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Executive Summary  
 

 
A partnership between the Alberta Council of Disabilities Services (ACDS), the Calgary 
Workforce Council, the Calgary Services Provider Chairs' Council, the Calgary Region 
Persons with Developmental Disabilities Community Board (PDD), Community 
Rehabilitation Service Provider Council of Calgary, The Calgary Foundation, the 
Vocational and Rehabilitation Research Institute (VRRI), and Mount Royal University  
was formed to focus on leadership development and sustainability. This partnership 
commissioned a study to identify issues and possible solutions to this leadership 
development and sustainability across the community disability sector.   
 
Eighteen member organizations of the Community Rehabilitation Service Provider 
Council of Calgary completed a questionnaire describing their current workforce and 
fifty-five interviewees from twenty-six member organizations of the Community 
Rehabilitation Service Provider Council of Calgary shared their views an leadership 
development and sustainability in the Community Disabilities Services sector. As well, 
twelve men and women with disabilities contributed their views on what constitutes a 
good leader and the role they could play in leadership development.  
 
The interviewees identified a number of issues including: the current salary ranges and 
lack of a professional association, the administrative workload placed on agencies, their 
limited resources, the need for inter-agency cooperation, the Alberta human resource 
crisis, a perceived presence of co-dependent relationship between the funder and some 
providers,  the existence of fragmented and outdated training materials, and the limited 
mobility of senior personnel.    
 
Their suggestions focused on increasing funding for wages and training;  modifying 
current training materials and mediums including offering cross-sector strategies and a 
formalized mentoring program; and, the development of shared services either through a 
dedicated resource centre or the development of a leadership development network.   
 
Given the information provided by the interviewees and the literature review a number of 
recommendations are submitted for consideration:  
 

�  increase funding for salaries and training for disability services professionals.  
 

�  facilitate the long-term stability of non-profit PDD-funded agencies by providing  
agencies' boards of directors with materials, templates, and training on 
developing internal leadership succession plans based on best practice.  This 
could be done in partnership with the Ministry of Alberta Culture and Community 
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Spirit's community development and board development programs and the 
Ministry's Alberta Nonprofit/Voluntary Sector Initiative. 

 
�  facilitate the long-term stability of leadership in not-for-profit and for-profit PDD-

funded agencies by hosting a training session with Alberta Employment and 
Immigration on small business transitions. 
 

�  commit to collecting, sharing, and consolidating annual workforce data. 
 

�  articulate and monitor sector-wide performance outcomes for leadership 
development and sustainability.  
 

�  develop targeted programs to support individuals in their first year of the 
Community Disability Services  workforce.  These programs would include a 
formalized mentoring program, on-line discussion groups, and on-line training. 
  

�  work closely with post-secondary institutions and others to develop cost-effective 
strategies to continue to assist developing professionals with their credentialing 
while they are employed in Community Disability Services  agencies. 

 
�  use the skills, knowledge, and experience identified by interviewees, people with 

developmental disabilities, and the literature to develop templates for selection of 
future leaders and the development of training materials and sessions.  
 

�  disseminate throughout the sector, internal leadership development best practice 
strategies currently being used in some organizations. 
 

�  recognize the important role governors play in the oversight and leadership of 
their respective organizations and of the entire sector, by providing board 
members with a regular newsletter on issues related to governance, workshops 
and dialogue sessions, and templates related to their responsibilities. 
 

�  network and formally link agencies who do not have the capacity to address 
leadership, human resources, and clinical issues to other agencies in the sector 
with this capacity and/or develop a shared service centre. 
 

�  enhance sector-wide and cross-sector partnerships focused on leadership 
development, including those with the business community. 

 
�  interview emerging leaders to determine what barriers they perceive in 

leadership development. 
 

�  involve men and women with developmental disabilities and their parents and 
guardians in the training and development of emerging leaders. 
 

�  develop a structured and formalized cross-sector mentoring program. 
 

�  modify and expand the Employer of Choice Initiative. 
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�  develop an evaluation and monitoring system for the leadership development 

program and report the return-on-investments (ROI) annually. 
 

 
Four potential strategies for supporting the implementation of these recommendations 
were suggested for consideration. These strategies are: the Status Quo Strategy, the 
Centralized Performance Outcome Strategy, the Network of Community Disability 
Services  Strategy, and the Cross-sector Local Leadership Collective Strategy.  
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Introduction and Background 
 

 
The first and most important choice a leader makes is the choice to 
serve, without which one's capacity to lead is profoundly limited.  That 
choice is not an action in the normal sense - it's not something you do, 
but an expression of your being. - Greenleafi 
 
Leadership matters.  More than any other factor, it affects the success 
of an enterprise.  But there is currently a concern in Canada and 
abroad about a growing leadership deficit, in all sectors of the 
economy.  Organizations everywhere increasingly worry about the 
quality and quantity of leadership available to meet their current and 
future demands. - Henein and Morissette,  2007ii 
 
 

The Community Disability Services sector gathered comprehensive labour market 
intelligence through a provincial workforce initiative called Workforce 2010.   The 
researchiii  established foundational information which indicated the sector’s long term 
viability was at serious risk. High turnover rates, of over 40% for community-based 
agencies providing support to adults with development disabilities, coupled by low 
enrolment rates in related post secondary programs may result in a less qualified 
workforce.  A largely female workforce (80%) with up to 40% of the employees having 
education levels of high school or less, is responding to increasing demands for service 
from an ever-expanding and complex population.  
 
The Calgary experience is comparable to the provincial perspective.  Labour market 
demographics for service providers serving adults with developmental disabilities 
indicated the workforce was comprised mostly of female (78.7%) employees working in 
direct service (80%) positions with a significant percentage (38%) with educational levels 
of high school or less.  Age distribution also reflects that of the provincial data with a high 
percentage of employees age 35 years or less (44%) and over the age of 45 years 
(30.6%) reinforcing the need to take steps to address the anticipated leadership gaps.   
 
In response to this labour market information, the Alberta Council of Disabilities Services 
(ACDS), the Calgary Workforce Council, the Calgary Services Provider Chairs' Council, 
the Calgary Region Persons with Developmental Disabilities Community Board (PDD), 
Community Rehabilitation Service Provider Council of Calgary, The Calgary Foundation, 
the Vocational and Rehabilitation Research Institute (VRRI), and Mount Royal University  
partnered to focus on leadership development and sustainability. Specifically, they 
wanted to identify future leadership needs, create solutions, and develop a shared plan 
to implement these solutions within the Community Disability Services  sector.  
 
Based on interviews with Community Disability Services  providers, men and women 
with developmental disabilities, and a review of the literature, this report articulates the 
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current issues in leadership development and sustainability in Calgary's Community 
Disability Services  and makes recommendations for future action.  

Methodology 
Member organizations of the  Calgary Community Rehabilitation Service Providers 
Council were identified as potential participants.  Each organization was sent a letter of 
introduction outlining the purpose of the study and requesting their participation in an 
interview. The interviews, which were conducted between July and September, 2009, 
were generally completed in a face-to-face session;  a few interviews were conducted 
via the telephone.  Interviewees shared their views on the attributes needed by future 
leaders, the issues and challenges that the sector currently faces in initiating and 
sustaining leadership development, the strategies that could be used to enhance sector-
wide leadership development, and the actions their organization is pursuing around this 
issue.  
 
A questionnaire (Appendix 1) regarding their current workforce was also forwarded for 
completion.  The questionnaire sought data on the organizational model and funding 
sources, the turnover and training rate, and the education level and age of the 
workforce.  
 
The academic literature was reviewed to provide a wider context for the observations 
and recommendations of the interviewees.  The data bases, which included 
ABI/INFORM GLOBAL, Business Source Complete, and Academic Search Complete, 
were surveyed using the search terms leadership development, management 
development, and succession planning.  The search was limited to studies completed in 
North America in the last 10 years and written in English. 
 
Finally, given that the organizations involved in this study are serving adults with 
disabilities a focus group with twelve men and women with developmental disabilities, 
attending a Disability Action Hall meeting in September, was held.  These adults were 
asked to describe the qualities they would like to see in leaders of organizations in the 
future and what role they would like to assume in the development of these leaders.  

Defining Leadership 
This study is focused on leadership development and sustainability in the Community 
Disability Services  sector.  Although there are numerous definitions of leadership for 
purposes of clarity  the following definition will be used: 
 

Leadership is about creating a domain in which human beings continually 
deepen their understanding of reality and become more capable of 
participating in the unfolding of the world.  Ultimately, leadership is about 
creating new realities.iv  
 

Coveyv distinguishes between transactional and transformational leadership.   
 

Transformational leadership is not the same as transactional leadership.  
The former basically means that we change the realities of our particular 
world to more nearly conform to our values and ideals.  The latter focuses on 
an efficient interaction with the changing realities.  Transformational 
leadership focuses on the "top line" and is principle-centered.  Transactional 
leadership focuses on the bottom line and is event-centered. 
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Transactional leadership is similar to what others might refer to as management 
skills and activities.  Covey assures us that "obviously both kinds of leadership are 
necessary."  
 
In this study the question of sustaining and developing leadership is concerned 
with both transactional and transformable leadership in the Community Disability 
Services  sector. 
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The Perspective of the Community 
Disability Service Providers  

 
 
The leaders today and those of the future are going to have to be 
more visionary;  they are going to have to begin thinking more like a 
movement. - Board Member 
 
This sector is not being viewed as a career. - Executive Director 
 
People don't have the time nor energy to be involved in training 
programs when they are working two or three jobs to make ends meet. 
- Senior Manager 

 
 
Agencies involved in the Community Rehabilitation Service Provider Council of Calgary 
agreed to share their opinion, observations, and suggestions on the state of leadership 
development and sustainability in Community Disability Services  in Calgary.  This 
section provides a summary of the Workforce Questionnaire and interviews that were 
completed with executive directors, senior managers, and members of the boards of 
directors from participating agencies. These findings are considered in light of the 
leadership development literature and the opinion of men and women with disabilities.  
Implications for future actions are suggested.  
 
Workforce Questionnaire 
Participating organizations were asked to complete a short questionnaire describing their  
organization's workforce. Eighteen (64%) of the twenty-eight participating agencies 
completed the questionnaire.  Agencies describe their operating models, funding 
sources, turnover and training rates, and the workforce age and level of education.  

Agencies Operating Models 
Table 1. summarizes the operating models of the agencies. Of the eighteen agencies 
who completed the questionnaire, twelve describe themselves as an not-for-profit 
society or organization, five identify as a not-for-profit business, and one describes 
themselves as a for-profit organization.  
 
TABLE  1. OPERATING MODEL OF ORGANIZATION (N=18) 

   
Model Number 
Not-for-profit society or association 12 
Not-for-profit business 5 
For-profit organization 1 
Other 0 
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As indicated in Table 2., of the sixteen agencies who completed this question, twelve 
said they offered behavioural support and/or community access, eleven offered 
supported independent living services, nine offered overnight staffed residences, and 
eight agencies provided support homes, respite and/or employment placement.  Seven 
agencies provided employment preparation.  Finally, four agencies offered multi-
disciplinary professional services and/or other services such as research, volunteering or 
recreation. 
 
TABLE  2.  TYPES OF SERVICES PROVIDED (N=16) 
 
Services Provided Number of 

Organizations  
Community Living Supports (1000 series codes):  

·  overnight staffed residence 
·  support homes 
·  supported independent living 
·  respite 

 

 
9  
8 
11 
8 

Employment Supports (2000 series codes) 
·  employment preparation 
·  employment placement 

 

 
7 
8 

Community Access Supports (3000 series codes): 
·  behavioural support 
·  multi-disciplinary professional services  
·  community access 
·  other: research, volunteering, recreation  

 
12 
4 
12 
4 

Funding Sources 
Agencies were asked to identify their funding sources.  The results are summarized in 
Table 3.  Three of the thirteen agencies responding to this question used PDD as their 
sole funder. Six agencies received Alberta Health Services funds, while four were 
successful in receiving funds from foundations, three agencies had acquired funds from 
the United Way.  A variety of other sources of funding were used by various agencies. 
Eight agencies acknowledged that they augment their funding with fund-raising activities.  
 
TABLE 3. NUMBER OF AGENCIES ACCESSING FUNDERS (N=13) 
 
Funder Number 

 
PDD only  
United Way  
Foundations 
Other provincial/ territorial governments  
 Anonymous Donor  
Government Departments: 

·  AISH 
·  AEI 
·  AHUA 
·  CFS 
·  Alberta Health Services 

WCB 
Private/Fee for Service/ Private Insurance 

3 
3 
4 
2 
1 
 
1 
1 
1 
2 
6 
1 
1 
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Fund-raising (e.g., casinos) 8 
 
Turnover and Training Rates 
The question relating to turnover rate for various positions was not completed correctly 
by a number of agencies resulting in only four agencies being included in this analysis in 
Table 4.   For these four agencies, the average turnover rates were approximately 45 
percent, 28 percent, and 42 percent for the direct line, supervisory, and overall staff 
positions respectively.   
 
TABLE  4. TURNOVER RATE BY POSITION 2007/8 FISCAL YEAR (N=4) 
 
Position        Turnover Rate  

Range                 Average 
Direct Line 25% - 77% 45.5% 
Supervisory and Management  0%   -  40% 27.8% 
Overall 37.5 % - 48% 41.67% 

 
Fifteen agencies provided an estimate of the percentage of staff that worked more than 
40 hours week.  The range, as indicated in Table 5., for estimated percentage of staff 
varied from 0% to 80 percent  with an average of approximately 33 percent.  As well, 
approximately a third (31.3%) of the employees who required Foundations training 
received the training. The number of staff who attended at least one training workshop or 
conference other than Foundations was 1,183 among the fifteen agencies.  
 
TABLE  5. HOURS EMPLOYED AND BASIC TRAINING NEEDS (N=15) 
 
QUESTION                     

Range                          Average 
Estimated percentage of workforce who work 
more than a 40 hour week 
 

0 % -  80% 32.8% 

Number who needed Foundations training  475 
 

 

Number who attended Foundations training 
 
Number who attended a training workshop or 
conference other than Foundations 

149 
 
 
1,183 
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Workforce Age and Level of Education 
Figure 1. and Figure 2. indicate the distribution of staff by age among the 16 agencies 
either by number of staff or the percentage each age group constitutes for the reported 
workforce.  Approximately forty percent of the workforce (726 individuals) are forty-six 
years of age or older. Twelve percent  of the workforce (229 individuals) are either  25 
years of age or younger.   
 
FIGURE 1. NUMBER OF EMPLOYEES BY AGE (N=16) 
 

  
 
 
FIGURE 2. PERCENTAGE OF EMPLOYEES BY AGE (N=16) 
 

 
 
 
 
 
Figure 3. and Figure 4. indicate the distribution of staff by education level.  
Approximately twenty-three  percent of the workforce, or 388 individuals,  highest level of 
education is a high school diploma;  less than 1 percent (12 individuals) have not 
completed high school.   Approximately forty-five percent have some post-secondary 
training (e.g., certificate, diploma) and twenty-four percent have a at least one university 
degree.  Approximately seven percent of the workforce, or 119 individuals, had acquired 
their education outside of Canada and it was not recognized by Canadian professional 
organizations (e.g., physician) 
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FIGURE  3.  NUMBER OF EMPLOYEES BY EDUCATION LEVEL (N=16) 
 

 
 
FIGURE 4. PERCENTAGE OF EMPLOYEES BY EDUCATION LEVEL (N=16) 
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Discussion 
The agencies represented in the results of this questionnaire, are a small sample of the 
total group of agencies who receive PDD funding, thus any interpretation of the results 
should be viewed with caution. The data does provide some insight into Calgary's PDD 
funded agencies' current workforce issues.   
 
Calgary's Community Disability Services  are characterized by being predominately non-
profit organizations or societies as reflected in this questionnaire.  Although this is not 
atypical for other sectors, with the exception of child care services, Calgary's Community 
Disability Services  system does have a significant proportion of organizations who are  
not-for-profit businesses.  This may pose special considerations for leadership 
development across the sector.  For instance, an Alberta Employment, Immigration, and 
Industry documentvi suggests that the transfer of a small business must be considered 
from an ownership, tax strategy, business structure, and leadership perspective.  This 
transition would be handled by the business owner.  A non-profit organization, in 
particular a registered society, would rely on the board of directors to oversee the 
transition from one leader to another to ensure the stability of the organization.   
 
Succession and transition planning is a complex task, one fraught with potential flaws. 
According to Barnett and Daviesvii  although a significant number of organizations have 
developed succession plans most "organizational leaders feel their current succession 
planning efforts are inadequate or simply broken, and they report low confidence in their 
organizations' abilities to remedy the situation" (p. 724).  These authors outline a number 
of steps to take to develop a success or transition plan, based on best practice. 
Incorporating these steps into the plans being generated by some agencies in this study 
would be advantageous.  
 
The distribution of the workforce by age indicates that there is a fairly even distribution of 
employees throughout the typical working age years (i.e., 26 - 55 years of age).  There 
also appears to be an similar number people in the latter decade of their work life (i.e., 
over 55 years of age)  to those just entering the workforce (i.e., less than 25 years of 
age). Given the limited number of agencies who responded to the questionnaire it is 
difficult to ascertain whether this distribution is typical or not.  We do know that the first 
year a developing professional works is a critical period in their development and 
commitment to the field. Developing targeted interventions for this group of employees 
will benefit the field both in the near and distant future.  
 
The distribution of the workforce by education level follows a similar pattern to that 
reported in a 2005 provincial studyviii , with one exception.  Although the small number of 
returned questionnaires limits the interruption of the data, the results of this 
questionnaire indicate that there is a smaller percentage of the workforce who have a 
high school diploma as their highest level of education;  the provincial rate was 34.7 
percent compared to Calgary's rate of 22.9 percent.  Community disabilities studies 
courses are taught at both of Calgary's two universities, which might contribute to the 
higher proportion of the workforce having a higher than a high school level of education.  
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The results of this questionnaire indicate that approximately seven percent of the 
workforce has an education level that does not fit into the options provided, presumably 
because they are trained outside of the North American educational system.  It is difficult 
to determine whether this is a phenomenon specific to Calgary or is occurring 
provincially and/or if it is a recent phenomenon reflective of Alberta's heightened 
workforce shortage.  
 
There are a number of gaps in the information on the demographics of the workforce 
making the development of a plan difficult.  The task of workforce planning is "formidable 
and complex due to poor intelligence on the size, complexity and accuracy of workforce 
data"ix   This data  could provide insight on where best to allocate limited resources as 
well as act as a baseline to measure implementation progress.  
 
Recommendations 
There are a number of recommendations that  arise out of this cursory look at workforce 
data.  

 
�  facilitate the long-term stability of non-profit PDD-funded agencies by providing  

agencies' boards of directors with materials, templates, and training on 
developing internal leadership succession plans based on best practice.  This 
could be done in partnership with the Ministry of Alberta Culture and Community 
Spirit's community development and board development programs and the 
Ministry's Alberta Nonprofit/Voluntary Sector Initiative. 

 
�  facilitate the long-term stability of leadership in not-for-profit and for-profit PDD-

funded agencies by hosting a training session with Alberta Employment and 
Immigration on small business transitions. 
 

�  commit to collecting, sharing, and consolidating annual workforce data. 
 

�  articulate and monitor sector-wide performance outcomes for leadership 
development and sustainability.  
 

�  develop targeted programs to support individuals in their first year of the 
Community Disability Services  workforce.  These programs would include a 
formalized mentoring program, on-line discussion groups, and on-line training. 
 

�  work closely with post-secondary institutions and others to develop cost-effective 
strategies to continue to assist developing professionals with their credentialing 
while they are employed in Community Disability Services  agencies. 
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Service Provider Interviews 
Twenty-six of the 28 Community Rehabilitation Service Provider Council of Calgary 
member organizations agreed to be interviewed resulting in a total of 55 interviewees. 
Twenty-six (48%) of interviewees were Executive Directors, Presidents, and CEOs.  
Eight participants (15%) were members of an organization's board of directors. The 
remaining interviewees were senior staff of the member organizations.  Interviewees 
were asked the following questions:   
 

1. The long-term vision of PDD is for men and women with disabilities to be 
included into their communities. When you think about this goal what do you 
think will be the core competencies (skills and attitudes) of leaders in the future?  
 

2. What are the current challenges to actualizing a sustainable leadership 
development plan? 
 

3. How can potential organizational leaders best learn the behaviours and 
competencies that are required of them in the future? What do you believe are 
some of the strategies to address this issue? 
 

4. Does you agency have a leadership sustainability plan?   
 
Competencies 
Interviewees were asked to identify the competencies leaders would need in the future.  
Their responses are summarized in Table 6.  The interviewees suggest that leaders 
need to be aware of the general direction of the field, able to articulate a vision, 
collaborate with others to achieve the vision, and posses good interpersonal and 
communication skills.  
  
During the initial part of the interview it was not uncommon for interviewees to ask for 
clarification regarding what was meant by "leader".  This led to a discussion regarding 
the importance of not limiting the leadership discussion to the senior director of an 
organization but rather recognizing  leadership as a quality that exists within everyone in 
the organization;  a quality that  needs to be nurtured and also recognizing that "leaders 
are defined by their action - not their position"x 
 
Interviewees also acknowledge the difference between leadership and management 
skills consistent with the management literature.  Leadership refers to the ability to 
articulate the vision and motivate others to work towards the vision, while management 
refers to managing the work that needs to be completed.  Both are important and 
necessary in any organization as one interview suggested, "the role of management is to 
serve both internal and external clients;  future leaders need to have diverse skills." 
 
One interviewee suggests that in comparison to executives in the business community 
or in government departments, social service agency executives need to be "jacks of all 
trades or at least know enough to know they should ask" because they do not have the 
resources and personnel these other groups have at their disposal.  
 
A number of the interviewees feel that the most important competency was a well 
formulated value-base.  As one executive director noted, "we hire for values and train for 
skills." 
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TABLE 6.  SUMMARY OF COMPETENCIES REQUIRED BY FUTURE LEADERS 
 
Skills  Attitudes 
�  able to collaborate:  create a 

collective voice,  and  as well as  
strategic alliances within the field, 
with other disciplines, and the 
general community;  able to 
network and  facilitate 

�  demonstrates strong 
communication skill: objective, 
strong listener; able to engage 
others; articulate with new ideas 

�  uses positive interpersonal skills:  
good at encouraging and 
supporting; able to mentor  

�  politically aware:  can connect with 
government  

�  able to development resources:  
grant writing, fund raising, 
developing corporate sponsorships 

�  able to manage process and 
ensure accountabilities and client 
outcomes are produced 

�  acts as an ambassador for the 
field:  advocates without alienating 

�  skilled in a number of technical 
areas:  housing, accounting, 
human resources, planning skills, 
crisis and conflict management, 
change process, systems analysis, 
service business management,  
IT/computer  knowledge, and 
culturally competent  

�  informed of the general direction of 
the field:   know what society 
wants, good clinical skills and front 
line experience 

�  skilled in board and volunteer 
management 

�  demonstrates good business 
practices 

�  progressive values 
�  humility  
�  innovative and forward thinking  
�  empathy for client but "hard -hearted 

enough to make the difficult decisions"  
�  flexibility 
�  passion, risk taker 
�  business acumen  
�  philosophy consistent with inclusion 
�  respect for clients and parents rights 
�  able to multi-task in a fast-paced 

environment 
�  good at stress management  
�  continuous learner 
�  holds self and others responsible for 

roles and responsibilities 
�  persistence and creative 
�  able to teach others while being 

teachable themselves  
�  team player  
�  problem solver 
�  need to have a vision 
�  non-complacent 
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Challenges and Issues Identified by Interviewees 
Interviewees were asked to identify the issues that they felt impacted leadership 
development in Community Disability Services. The following issues/barriers were 
identified:  
 

·  Salary ranges - Current salary ranges for senior staff are low and limited. 
Potential qualified employees for more senior positions feel these wages do not 
reflect the responsibilities in these positions so do not apply. It was noted by 
several interviewees that Calgary's high cost of living has meant that employees 
have to work several jobs to make ends meet so they are burning out and leaving 
the field. This issue is further exasperated by the perception that Community 
Disability Services  is not a profession. 
 

·  Administrative workload - Interviewees felt that PDD requirements were ever-
changing and extensive.  This has meant that time that would have been spent on 
clinical, management and leadership issues gets used on administrative issues.  
One leader suggested that the changes are so rapid  that it is best to ignore them. 
It was felt that potential leaders within an organization see the stress that is 
placed on leaders and felt that a well balanced lifestyle is more important.   
 

·  Resource limitations- The current funding structure is tied to direct service leaving 
little or no time or funds for staff development.  Agencies do not have support staff 
such as a human resource coordinator to address staff training needs and career 
development. The funder has not supported the development of good managers. 
It was noted that some agencies' boards do have a human resource committee 
but as volunteers they were limited in the type of support they could provide to 
staff. As well, one agency noted that the senior people in some agencies do not 
have the capacity to develop their staff to ensure sustainable leadership.  
 

·  Agency cooperation - A number of agencies, including the Calgary PDD office, do 
have training sessions for their staff but these efforts are not coordinated to 
maximize limited resources.  
 

·  Provincial human resources crisis - Calgary's labour shortage over the last four 
years has meant that agencies have had to recruit less qualified employees, 
many with little or no experience or education as well as a significant number of 
employees who require English language training. These factors limit their 
leadership potential and require a significant amount of time and resources to 
train and supervise than was previously the case.  As well, one interviewee noted 
that this situation has also led to a situation where "CEO's are predominately 
white and frontline staff are diverse;  this leads to a mismatch in styles, culture, 
and leadership styles."  Further, this situation has resulted in a new phenomena, 
one unlike what was common in the 1990's where the devolution of 
responsibilities was common. In non-profit organizations in Calgary  
responsibilities are "bubbling up" , that is, what was once the responsibility of 
direct line staff is becoming the responsibility of supervisory staff, and 
correspondingly their responsibilities are becoming the frontline responsibility of 
team leaders and so on.    
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·  Dependency  fostered - The perceived intrusiveness of the funder, as well as, the 
style of some agency leaders has created what some interviewees describe as a 
"co-dependent relationship". Describing the situation one interviewee notes "we're 
in an industry that promotes independence but we as agencies have become 
dependent on our funder".  Opinions differ with regards to the appropriate role for 
the funder to assume.  Some interviewees want more assistance from the funder 
in the form of clinical and administrative advice, while others feel the funder had 
become paternalistic towards agencies and was assuming responsibilities that are 
the purview of the agencies' boards of directors or senior management. Whatever 
the source of the perceived dependent relationship, interviewees report that it has 
a negative impact on leadership development. They suggest that emerging 
leaders and board members observe this situation and feel discouraged about the 
impact they can have in achieving their agency's mission. 
 

·  Fragmented, out-dated training/educational opportunities - A number of 
interviewees feel that  a complete overhaul of the current curriculum used at post-
secondary institutions is in order. they feel that students seem to be graduating 
with a good philosophical base but do not have some of the requisite technical, 
clinical, administrative, and management skills needed to be work in agencies. 
They also feel that some managerial training courses offered in the community 
need to be tailored to meet the needs of developing professionals and offered by 
qualified and experienced trainers. The on-line training available has been 
identified as helpful although several interviewees acknowledge that their 
employees have not taken advantage of this training despite financial assistance 
offered by the agency.  Finally, some interviewees feel that some agencies are 
unaware of the training options that are available for them. 
 

·  Lack of mobility of senior personnel - A number of interviewees note that the high 
turnover rate experienced by agencies tends to be in the direct service positions 
and not in the senior management positions.  They attribute this to, among other 
issues, direct line staff's perception that there is very little movement and 
opportunity  at more senior levels. Agencies generally have very few mid-
management positions in their organizational structure, and the positions that do 
exist tend to be held by individuals who are likely to maintain them until they 
retire. This lack of movement in senior positions results in potential emerging 
leaders leaving the organization and sometimes the field entirely in order to 
advance their careers.  Interviewees also note that the health sector has been 
recruiting personnel who have historically worked in the Community Disability 
Services  field. 
 

Current Strategies Used by Interviewees 
Most of the not-for-profit organizations have developed or are developing business 
transition plans which include the identification and development of possible 
organizational leaders.  In some cases people have been publically or privately identified 
as potential senior leaders and in other cases the senior manager has not identified 
these candidates.  In all cases, the potential future leaders are being given opportunities 
to practice their leadership skills either by attending meetings on behalf of the 
organization, assuming more responsibilities, and being encouraged to increase their 
knowledge through educational opportunities and workshops. 
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A number of the non-profit organizations have also begun discussions with their board of 
directors regarding succession planning for the executive director's position.  This 
included a discussion regarding the skills, experiences, and values that this future 
candidates would need to meet the future opportunities and challenges the organization 
will face.    
 
One agency has developed a significant strategy to address their internal leadership 
development and sustainability issues.  It is mentioned and identified here with their 
permission as a possible best practice at an agency level.  The Vocational and 
Rehabilitation Research Institute (VRRI), based on extensive research, has developed a 
"human resources initiative designed to foster leadership growth and effectiveness at the 
VRRI."xi  Candidates are either self selected and/or supervisory nominated for the 
development program.  Upon selection an individual needs assessment is completed 
evaluating the individual on a set of pre-determined leadership competencies relevant to 
their job position.  A plan to identify strengths and areas of improvement is then 
developed based on  promising and best practices to develop leadership skills.  VRRI 
has also engaged in an inter-agency, cross sector group where non-profit CEO’s and 
senior directors will meet once a month for two years for a full or half day with the 
purpose of learning and sharing leadership information.  In a similar fashion to a number 
of other interviewees, VRRI has engaged Centerpoint for training and coaching. Finally, 
VRRI's Board of Directors appreciates the important role that boards need to play in 
ensuring the sustainability of the organization and its leadership and is actively involved 
in this issue. 
 
All the interviewees express concern with the skill level of many of their direct line staff. 
They attribute this situation to the workforce crisis that Calgary experienced over the 
several years and  the fact the salaries were not commensurate with the work 
responsibilities. Interviewees appreciate that the Foundations course is available on-line, 
but they did express concern that a number of the direct line staff could not avail 
themselves of this training either due to funding restrictions or to  the significant gap in 
training, understanding, language, and values of some direct line staff.  A few 
interviewees mentioned that they have used and found helpful sessions offered by 
organizations funded by PDD to provide training (e.g., Supported Lifestyles) or they  
have hired human resource consultants (e.g., Jane Arsenault).  Finally, a few 
organizations felt that their involvement in the Employer of Choice Program was an 
excellent experience towards improving the leadership potential of emerging leaders and 
in the organization's general human resources policies and systems.  It was 
recommended that this program be shorted from the two year commitment to one year 
and that other agencies receive support to be involved.  

Interviewees' Suggested Sector-Wide Strategies 
The interviewees had a number of suggestions for addressing leadership development 
and sustainability. The following is a list of these suggestions. 
 

·  Create a professional association for Community Disability Services - 
Interviewees stress the need to develop a professional association that would be 
recognized under the Health Profession's Act.  They feel that this measure would 
enhance the credibility, standardization, and recognition of the Community 
Disability Services  field.  �Work has been undertaken to advance the 
development of a professional association. There is a provincial steering 
committee that has formed and is developing the structure of the professional 
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association.  The association has a name in draft (i.e., Alberta Disability Workers 
Association) and is or has been legally registered under the Societies Act. The 
website address is www.disabilityworkers.ca. The initial work completed has 
included a stakeholder engagement processes (e.g., discussion cafes and pulse 
check). 
 

·  Increase funding for salaries - Interviewees suggest that increased funding for 
salaries would enhance the likelihood that more qualified personnel would be 
attracted and retained in organizations.  One executive director's description of 
the situation underlines how critical this issue is for agencies, "We can do all the 
advertising but employees always look at the bottom line - we are creating the 
working poor." Another executive director said that, "this is not a field I would 
recommend to my child because I know they couldn't survive financially." 
Interviewees view the workforce strategy for Alberta’s non-profit and voluntary 
sectorxii, which was developed by stakeholders and the Alberta Government in 
collaboration with the Government of Alberta, as a positive step in recognizing 
the needs of the sector. As well, the recent announcement made by the Minister 
to increase salaries was equally encouraging.  
 

·  Increase funding for workforce training  - Interviewees note that although there 
are funds allocated in the administrative fee of service contracts, these funds do 
not reflect the reality of the current costs of operating an agency including 
increased rental, utilities, and supplies that all business in Calgary are facing.  
They feel that dedicated funds for workforce development is a necessary 
component of any plan to enhance leadership development and sustainability.  
 

·  Develop cross-sector training opportunities - A few of the interviewees spoke to 
the benefits of learning from others across the non-profit and voluntary sector.  
These individuals initiated on-going training sessions and meetings with other 
leaders from various sectors including the arts and the environment.  This cross-
sector training provides the participants involved with different perspectives and 
strategies to address a number of issues including human resource 
development, strategic planning, and  resource development.  Participants each 
contributed to the cost of these meetings and training.  
 

·  Develop a pre-Foundations training program - Given the observation by 
interviewees that a number of direct line staff can not complete the basic training 
on-line program because of literacy, cultural, and lack of experience issues, a 
more basic introductory course is recommended.  This type of training 
contributes to leadership development by increasing the size and diversity of the 
pool of potential leaders for the future, while reducing the strain on current 
leaders attempting to enhancing the quality of front line service provision.   One 
interviewee plans to begin working closely with immigrant-serving organizations 
to clarify expectations for working in the helping profession in Alberta as one 
strategy to fill this gap in knowledge. 
 

·  Develop targeted and economical training sessions for leaders - Interviewees 
want more conferences and training that is targeted to current and emerging 
leaders.  They note that currently some of the training they can access is too 
generic and sometimes redundant or irrelevant to be helpful. They would like to 
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be able to also work with post-secondary institutions to offer training that is more 
economically feasible, part-time in nature, and relevant to leaders.  
 

·  Develop a structured mentoring program - There was general support for the 
idea of developing an opportunities structured mentoring program across the 
Community Disability Services  network. This would involve the identification of 
protégés and mentors, formalized training for both parties, and the development 
of an accompanying monitoring and evaluation system to provide feedback to all 
parties. Some interviewees saw the value in partnering with other sectors and/or 
the business community to increase the mentoring experience for participants.   
 

·  Develop a shared administrative and/or human resource centre or system -  The 
idea that one or more organizations currently have expertise in human resource 
development, reporting systems, and other administrative functions is a sector 
strength that some interviewees wanted to exploit. These interviewees support 
the idea of organizations working together to share resources and skills while 
contracting out certain functions.  Sharing resources in this manner, either 
through a network or a centralized organization, would address concerns 
expressed by interviewees that the current administrative requirements (e.g., 
current contract conversion) has created a significant amount of administration 
overhead for agencies and increased the stress on leaders.  

 
Interviewees' Suggested Roles for Stakeholders 
Interviewees were also asked what role each of the potential stakeholders should 
assume in the future to enhance leadership development and sustainability.  Table 7. 
provides a summary of their responses.  
 
TABLE 7. SUGGESTED ROLES FOR STAKEHOLDERS 
 
STAKEHOLDER ROLE 
Adults with Disabilities and  
their Families  

·  provide advocacy  
·  articulate and design quality service provision  
·  lead in the community  
·  assist in redesigning of dated materials 
·  provide training 
·   become employees in agencies 

 
Calgary Region Persons 
with Developmental 
Disabilities Office 

·  provide  governance mechanism to ensure people 
have equitable access to services; they need to 
clarify and monitor accountability and outcomes 

·  provide sufficient funds for salaries and training 
(e.g., administration fees that have not increased 
in 4 years); create pay grades for certain positions 

·   partner with agencies but keep an "arm's length" 
stance;  they are not the employer  

·  develop incentives for business to be involved 
(e.g., assist in the development of  more tax 
incentives)  

·  advocate for Community Disability Services  to be 
viewed as a career  choice 
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·  connect agencies and pool their resources  
·  offer more expertise and advice to agencies who 

do not have in-house clinical and technical experts 
·  examine the work of other funders (e.g., AEI) 
·  open up their training sessions to community 

organizations 
 

Alberta Council of Disability 
Services 

·  support a structured mentoring program 
·  eliminate the duplication among agencies' training 

session and centralize the training  
·  advocate for needed resources  
·  bring people together for planning  
·  lead in leadership development 
·   provide accreditation for leadership and 

management; mandate course requirements 
 
Calgary Workforce Council 

 
·  disseminate information on practical ideas on the 

operation and structure of non-profit organizations 
·  develop and implement leadership development 

plan 
 

Service Provider Council ·  locate and organize training especially for the 
executive directors'  and governors' level 

·  facilitate the sharing of resources for learning and 
development 

·  form a professional association 
·  become more culturally diverse 
·   need to offer solutions rather than just identify 

issues 
·   important role in determining what is needed  

 
Post-secondary Institutions ·  offer training that is inexpensive, relevant, and 

accessible (e.g., part time), and on-site 
 

Community Members ·  join and develop the leadership of organizations' 
boards of directors 
 

Business and Corporate 
Community 

·  share space for training and administrative 
functions  

·  offer training, fund training sessions  
·  provide mentors  

 
Alberta Employment & 
Immigration 

·  support training and recruitment strategies 
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Discussion 
The skills, knowledge, and experience interviewees suggest that future leaders in the 
Community Disability Services  field will need are similar to those found in the leadership 
literature.  For instance, Kotter's seminal work on leadership identified four common 
practices of leaders.  He notes that leaders are able to scan the environment, set a 
direction, align constituencies to the direction, and inspire and motivate constituencies to 
reach the direction.xiii   Kouzes and Posner expand on these practices to suggest that 
leaders challenge the process, inspire a shared vision, enable others to act, model the 
way, and encourage the heart.xiv    
 
Attitudes and values of a leader are frequently discussed in the literature. For instance, 
Conner suggests that leaders of the future need to be resilient individuals, that is, they 
are positive, focused, flexible, organized, and proactivexv which is similar to interviewees' 
observation that future leaders need to be flexible, innovative and forward thinking, and 
able to multi-task in a fast-paced environment.  Polsfussxvi  suggests that the "master 
competency for high-performance leadership is  "state-of-mind", which he describes as 
consisting of "the manifest quality of the Mind (wisdom/life intelligence), Consciousness 
(presence and understanding) and Thought (wise, healthy and creative) that expresses 
itself in experience and outcomes." Ultimately, Polsfuss argues that when these three 
combine to create a state-of-mind which results in the individual being at ease, calm, 
positive, and energized the leader's other competencies (e.g., able to collaborate) are 
more effectively and more fully utilized.   
 
Henein and Morissette note that leaders need a general attitudinal outlook comprised of 
optimism, humour, energy, creativity, and uncertainty.xvii  Although Tubbs and 
Jablokowxviii  caution that it is not enough to identify leaders as having characteristics 
such as being creative because it is assumed that "all people solve problems and are 
creative (even if only in ordinary life). They note that "knowing something about the 
problem solving level of a person (e.g., their skills, their experience, knowledge, status) 
tells us nothing about their preferred problem solving style, and vice versa."  Leadership 
development programs that separate and determine the level and style of such attributes 
as problem-solving and creativity of emerging leaders will provide information on the 
types of teams, situations, and training that would benefit individual emerging leaders. 
 
Specific to non-profit organizations, Hall suggests that there are seven core 
competencies that executives require.  These competencies, in order of priority, are:  
uses effective personal and interpersonal behaviours, creates vision and establishes 
direction, manages the organization, creates and maintains a client focus, builds a 
competent, diverse and empowered workforce, encourages external cooperation and 
understanding and develops resources.xix   
  
Interestingly, these same characteristics are identified by men and women with 
disabilities who are the consumers of these services.  Their comments are summarized 
in Appendix. 3.  Poignant statements such as " they don't hide behind their words;  they 
do what they say they are going to do," or " they are able to delegate, mentor, and build 
others up and support them to be leaders themselves," or "have to be a leader in their 
own heart - they need to know how to cope in their own life and know the rules and 
guidelines of society" are all powerful insights into the qualities of successful leaders.  
 
Given the similarity between the views of the interviewees and the people with 
developmental disabilities as well as  the literature on leaders, the rehabilitation sector 
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may have, with a little more consultation and discussion, the elements to develop 
leadership evaluation, recruitment screening, and training tools.  
 
Scheck McAlearney'sxx observation on the challenges faced by the health care sector in 
leadership development echoes some of the challenges and issues identified by the 
interviewees. She suggests that the "complexity in the healthcare industry undoubtedly 
creates special challenges for leadership, and leadership development, stemming from a 
combination of both environmental and organizational factors."  According to her these 
factors include "a myriad of regulatory influences largely out of their control", 
"organizations rarely have much power or influence over reimbursement rates and the 
reimbursement rate  . . . may be below the actual cost of providing care".  The issue of 
adequate salaries for direct line and supervisory personnel is something the community 
and PDD office have been working on together.  Their work has been rewarded with a  
positive Ministerial announcement in the Spring, 2009.  
 
Other issues and challenges interviewees identified will have to be addressed. 
Inadequate resources is an issue for many organizations working with people with 
developmental disabilities. Fortunately, there are number of funders, organizations, and 
initiatives focusing on leadership development in Calgary, as well as at a provincial and 
national level.  For example, Appendix 2. is a list of the leadership development 
initiatives and partnerships compiled by the Calgary Chamber of Voluntary 
Organizations (CCVO).  Any effort to enhance leadership development and sustainability 
in the Community Disability Services  field will require sector-wide and cross-sector co-
operation.  Efforts to partner with others including some of these initiatives outlined by 
CCVO, would reduce redundancy of effort, maximize the allocation of limited resources, 
and enhance the overall synergetic effort.  
 
Working closely with post-secondary institutions, immigrant serving organizations, and 
other training institutions (e.g., Certificate for Emerging Leaders, University of Calgary, 
Continuing Education) would address some of the challenges Community Disability 
Services  organizations face in making training materials and sessions relevant and 
accessible.  Developing an evaluation of any programs implemented would be critiacl.  
Grove, Kibel and Haas make some suggestions on strategies for evaluating leadership 
development programs.xxi   
 
A noticeable gap in the discussion of leadership development challenges is the  
perspective of emerging leaders. It would be advantageous to hear from them regarding 
the challenges they face in actualizing their career aspirations.  
 
During the interviews it became apparent that there is a significant range of current work 
being conducted within the organization regarding their internal leadership development 
and sustainability. There are a number of organizations who have begun to look at this 
issue internally, with some non-profit organizations actively involving their board of 
directors. On the other hand,  there are a few agencies that did not feel that their 
organization had the capacity to deal with this issue. This is a concern and one that 
needs to be addressed.   
 
At a minimum, in organizations who do not have the resources to deal with this issue, an 
assessment of their capacity, including the involvement and capacity of the board of 
directors in the case where they exist, needs to be completed.  Efforts to enhance their 
capacity may be warranted although other options may need to be explored including 
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the development of a network or even a lead organization to provide human resource 
services to organizations unable to fulfil this function.  
 
Unfortunately, when the interviewees outlined their current involvement in leadership 
planning and development their plans were focused on the organization's internal needs 
rather than as a sector-wide issue. There were a few exceptions, including a board 
member who has initiated a cross-sector management training session and a few 
agencies that are involved in the Employee of Choice Initiative. Given the predicted 
pending "leadership crisis" in the field of Community Disability Services , given that other 
sectors are dealing and planning for a similar crisis, given the limited resources within 
individual organizations, this insular view may become the largest barrier to addressing 
leadership development and sustainability.  
 
The suggestions that interviewees identified generally focused on three areas:  
increased funding for wages and training;  modification of current training materials and 
mediums inclusive of cross-sector strategies and a formalized mentoring program; and, 
the development of shared administrative and human resources services either through 
a dedicated resource centre or a decentralized network.   
 
Roles for various stakeholders were suggested including which parties should take a 
lead in planning and implementing the leadership development and sustainability 
initiative (i.e., ACDS and Calgary Workforce Council), who should provide the necessary 
resources (i.e., PDD, AEI, the business community), and who should be involved in 
developing training materials (post-secondary institutions, immigrant serving agencies, 
the Community Disability Services). People with developmental disabilities were also 
asked what role they wanted to play in developing future leaders for organizations.  A 
number of interesting suggestions, summarized in Appendix 4, were provided including 
seconding them to work alongside of leaders, involving them in the development of 
training materials, and having them deliver the training sessions.  
 
Although there were a number of organizations that had not had an opportunity to 
discuss nor plan for long-term leadership development and sustainability internally none 
of the interviewees felt that this should be mandated in the contracting processes with 
the exception of one interviewee who felt it should be mandated and adequately 
resourced  by the  funder.  

 
 

Recommendations 
 

�  increase funding for salaries and training for disability services professionals.  
 

�  use the skills, knowledge, and experience identified by interviewees, people with 
developmental disabilities, and the literature to develop templates for selection of 
future leaders and the development of training materials and sessions.  
 

�  disseminate throughout the sector, internal leadership development best practice 
strategies currently being used in some organizations. 
 

�  recognize the important role governors play in the oversight and leadership of 
their respective organizations and of the entire sector, by providing board 
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members with a regular newsletter on issues related to governance, workshops 
and dialogue sessions, and templates related to their responsibilities. 
 

�  network and formally link agencies who do not have the capacity to address 
leadership, human resources, and clinical issues to other agencies in the sector 
with this capacity and/or develop a shared service centre. 
 

�  enhance sector-wide and cross-sector partnerships focused on leadership 
development, including those with the business community. 

 
�  interview emerging leaders to determine what barriers they perceive in 

leadership development. 
 

�  involve men and women with developmental disabilities and their parents and 
guardians in the training and development of emerging leaders. 
 

�  develop a structured and formalized cross-sector mentoring program. 
 

�  modify and expand the Employer of Choice Initiative. 
 

�  develop an evaluation and monitoring system for the leadership development 
program and report the return-on-investments (ROI) annually. 
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Making it Happen - Designing the 
Architecture  

 
 
 

Workforce planning remains an underutilized and appreciated process 
in the HR armamentarium, and yet the need for strategic workforce 
planning and execution of workforce plans has never been greater as 
organizations, be they public or private, operate in more turbulent 
environments and confront the twin challenges of competing for key 
skills and talents and of containing payroll costs.  - Lavelle,  2007xxii  
 

 
A number of the recommendations that have been identified in the previous section 
focus on the activities of a leadership development and sustainability plan.  With each of 
these recommendations there is an assumption that someone(s) or some 
organization(s) will resource and be responsible for the implementation and monitoring 
of the recommendation.  
 
Given that leadership development and sustainability has been identified as a critical 
issue for Community Disability Services it seems appropriate to consider various 
strategies for ensuring these recommendations are materialized. In this section four 
possible strategies are posed for consideration. The overarching outcome that these 
proposed strategies would support is:   
 

Calgary will have a well trained and stable communi ty disability 
services workforce, with capable and confident lead ers and emerging 
leaders.  

 

Status Quo Strategy 
This strategy proposes that no changes be made to the current strategies used by 
independent organizations.  Currently, each individual Community Disability Services  
organization is responsible for its own recruitment, training of staff and leadership and 
sustainability plan.  As was previously mentioned there is a considerable amount of 
variation across the organizations in the sophistication of their plans and in the 
involvement of organizational personnel and governors in these plans.  As well, these 
plans are focused on the leadership needs of the organization and not on the long-term, 
sector-wide issues.  

Centralized Performance Outcome Strategy 
Centralizing the development and implementation of a leadership development and 
sustainability plan for Calgary's Community Disability Services is another possible 
strategy.  This plan could be the sole responsibility of an existing or a newly-formed 
organization. This responsibility would have clearly articulated and measurable 
outcomes and would have funds allocated to achieve the expected results.  This lead 
organization would be responsible for providing, partnering, and purchasing services 
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from various vendors including other rehabilitation organizations, evaluating the impact 
of these services, and reporting on measurable progress.  Good relationships and 
cooperation among service providers would be essential.xxiii  

Network of Community Disability Services  Strategy 
In contrast to the Centralized Performance Outcome Strategy, the Network of 
Community Disability Services Strategy works to link organizations that have particular 
assets they are willing to share in the area of leadership development. For instance, 
network members could pool their resources and decide among themselves who would 
offer a particular training session which in turn would be available for all the network 
employees. Outcomes, evaluation, and modification of the plan would be the joint 
responsibility of network members. The size and scope of the network would have to be 
determinedxxiv   but it is conceivable that a network could use limited resources 
effectively. For instance,  Galaskiewicz, Bielefeld and Dowellxxv conclude that networks 
are beneficial to organizations that depend on donations and gifts" allowing them to grow 
faster. 

Cross-sector Local Leadership Collective Strategy  
Building on the learnings and resources of other sectors, including the business 
community, a Cross-sector Local Leadership Collective Strategy could be pursued. This 
strategy would establish a collective cross-sector, geographically-based leadership 
collective that could bring together a number of stakeholders and a diversity of 
leadership approaches for maximum impact.  The focus could be on one neighbourhood 
or community, as a start, as has been suggested by the United Way Torontoxxvi and 
documented by researchers such as Bayne-Smith, Mizrahi, and Garciaxxvii   and by 
Iveryxxviii   Although this may be a goal of other strategies, the leadership development in 
Cross-sector Local Leadership Collective Strategy, would concentrate not only on the 
workforce but on other stakeholders in a particular locale, including community leaders, 
people with disabilities and their families, and business leaders.  Outcomes, evaluation, 
and modification of plans would be the joint responsibility of collective members.    
 
 
Each of these strategies has strengths and weakness.  A thorough discussion of each of 
these strategies would be warranted with the relevant stakeholders.  
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Appendices 
 

Appendix 1 .  LEADERSHIP DEVELOPMENT QUESTIONNAIRE 
 
Organization:______________________________ 
 
Completed by:_____________________________ 
 
OPERATING MODEL OF ORGANIZATION 

o not-for-profit society or association 
o not-for-profit business 
o for profit organization 
o other (please describe)_________________________ 

 
TYPES OF SERVICES PROVIDED 
Community Living Supports (1000 series codes):  

o overnight staffed residence 
o support homes 
o supported independent living 
o respite 

Employment Supports (2000 series codes): 
o employment preparation 
o employment placement 

Community Access Supports (3000 series codes): 
o behavioural support 
o multi-disciplinary professional services (counselling, 

occupational/physical/speech therapy, psychiatry etc.) 
Other (please explain) __________________________________ 
 
WORKFORCE CHARACTERISTICS 
NUMBER OF PEOPLE IN WORKFORCE FUNDED BY: 
o PDD only_____________(FTE) ____________(actual number of people) 
o CFS only _____________(FTE) ____________(actual number of people) 
o Other funder only_____________(FTE) ____________(actual number of people) 

o Please list funders other than CFS and PDD: 
_____________________________________________________________
______________________________________________________  

No. of People in Workforce by Age: 
Under 18 years___________ 
18 to 25 years___________ 
26 to 35 years___________ 
36 to 45 years___________ 
46 to 55 years___________ 
over 55 years___________ 
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No. of People in Workforce by Education: 
less than high school___________ 
high school__________ 
some post secondary__________ 
completed diploma__________ 
completed degree___________ 
Master level degree________ 
PhD level degree ________ 
other__________ 
 
Turnover Rate in 2007/8 Fiscal Year 
Direct Line Positions ___________ 
Supervisory and Management Positions__________ 
Overall___________ 
 
Estimated percentage of workforce who work more than a 40 hour week (either with your 
organization of combined with other organizations/businesses) ___________ 
 
Number of People in Workforce who needed Foundationstraining in the 2007/8 fiscal 
year__________ 
Number of people in Workforce who completed Foundationstraining in the 2007/8 fiscal 
year__________ 
 
Total number of people in the workforce who attended a training workshop or conference 
other than Foundationsin the 2007/8 fiscal year__________ 

 
 

Thank you for completing this questionnaire.  Could you please return it to Chris 
MacFarlane at chrismfm@telus.net 
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Appendix 2.  KEY HR & LEADERSHIP DEVELOPMENT INITIATIVES 

Project Name Organization 
(s) Project Description Geographic 

Scope 

Contact 
Informatio

n 

Workforce 
Strategy 

Area 

HR 
Management 
Standards and 
Tool Kit 

HR Council for 
the Voluntary 
& Nonprofit 
Sector 

 A comprehensive online 
resource designed to better 
understand, address and 
manage issues relating to 
HR in nonprofit 
organizations. The Standards 
will assist organizations with 
developing effective HR 
management policies and 
practices. 

National www.hrcou
ncil.ca 

Develop 

The Calgary 
HR Initiative  

Calgary 
Chamber of 
Voluntary 
Organizations  

A collective undertaking 
dedicated to developing short 
and long term sustainable 
solutions to the human 
resource issues facing 
Calgary’s nonprofit human 
service organizations. 
Provides links to online 
resources, research, online 
job board, and facilitates HR 
Community of Practice 
events. 

Calgary & 
Area 

www.calgar
ycvo.org 

Develop and 
Inform 

Charity Village 
online 
Resources and 
Management 
Tools 

Charity Village A selection of tools and 
reference information, 
resources, online job board 
and library, links to NPO's 
and free e-newsletters. 

National www.charit
yvillage.ca 

Develop and 
Inform 

NonprofitsCan Imagine 
Canada 

Comprehensive Canadian 
nonprofit knowledge base. 
They monitor what's 
happening within the sector 
and provide a voice. 

National http://www.
nonprofitsc
an.ca  

Inform 

Collaborative 
Exchange 

Human 
Resources 
Institute of 
Alberta 

To develop and strengthen 
the professional HR 
Association in Alberta.  

Provincial  www.hria.c
a 
 

Develop 

Alberta 
Nonprofit and 
Voluntary 
Sector (ANVSI) 
HR Project 
Team 

Alberta Culture 
& Community 
Spirit  

The Government of Alberta 
and the nonprofit/voluntary 
sector working together to 
develop a framework to 
examine, clarify and 
strengthen the relationship 
between the province and 
the sector. 

Provincial http://www.
cd.gov.ab.c
a/building_
communitie
s/anvsi 

Inform 

Alberta Labour 
Standards 

Alberta 
Employment & 
Immigration  

Provincial employment 
standards, information and 
resources. 

Provincial http://emplo
yment.alber
ta.ca 

Inform 
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Executive 
Directions 

Executive 
Directions 

Two year development 
program for Executive 
Directors of nonprofit 
organizations focusing on 
growth and effectiveness. 

Calgary & 
Area 

www.execu
tivedirectio
ns.org  

Develop 

Certificate in 
Nonprofit 
Management 

Mount Royal 
University 
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Provincial http://www.
mtroyal.ca/
ProgramsC
ourses/Fac
ultiesSchoo
lsCentres/I
nstituteforN
onprofitStu
dies/Educat
ion/index.ht
m 

Develop 

Leadership 
Working Group 

Alberta 
Museums 
Association 

Exploration of the leadership 
conditions facing Alberta's 
museums, to determine the 
means to develop the 
leaders needed to shape and 
identify initiatives to assist in 
addressing leadership 
issues. 

Provincial http://www.
museumsal
berta.ab.ca/
Leadership
%20Workin
g%20Grou
p%20Final
%20Report
%20with%2
0Appendice
s.pdf  

Develop 

Leadership 
Calgary 

Volunteer 
Calgary 

Community-based, 
leadership development 
program that encourages 
existing and aspiring leaders 
to work collaboratively to 
build a healthy and caring 
community. This is a local 
program that is related to the 
Canadian Community 
Leadership Network. 

Calgary & 
Area 

www.leader
shipcalgary
.ab.ca 

Develop 

Canadian 
Community 
Leadership 
Network 

Canadian 
Community 
Leadership 
Network 

Community leadership 
development programs are 
designed for rising decision-
makers. They prepare them 
for the challenges of their 
own life-long leadership 
journeys while increasing 
their awareness of the rich 
opportunities for leadership 
in their communities.  They 
are cross sectoral in nature & 
include participants from 
business, government and 
nonprofit sectors. 

Provincial www.cclnet
.org 

Inform 

The Banff 
School of 
Leadership 

The Banff 
Centre 

Programs to meet the unique 
development needs and 
enhance the day-to-day 
effectiveness of directors, 

Provincial http://www.
banffcentre.
ca/departm
ents/leader

Develop 
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managers, and team leaders 
in the private, public, and 
nonprofit sectors.  

ship/progra
ms  

Leadership 
Edmonton 

  Executive Directors learning 
group. 

Edmonton & 
Area 

 www.leade
rshipedmon
ton.com 
 

Develop 

Non Profit 
Leadership for 
New 
Executives  

CentrePoint Six-month program designed 
for new Executive Directors 
to develop their nonprofit 
leadership knowledge. 

Calgary & 
Area 

www.thece
ntrepoint.ca 

Develop 

Leadership 
Wood Buffalo 

  A community project where a 
leadership network was 
developed to address HR 
Issues.  

Wood Buffalo www.leader
shipwoodb
uffalo.com 
 

Develop 

Leadership 
Development 
Forum 

Multi-
partnership 
project which 
includes 
Alberta 
Council of 
Disability 
Services 

Will address senior 
leadership gaps and 
implement sector solutions.  

Calgary & 
Area 

www.cdscal
gary.com 

Develop 

Leadership 
Core 
Competency 
Project 

Canadian 
Mental Health 
Association - 
Calgary 

Focuses on mid & senior 
managers and addresses 
key areas identified to 
strengthen management 
practices & improve 
sustainability through 
succession planning. 

Calgary & 
Area 

www.cmha.
calgary.ab.
ca 

Develop 

      
Capacity 
Building 
Project 

iCCAN 
(Innovative 
Communities 
Connecting 
and 
Networking)  

Partnership between 
Community Learning 
Network, Literacy Alberta 
and Volunteer Alberta, using 
video conferencing 
equipment in rural and urban 
communities to facilitate new 
ways of service delivery, 
professional development 
and capacity building.  

 www.iccan.
ca 

Develop 
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Appendix 3. PEOPLE WITH DEVELOPMENTAL DISABILITIES'  OBSERVATIONS 
 
People with developmental disabilities, who attended a Disability Action Hall meeting on 
September 11, 2009, were asked what are some of the qualities that future leaders of 
organizations will need to possess. The following qualities were identified. 
 
 
Skills  Attitudes 
�  able to lead and organize people 
�  know when to do stuff 
�  able to lobby and advocate 
�  get to know others 
�  try to understand others 
�  talk to people and don't do things 

behind closed doors 
�  don't hide behind their words - they 

do what they say 
�  problem-solver, can deal with 

difficulties 
�  supportive of their team  
�  able to delegate, mentor, and build 

others up and support them to be 
leaders themselves 
 

�  care about people with disabilities 
�  let others have their own power and 

don't try to take it 
�  don't think they have always the right 

answer 
�  appreciates the best answers come from 

a group  
�  have to be a leader in their own heart - 

they need to know how to cope in their 
own life and know the rules and 
guidelines of society 

�  they know when to use their power and 
when not to use it 

�  has patience 
�  doesn't abuse others or give them the 

silent treatment 
�  honest  
�  helpful 
�  good follow through, not just talking 

about it and not following through 
�  passionate and cares 

 
 
 
These people with developmental disabilities were also asked what role they would like 
to play in leadership development.  The following roles were identified by people with 
developmental disabilities: 
 
·  teach others to be leaders 
·  involve them in the Disability Action Hall 
·  offer a course for leaders 
·  educate leaders on disabilities 
·  be seconded to work alongside of staff and leaders  
·  advocate  
·  offer an overview of the history of the Disability Action Hall as an example of 

leadership development.
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