions. For this reason, your big-picture 
focus may fail to get their buy-in. If you want them to act, prove your competence by utilizing facts and logic. 
Furthermore, they're more interested in reliability than speed, so you may need to slow down and show them that 
you've thought through all of the consequences of your plan. They're unlikely to respond well to overly enthusiastic 
presentations. In fact, if you come across as too passionate, they're more likely to view your efforts as chaotic and 
unsafe. By giving them the information they want and the time to process it, you will be much more likely to get 
them on your side. 

• Lay out your plan clearly and avoid glossing over the specifics. 
Be ready to provide all the information they need to reach a decision. 
Refrain from ovenwhelming them with your enthusiasm. 

Dealing with Conflict -^^-^ ^ 
Because managers with the C style view conflict as a disagreement over who is correct, they may avoid direct 
aggression and remain objective instead. If emotions begin to run high, however, they may withdraw or refuse to 
discuss the matter further. You tend to gloss over differences, but if forced to confront the situation, you may 
become emotional. In such cases, they may not understand your need to express yourself. Therefore, you may 
need to focus more on facts to make sure you hear their side of the story. Don't insist on immediate resolution since 
they may need time to process. State your position factually and give them time to present their side. 

• Support your opinions with logic and facts. 
Refrain from making emotional appeals. 

• Give them space to process before confronting the issues. 
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APPENDIX: OVERVIEW OF THE DiSO® STYLES 
EVERYTHING 

The graphic below provides a snapshot of the four basic DiSC® styles. 

NFL.UENCE 
Priorities: providing encouragement, 
taking action, fostering collaboration 

Motivated by: social recognition, group 
activities, friendly relationships 

Fears: social rejection, disapproval, 
ioss of influence, being ignored 

You vi/iil notice: charm, enttiusiasm, 
sociability, optimism, talkativeness 

Limitations: impulsiveness, 
disorganization, lack of 

follow-through 

Priorities: ensuring objectivity, 
achieving reliability, 
challeriging assumptions 

Motivated by: opportunities to use 
expertise qrgain taioWedge, attention 
to quality 

Fears: criticism, slipshod methods, 
being wrong 

You will notice: precision, analysis, 
skepticism, reserve, tjuiet 

Limitations: oveiiy critic^, tendency to 
overanalyze, isdates self 

CONSCIENTIOUSNESS 
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