
Extreme	Board	Makeover	

One	library	board's	journey	to	
overcome	leadership	&	organiza?onal	
issues	in	the	quest	to	become	a	‘dream	

board’.		
	

Friday,	January	29,	2016	



Terry	Flynn	
	

Andrew	Porteus	



Niagara-on-the-Lake	Town	Council		
Former	Chair,	Niagara-on-the-Lake	Public	Library	Board		

Supervisor,	Niagara	EMS	
St.	Davids’	Lions’	Club	

Chair,	Niagara	Regional	Airport	Board	
…and	many	other	volunteer	posi?ons	



Manager	of	Informa?on	Resources	&	Connec?ons,	Niagara	Falls	Public	Library	
Niagara-on-the-Lake	Public	Library	Board,	2011-present	(Chair	2012-present)	

Fort	Erie	Public	Library	Board	2003	–	2009	(Chair	2007-2009)	
Ontario	Library	Boards	Assn	Conference	Planner,	2006-2007;	Regional	Rep	2015	–	

Many	more	including	Navy	League	Fort	Erie;	Adult	Literacy	Council	of	Greater	Fort	Erie;	
Ontario	Associa?on	of	Library	Technicians,	Fort	Erie	Jaycees	





Discuss	the	characteris?cs	of	a	dysfunc?onal	board		

Discuss	the	characteris?cs	of	a	well	–	func?oning	board	

Talk	about	the	Niagara-on-the-Lake	Public	Library’s		
	transforma?on	from	a	dysfunc?onal	to	a	func?onal	board	

Offer	?ps	and	sugges?ons	for	improving	your	board	experience	



•  One	member	dominates	the	discussion	
•  The	chair	doesn’t	allow	discussion	and	arbitrarily	cuts	off	
debate	

•  The	board	is	buried	in	details	
•  The	board	is	adric	
•  The	board	is	out	of	touch	with	the	community	and	the	?mes	
•  The	board	doesn’t	understand	its	role	in	rela?ons	with	
management	and	staff	

•  Board	mee?ngs	are	unstructured	
•  The	board	Ignores	financial	implica?ons	of	decisions		
•  High	staff	turnover	(including	CEO)(NOTL	had	6	between	
2005-2012)	

•  Poor	afendance	

	



They	actually	happened	in	a	NOTL	Public	Library	board	
mee?ng	–	from	one	board	member	to	others	









Copy	of	the	lefer	that	was	read	
We	had	never	had	a	formal	introduc?on	to	the	staff.		Our	only	contact	with	the	CEO	was	
that	she	sat	in	on	mee?ngs	and	recorded	the	minutes.		She	was	not	a	welcoming	
presence	and	was	not	forthcoming	with	informa?on.		Seemed	to	resent	the	role	of	the	
Board....possibly	worried	that	we	would	'get	up	in	her	grill"	as	it	were.		New	board	
members	were	not	provided	with	useful	orienta?on	binders.		There	was	a	dis?nct	
unwillingness	to	share	informa?on	and	to	develop	working	rela?onships	within	the	
board.		We	were	given	copies	of	the	public	libraries	act	and	told	to	familiarize	ourselves	
with	it.			One	inexperienced	new	board	member	was	asked	to	take	on	the	onerous	task	
of	revising	the	policy	manual	as	chair	of	this	commifee	and	then	given	no	guidance	of	
any	kind	even	when	they	did	directly	ask	for	help.		This	par?cular	board	member	spent	
hours	researching	various	emergency	and	disaster	plans,	bringing	the	informa?on	to	the	
commifee	and	having	it	lead	nowhere.		This	person	was	then	singled	out	for	being	
ineffec?ve.	
		



Lefer	con?nued	
Mee?ngs	were	raucous	events	where	voices	were	raised,	obsceni?es	were	bandied	
about,	there	was	name	calling	and	books/papers/board	materials	were	thrown	and	one	
par?cularly	overwhelmed	board	member	wept	openly	at	all	the	figh?ng.		There	was	a	
lot	of	stress	with	regard	to	the	death	threat	situa?on.		The	board	and	the	town	delayed	
ac?on	on	the	situa?on	for	far	too	long	and	should	have	dealt	much	more	swicly	and	
decisively	for	the	sake	of	the	group,	the	library	and	its'	credibility	in		the	town	in	
general.			
Another	red	flag	was	the	forma?on	of	an	execu?ve	board	composed	of	the	Chair,	Vice-
chair	and	one	or	two	board	members	who	were	privy	to	all	informa?on,	including	
finance,	confiden?al	or	not.		The	rest	of	the	board	proceeded	in	ignorance	and	was	
given	informa?on	at	monthly	mee?ngs.	
While	board	members	were	encouraged	to	go	to	OLA,	they	were	not	adequately	
prepared	to	selec?on	beneficial	sessions	and	were	also	not	expected	to	submit	reports	
acer	the	conference.	
When	entering	the	room	where	a	monthly	board	mee?ng	was	held,	no	one	would	say	
hello	and	all	par?cipants	would	be	reading	their	agendas.		There	was	no	collegial	spirit.		
Not	surprisingly,	this	board	accomplished	nothing.	
		



•  The	Board	is	focussed	on	the	future	
•  The	Board	is	clear	about	its	roles	and	responsibili?es	
•  Every	member	is	engaged	and	brings	some	sort	of	value	to	the	table	
•  Discussion	is	about	strategies	and	issues	of	importance	
•  Members	know	each	other	and	hold	each	other	in	mutual	respect	
•  Mee?ngs	are	open	to	differing	views	and	opinions	and	are	able	to	reach	

decisions	through	civilized	debate	
•  Succession	strategy	is	in	place	
•  Members	are	commifed	to	personal	educa?on	and	development	of	

both	board	members	and	staff	
•  Rela?onship	with	Chief	Librarian		/	CEO	is	respeclul	and	suppor?ve	

	







Niagara-on-the-Lake	Town	Council	were	aware	of	the	difficul?es	the		
Library	Board	was	having,	and	instead	of	taking	the	easy	route	and	reappoin?ng		

the	incumbents,	they	looked	closely	at	applicants	to	see	what	skills	each	brought	to	
the	table.	



•  had	experience	on	other	library	boards	
•  had	experience	in	the	library	field	
•  had	experience	in	the	HR	(human	resources)	world	
•  represented	different	segments	of	the	community	and	were	at	different	

stages	of	life	
•  had	shown	commitment	to	their	community	in	a	variety	of	ways	
•  had	a	wide	range	of	employment	and	social	ac?vi?es	

And	to	show	they	were	serious	about	the	Library	Board,	appointed	3	town	
councillors	(out	of	a	total	board	of	9	members)	



•  hire	the	current	interim	CEO	for	a	full	calendar	year	to	give	stability	
•  develop	a	strategic	plan	with	both	staff	and	board	involvement	

(facilitated	with	an	outside	consultant)	
•  get	policies	in	place	–	priority	ones	to	support	and	guide	the	CEO;	human	

resources,	&	those	required	by	statute	
•  Intensive	prepara?on	for	hiring	CEO	–	defining	a	whole	range	of	desirable	

features	&	quali?es	using	a	consultant,	and	with	intensive	prepara?ons	
for	adver?sing	the	posi?on,	interviewing,	conduc?ng	2nd	interviews,	
reference	checking,	and	finally	making	an	offer	

•  Total	of	161	mo?ons	that	year,	most	dealing	with	policy	issues	(total	of	
91	the	previous	year)	



•  con?nuing	with	policy	development	
•  review	&	revision	of	strategic	plan	½	way	through	the	term	
•  internal		equity	process	
•  revision	of	board	mee?ng	agenda	
•  frequent	mee?ngs/calls/emails	between	CEO	&	chair		
•  respect	for	the	roles	board	&	staff	have	developed	
•  introduc?on	of	staff	members	to	board	
•  fostering	collegiality	amongst	board	members	
•  talk	to	councillors	&	present	to	council	on	a	regular	basis	
•  ac?vely		seek	out	and	recruit	people	to	apply	for	the	library	board	for	the	

next	term	
•  leave	a	legacy	lefer	to	both	Town	Council	&	the	next	board	of	where	our	

vision	was	taking	the	library	(May	be	freely	ignored	by	the	next	board)	



Consent	agenda	–	saves	?me	for	
rou?ne,	monthly	reports.	MUST	
BE	READ	AHEAD	OF	TIME!!!	

Every	board	mee?ng	should	have	
a	board	orienta?on/development		
component	

Policy	review	&	revision	should	be	
part	of	every	board	mee?ng	

Make	sure	board	&	staff	know	
each	other	



“Board	Inquiries”	gives	a	?me	for	
individual	board	members	to	ask	
ques?ons	and	raise	concerns	–	
these	ocen	equate	to	an	agenda	
item	at	a	subsequent	mee?ng	

Mission	statement,	Vision	
statement,	and	Values	are	
included	on	every	agenda	to	help	
keep	us	aware	of	our	core	values	
and	responsibili?es.	These	are	
reviewed	every	?me	the	strategic	
plan	is	revised	



Public	Libraries	Act		R.S.O.	1990,	CHAPTER	P.44	




