
Building Leadership Traits 
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Building Strong Families Through Innovation
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Agenda
Leadership Postcard Activity
Nine Helpful Tips for Leadership Development
Leadership Competencies
Succession Planning 
Workforce Planning Packet/Competency Playbook
How Do We Bring Others Along?
Peer to Peer Coaching
Revisit the Leadership Postcards
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Nine Tips for Leadership
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Integrity
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Actions
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Persuasion
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Value Others
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Discretion
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Own Your Work
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Clear Goals



Nine Tips for Leadership

2019

Knowledge



Nine Tips for Leadership
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Hold your thoughts…we will get 
back to you on Tip# 9!! 



Value

2019



Define Competency

2019

How would you define 
Leadership Competency?

Group Discussion:  



Core Competencies

2019

Core Competencies 
 Are the characteristics of an employee that 

results in effective performance on the job.

 It is the “how well” of job performance. 

 Stanislaus County has identified 11 leadership 
and business core competencies.



Core Competencies

2019

 Each of the leadership and business core competencies was defined for 
upper level manager, middle manager and first line supervisors.

 Progression of increasing responsibility of knowledge and skills as you move 
to the next level.

 In Stanislaus County these competencies have been added to job 
specifications on line and in recruitment flyers.



 Resource document with business and 
leadership core competencies defined

 Workforce Planning sample forms and process 
templates.

Workforce Planning 
Mini-Manual

2019



Leadership Competencies

2019

1.   Building Effective Teams
2.   Communication
3.   Conflict Management
4.   Customer Orientation
5.   Effective Decision Making
6.   Employee Performance Development & Coaching
7.   Ethics & Integrity
8.   Financial & Resource Management
9.   Managing Vision & Purpose
10. Organizational Performance Management
11. Strategic Management & Planning

The Stanislaus County general categories of essential 
leadership and business core competencies include:



Competency Reviews
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Competency Reviews

2019
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Competency Reviews
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Professional Self-Development
What You Can Do?

2019

 Simon Sinek, Leaders Eat Last Video
 Lynda.com
 Leadership Forums
 Understand and Evaluate Organizational Roles
 Emotional Intelligence, Understanding Neuro-Science
 Build a Career Ladder
 Utilize Knowledge Transfer Opportunities
 Develop a Portfolio



Succession Planning

2019

How would you define Succession Planning?

Group Discussion:  



Why Develop Employees?

2019

 Employee development is recognized as a strategic tool for growth and 
the ability to keep your best workers!  

 Retention study surveyed people who left voluntarily and discovered that 
90% mentioned a lack of career development from their managers. 

 Training courses are not enough!  Workers wanted their managers to 
help guide them.



Benefits

2019

 Increases job 
satisfaction

 Increases morale
 Increases efficiencies
 Increases learning
 Increases innovation
 Reduces turnover
 Effective retention tool



Knowledge Transfer

2019

 The Silver Tsunami

 The County has approximately 300 employees 
with more than 20 years of service.  We have 
rehired 100 retirees in the last three years.

 What is your agency doing to foster, enhance 
and ensure that knowledge is being transferred?



Industry Median Age 
Rank

Median 
Age

% Workers 
Age 45+

Postal Service 1 52 72

Funeral homes, and cemeteries 
and crematories

1 52.0 66.1

Personal and household goods 
repair and maintenance

3 51.9 64.9

Other general government and 
support

4 51.4 70.7

Religious organizations 5 51.2 66.1

Bus Service and urban transit 6 50.6 64.0

Electric and gas, and other 
combinations

6 49.6 61.5

Labor Unions 8 50.6 64.0

Offices of other health 
practitioners

9 49.6 61.5
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Vacancy Rates Increasing

2019

 Starting in 2008, it was anticipated that there would be a 24% gap over 15 
years between the number of available employees and the number of jobs.

20 positions
3 People to fill jobs



Knowledge Transfer
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 Encourage retiring employees to mentor other 
employees before they leave

 Document important processes in your department
 Develop and archive those historical records so 

others can learn



Workforce Planning

2019

 Workforce Planning has the goal of having the right number of people, with the 
demonstrated competencies across the organization, in the right place at the 
right time. 

 What talent do we need for the future? What talent is difficult to find? What 
talent do we need to demand?

 More than headcount.  It’s Strategy and Planning. 
 Data Analytics. What is the talent supply? What is the demand?
 Planning for tomorrow today, and routinely embedded into the culture.  



Workforce Planning



2019

 
 
 
 
 

DEPARTMENTAL SPECIFIC PROCESS 
 
Name: Department: 

 
Job Title: Date Prepared: 

 
WHAT is the process? 

 

 
 
 
 
 
 
WHAT departments are involved in this process? 

 
 
 
 
 
WHEN is this process used? 

 

 
 
 
 
 
 
WHY is this process done? 

 
 
 
 
 
HOW is the process completed? 



2019

 

HOW do I handle errors or questions? 
 
 
 
 
 

WHO do I contact for questions or concerns? 
 
 
 
 
 
 

NAME OF REPORT 
 

WHEN DO I RUN THE REPORT? 
 

WHO RECEIVES THE REPORT? 
   

   

   

   

   

 



Retention 

2019

 Employee development is recognized as a strategic tool for growth 
and the ability to keep your best workers!  

 Retention study surveyed people who left voluntarily and discovered 
that 90% mentioned a lack of career development from their 
managers. 

 Training courses are not enough!  Workers wanted their managers to 
help guide them.



Workforce Planning

2019

Step One—Identify Key Positions for Succession
• Department Heads
• Assistant Department Heads 
• Deputy Executive Officer, Manager series (I-IV) and 
• First line supervisors  
Workforce Planning is related to key positions and is not intended for every position. 

Step Two—Identify Competencies Needed

• What skills differentiate each level of advancement
• Add specific goals related to knowledge gaps of competencies



Employee Engaged

2019

Step Three—Employees Begin Development with Assistance of Key Manager

• Employee self-identifies as wanting to participate.  
• Employee creates a custom Individualized Learning Plan
• Assess their personal learning needs and goals. 
• Does not guarantee promotion/is not pre-selection.  
• Developing the skills to be a marketable candidate in the event of a vacancy

• An example of development responsibilities are as follows: Department Heads 
develop Assistant Department Heads, who in turn develop Program Managers, 
who in turn develop first line supervisors.



Developmental Plan

2019

Step Four—Employees Assess Development with Assistance of Key Manager

• Meet with employees during and after developmental activities to assess 
progress 

• Create additional goals and learning plans as appropriate
• Offering positive and constructive feedback is paramount as they work toward 

their stretch goals
• Begins informal mentoring
• Included in formal mentoring 
• See Workforce Planning Forms pg. 15-20   



What if it Doesn’t Work

2019

What if your efforts and planning doesn’t result in Job Selection, 
how do you recover?

• Preselection or Expectation of Promotion is Never a Guarantee
• This Work is About Continuous Improvement and Development
• Don’t Punish People Around You When Disappointed
• Keep up Good Communication and Good Behavior 
• Focus on the Bigger Picture of your Career Development Going Forward
• What is Relevant Today, May Not be Relevant Tomorrow so Be Adaptable
• Keep Setting Goals and Moving Forward



Competency

2019

 Employee development comes from managers and 
supervisors  who take the time to develop their 
employees.

 The most skilled managers and supervisors uncover 
and help nurture an employee’s potential.

 Don’t leave employees to wither with no watering or 
weeding.



Types of Development
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 Internal Development
 Take on new assignments or projects
 One on one coaching to increase skills
 Self-study options such as books, journals
 Computer based programs
 In-house training

 External Development
 Take courses at colleges
 Participate in seminars or conferences



Investment
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“If we say it is important for employers in our community to retain
our best local talent, then we need to lead from the front on this
subject through a focused investment in recruitment and
retention.”

~Vito Chiesa, District 2 Supervisor

Stanislaus County
Human Relations
6-Year Strategic Plan, 2018-2024
HR Trends & Challenges
Strategic Approach: Meeting the Challenge



Peer to Peer Coaching
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Peer to Peer Coaching

2019





Let’s Revisit Your Postcards

2019

• Look at the names on your postcard of who you wrote down.
• Do these people demonstrate the characteristics we talked about 

and are they serving you well?
• If “Yes”, Good for you!  Keep surrounding yourself with the right 

people!
• If ‘No”, What changes need to be made?  Who should I be 

surrounding myself with?



QUESTIONS?CONTACT INFO:

TAMARA L. THOMAS
HUMAN RESOURCES DIRECTOR, 
STANISLAUS COUNTY CHIEF EXECUTIVE OFFICE 
THOMAST@STANCOUNTY.COM
209-652-6513

PATTI DALRYMPLE
DISTRICT MANAGER/ REGION 2 NORTH
WASHINGTON STATE
DALRYP@DSHS.WA.GOV
425-438-4949
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