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INTRODUCTION

EXPERIENCE

e Education:

o BA: Park, Recreation & Tourism
o Masters: Sports Admin &
Coaching Education

e 20 years of full-time
leadership

e 15 years of coaching

STRENGTHS
e Dynamic
e Structured
e Adaptable



COMMUNITY

Population: 12,203

Community Partnerships
Parks & Recreation Commission

Supportive Mayor & Admin

N2

AMENITIES

375 Acres of Park Land

e 1 Recreation Center
e 1 Historical Site

e 3 Parks

e 12 Athletic Fields

EMPLOYEES

11 Full-Time Staff
65 Part-Time Staff

e Front Desk
e Lifeguards
e Rec Leaders



OUR TEAM

DIRECTOR

RECREATION RECREATION RECREATION ADMINISTRATIVE
MANAGER MANAGER MANAGER ASSISTANT
AQUATICS & SPORTS & EVENTS,

FITNESS FACILITIES PROGRAMS,

& MARKETING
e Aquatics Specialist FT e Front Desk FT & PT
o Lifeguards » Recreation Leaders  Camp Counselors
e Swim Instructors e Coaches . Program Leaders
» Officials  Event workers

Volunteers






LEADERSHIP

YOU ARE THE HEAD COACH



DESIGNING A TEAM FOR THE FUTURE
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PRESENT FUTURE

Understand Build




3 KEYS OF
LEADING
CULTURE

01 | RELATIONSHIPS

e COMMUNICATION
e TRUST

e EMPOWERMEN

02 | THE THREE P’S

e PERM|I

e P
e P

ROMOTE

RACTICE

03 | BCD

e BLAME
e COMPLAIN
e DEFEND




PHILOSOPHY

TEAM IDENTITY






EXCELLENCE IN COMMUNITY,
SUSTAINABILITY & SERVICE






CREATING THE BUY-IN

ESTABLISHING THE FRAMEWORK



THE PROCESS

CREATING
VISION

HIRING & INTERVIEWS

ADVERTISE

REVIEW OF

TO THE CANDIDATES
RIGHT WITH
SOURCES PURPOSE

VIDEO

INTERVIEW




GETTING A Creating vision
S TA R T E D m ldentify needs of that position

e What has worked well vs what hasn’t
e Necessary skills/experience
..... e Bonus skills/experience

Advertise to the right
sources

@ e Networking

e Professional sites
e Employment sites - the good vs bad




Review of candidates
with purpose

e Intentionality
e Proper scoring system
e Review with designated staff

GETTING
STARTED




THE
INTERVIEW
PROCESS

Written Interview

e Opportunity to provide insight to real job duties
e Gage communication skills
e Reviewed on a point system




Video Interview

e Provide further insight to resume, written
interview

e More in-depth questions

e Panel of 2-3 staff

e Reviewed on a point system

THE
INTERVIEW
PROCESS




FINAL
INTERVIEW

S88

Tour

e Complete tour of Facilities & Parks
e Provide insight to our community
e Hosted by staff

Peer Panel

e A new set of questions

e Aligned to gage fit among the team

e Opportunity for open conversation with
potential peers

e Panel interview with peers 3-5

Director Panel

e Final step in the process
e Interview with Director & HR Director
e Candidate presentation



LEADING THROUGH

/

Development

e Onboarding & Education
e Training with staff

Evalutations

e Timeline
e Intentional process

e “Build up or build out”

X
o

.

Training

e Necessary training
e Resources



EMPOWERMENT

WHAT'S YOUR WHY?



INDIVIDUAL

SOLUTION
ORIENTED

OWNERSHIP

Allowing staff to
present ideas to
problems before
supervisor input.

Accountability of
an area

CREATING THE BUY-IN &
MOTIVATING EMPLOYEES

Individual projects

PROJECTS | and specific tasks

assigned

Ability to multi-task,

CAPACITY make decisions,

achieve objectives




GROUP

POLICY

CAPACITY

Facility rules, refund
policy, staff

handbook, fees, etc.

Ability to
multi-task,

make decisions,
achieve objectivs

CREATING THE BUY-IN &
MOTIVATING EMPLOYEES

Team meetings,

TEAM updating staff,

individual reports

Big picture impact,
VISION working towards the
vision




TEAMWORK

Communication
& Listening

e I[ntentionality

e Education

e How does this
effect me?

e What is needed
from me?

Building
Relationships

e Creating full
iInvestment

e Create value
and sense of
belong for
employee

Developing
Trust

e Continual
Process
e Being “heard”

Managing
Up

e Giving guidance
to supervisors

e Accepting
feedback from
co-workers and
subordinates



THE IMPACTS OF WORKPLACE CULTURE

Employees who feel their voice is heard are 4.6 times
more likely to feel empowered to perform their best work.

-Forbes

/6% of employees agree that workplace culture affects
their productivity

-Forbes

81.9% of employees agree that recognition for their
contributions improves their engagement.

/1% of employees would be less likely to leave their

organization if they were recognized more frequently.

-Forbes
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