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Introduction 

In June of 2014 Cypress County asked GCS Consulting Inc. to undertake a review of the 
organization’s staffing. Preliminary comparisons had shown that the County was understaffed as 
compared to similar municipalities. 

The consultants interviewed all of Council and staff, and subsequently identified a number of 
organizational issues. We then selected (under the direction of the CAO) five other 
municipalities for comparison purposes. These five municipalities received a template asking for 
their staffing in various categories. The data received were then normalized to allow for direct 
comparison.  

The comparisons allowed for identification of areas where Cypress County was likely 
understaffed. These data, together with the interview results and particular data collected from 
the County, provided input to recommendations for staffing changes. The interviews, filtered 
through experience of the consultants with other municipalities and similar organizations, led to 
further recommendations on organizational structural changes and other organizational 
components. 

All of the foregoing is presented in the following chapters. 
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Municipal Comparisons 

Overview Comparisons 

The five municipalities chosen for comparative purposes were: 

 Brazeau County 

 County of Newell 

 County of St. Paul No. 19 

 County of Vermilion River 

 Municipal District of Taber 

The initial comparison was to data provided to Alberta Municipal Affairs and summarized by the 
Ministry on their web site. Table 1, below, shows the overview data. 

Table 1: Overview Comparisons* 

Measure Cypress Taber Newell St. Paul Brazeau 
Vermilion 

River 
Avg. of 

Comparators 

Cypress 
as % of 
Average 

Population 7214 7116 7138 6168 7201 7905 7105.6 101.5% 

FTE Employees 52 70 60 56 60 85 66.2 78.5% 

Area (000 Hectares) 1325 427 624 321 308 542 444.4 298.2% 

Number of Hamlets 10 3 6 10 6 7 6.4 156.3% 

Length of Road Maintained  
   (km) 

2616 2471 1762 2029 1033 3659 2190.8 119.4% 

Water Maintained (km) 127 25 309 22 12 10 75.6 168.0% 

Wastewater Maintained 
(km) 

30 18 24 7 29 7 17 176.5% 

Storm Drainage 
Maintained (km) 

4 2 8    5 80.0% 

Number of Dwellings 3521 2292 2957 3706 3247 3314 3103.2 113.5% 

Equalized Assessment  
   ($000) 

5019 2018 3994 1309 3207 2313 2568.2 195.4% 

*All data from Alberta Municipal Affairs, population and assessment data from 2013, all other data 2011. 
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It is interesting to note that the average population of the comparators is almost identical with 
that of Cypress County. This provides confidence that the comparators chosen are appropriate for 
this analysis. 

The remaining data sets in the table show that Cypress County is likely understaffed regardless 
of the measure selected: 

 The average comparator staffing level is about 66, whereas Cypress has 52 

 Despite having fewer staff, Cypress has significantly more area (this has implications 
for road maintenance, snow removal, grass cutting, distances to travel for outside 
workers, etc.) 

 Cypress has more hamlets, which require more attention than does vacant land or 
farmland 

 The County has more kilometres of road, more water and wastewater length, and more 
dwellings 

 Finally, Cypress has a significantly higher equalized assessment. This is a surrogate 
measure for the ability to pay for increased staffing, or higher service levels. 

Table 2, below and following, shows financial comparisons, again drawn from data submitted by 
each municipality to Alberta Municipal Affairs, and published by the Ministry. 

Once again, a number of measures show that Cypress County spends less on various categories 
than do the comparators. Specifically, Cypress spends substantially less on Council and 
Administration than do the comparators. Other areas that are lower include Agriculture, 
Economic Development, Recreation and Culture. 

Table 2: Financial Comparison 

Expense Category 

Expense Comparison ($000) 
Average of 

Comparators
($000) Cypress Taber Newell St. Paul Brazeau 

Vermilion 
River 

Council and Administration 2409 1960 4458 3541 3904 2504 3273 
Safety Services, Police, Bylaw 263 142 251  529 907 457 
Fire and Disaster Services 1032 533 1061 483 887  741 
Common Equipment, Pool     1401  1401 
GIS  275     275 
Roads (streets, walk, lighting) 11,793 10,579 9722 11,717 10,154 23,187 13,072 
Water and Wastewater 2678 1772 1195 609 1151 433 1032 
Waste Management 625 345 260 953 522 566 529 
Subdivision Land Development  897 266 367  828 590 
Land/Housing/Buildings  374     374 
Municipal Planning and 

development 
526 159 381  490 926 489 

Family and Community Support 197 46 61 246 265 216 167 



Cypress County  December, 2014 

 
 

GCS Consulting Inc. ©Copyright 2014 Page 4 
 

Expense Category 

Expense Comparison ($000) 
Average of 

Comparators
($000) Cypress Taber Newell St. Paul Brazeau 

Vermilion 
River 

Agricultural and Economic 
Services 

552 1475 1301 618 1210 846 1090 

Parks and Recreation 527 830 768 802 1222 506 826 
Library and Culture 88 126 141 227 353 85 186 
Other  16 93 97 17 37 52 

Total $20,690 $19,529 $19,958 $19,660 $22,105 $31,041 $22,459 

$000/Population $2.87 $2.74 $2.80 $3.19 $3.07 $3.93 $3.14 

*All data from financial statements on each municipality’s website; all 2013, Newell 2012; St. Paul data is budget, all others 
are actual. 

Survey Results 

Table 3, below, shows the first of the comparisons from the survey of the five municipalities. 

Table 3.  Staffing Data (FTEs) from Comparator Municipalities 

 Category Cypress Comparators  

 Office of the CAO 2.0 3.7  

 Agricultural Services 2.0 7.2  

 Community Services 0.0 3.9  

 Protective Services 2.0 2.4  

 Corporate Services 6.0 10.6  

 Planning & Development 5.0 3.8  

 Infrastructure/Shop 40.1 42.8  

 Utilities 5.0 4.3  

 Economic Development 0.0 1.1  

 Other 4.0 7.9  

 Total 66.1 88.7  

 

  



Cypress County  December, 2014 

 
 

GCS Consulting Inc. ©Copyright 2014 Page 5 
 

The totals in this table are higher than those shown earlier as this table includes part-time 
employees as well as contractors and seasonal staff, all annualized to full-time equivalents 
(FTEs). 

Once again the staffing level at Cypress County is lower than that for the comparators. This 
comparison leaves something to be desired as other municipalities have staff in functions that 
Cypress does not have (to be discussed later in this chapter). Table 4, below, shows a direct 
comparison of staffing for the other municipalities based on the functions that are also staffed at 
Cypress. 

Table 4.  FTE Data – Apples to Apples 

 Category Cypress Comparators  

 Office of the CAO 2.0 3.7  

 Agricultural Services 2.0 7.2  

 Protective Services 2.0 2.4  

 Corporate Services 6.0 6.7  

 Planning & Development 5.0 3.8  

 Infrastructure/Shop 40.1 42.8  

 Utilities 5.0 4.3  

 Total 62.1 70.9  

 

Table 5, following, shows the functions that are missing at Cypress but evident in other 
municipalities. Principal among these is: 

 Administrative support for Council and the CAO 

 Parks and Recreation 

 Engineering 

 Certain central functions, such as Human Resources, Communications, and Information 
Technology (this last is contracted out at Cypress) 

 Senior management functions, typically Directors of Corporate Services, Municipal 
Services, and Community Services 

 Economic Development 
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Table 5.  Positions Missing in Cypress  

 Category Cypress Comparators  

 Council//CAO Admin Support 0.0 1.7  

 Parks & Rec/FCSS 0.0 3.9  

 Human Resources 0.0 0.4  

 Communications 0.0 0.4  

 Information Technology 0.0 3.1  

 Safety Codes 0.0 0.2  

 Engineering 0.0 1.4  

 Development Engineering 0.0 0.2  

 Facility Maintenance 0.0 0.3  

 Director of Corporate Services 0.0 0.2  

 Director of Municipal Services 0.0 0.2  

 Director of Community Services 0.0 0.3  

 Economic Development 0.0 1.1  

 

Finally, in terms of comparison, the consultants collected a number of productivity measures 
from each of the comparator municipalities. These are shown in Table 6, below. 

Table 6.  Productivity Measures 

 Category Cypress Comparators  

 Development Permits/Year 225 172  

 Files per Assessor 12,500 11,698  

 Km of Roads 2,567 2,098  

 Paved 92 169  

 Gravel 2,141 1,844  

 Other 334 107  

 Cost of IT/Year $354,000 $498,500  
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In all cases, Cypress is either more productive or is burdened with higher volumes of work. 
For example: 

 Cypress staff handle 30% more development permits than is typical 

 And they have 7% more files per assessor 

 The kilometrage of roads is 22% higher 

 And the expenditure on information technology is only 71% of average. 

Conclusions from the Comparisons 

All of the foregoing leads to the conclusion that Cypress County is understaffed in many areas. 
The number of FTEs is low considering multiple variables. We estimate that Cypress is likely 
understaffed by 9 to 14 FTEs. 

In addition, several key functions are not evident in the organization, principally Human 
Resources, Information Technology, Economic Development and Engineering. 

Finally, as we examine the organizational structure, the upper management layer appears to 
be missing. 

 

  



Cypress County  December, 2014 

 
 

GCS Consulting Inc. ©Copyright 2014 Page 8 
 

Internal Assessment 

We interviewed all of Council and all staff. Based on what we heard and our own experiences 
with municipal organizations, we provide comments by functional area in this chapter. 

Agricultural Services 

Our interviews with the two Agricultural Fieldmen (the fieldman and his assistant) produced no 
major issues. We note that there is no service level definition, and that the existence of this 
would allow employees to set priorities for their work. The Fieldmen are also doing parks 
maintenance and looking after County property. Although they seem to be able to manage the 
volume, we note that the comparator organizations have more employees in this area, and 
management in the County might want to monitor the workload going forward. 

Utilities 

The number of employees in this area is low considering the productivity measures cited earlier 
and the staffing in comparative municipalities. The great distances involved in the County means 
that the equivalent of one employee is used each day simply to travel the distances in the County. 

We believe that a regional service agreement should be examined. The County does not have 
enough volume for specialized equipment and having this agreement would allow for borrowing 
this type of equipment when required. 

Cross-training should also be a priority to allow for greater flexibility of staffing and to meet 
emergency needs. We note that the supervisor is spending time doing the work involved in 
utilities rather than managing. Perhaps a lead hand would be useful in this regard. 

Finally, the supervisor is the only certified individual in the unit. We see this as a liability and 
recommend that a plan be put in place to train at least one other employee to be certified. 

Public Works 

The manager in this unit is retiring, which creates an opportunity to rethink the operation of this 
area. Cross-training here too would be useful. 

The current safety process seems to be an obstacle to smooth operations. It creates a good deal of 
work on each shift. A simplified process might be more effective. 

We note that there is no long-term plan for roads in the County, and no prioritization process. 
We would have expected to see both in place. In this regard, we believe the County would 
benefit from having an engineer on staff to create a roads master plan, to prepare a maintenance 
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plan for roads and to inspect roads and establish priorities. This individual could also provide 
engineering support for the development process in the County. 

Municipal Services 

Again, we note that the new safety program has created some issues in the areas affected by its 
implementation. For example, contractors do not have to follow the protocol, which leads some 
to conclude that there is a double standard in place. 

Recreation is handled through a grants program. There is some thought that the County is now 
large enough that it should have a staffed function in this area. 

In a similar vein, many we interviewed feel that economic development deserves more focus. 
It is currently managed through participation on regional committees and periodic funding of 
projects. Should it have a staffed position within the County? 

Finally, we observed that Council, the CAO and the Assistant CAO have no dedicated 
administrative support. We have seldom seen this in an organization the size of Cypress County 
and suggest it likely curtails the effectiveness of all of these bodies and individuals. 

Shop Services 

We have few comments in this area. We note that it too has no administrative support, but this is 
not unusual. We see an opportunity to do more training of the staff, but there seems to be little 
time or money for this. 

The Purchasing Clerk reports to the Fire Chief, but provides a good deal of support to this area in 
terms of buying for repairs and inventory. The dual reporting relationship creates competing 
priorities. 

Financial Services 

We see that utilities billing is placed in the Utilities unit. We would prefer to see all billings in 
one place, preferably in Financial Services. This creates a single process and direct supervision 
of all financial matters in the place best suited to provide it. 

Financial Services is responsible for the Bellamy operating system. We received a great many 
comments about the ability of the system to meet existing needs and the slow speed of operation. 
We feel that a review of the County’s needs in IT against its current investment in systems would 
be in order. 

We also feel that the unit would benefit from more skills in tax, records management and IT. 
This last is outsourced to a Medicine Hat support firm, but that firm provides only responsive 
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service. We do not see the forward-looking planning that is a key requirement in this area. 
We discuss this further later in this chapter. 

Other elements that are missing are the creation of a business plan for the County, as well as a 
capital plan, service level definition and targets, and HR policies. 

A smaller but important point is that the payroll clerk has little privacy. This is significant as 
people observe other employees’ private matters. 

Assessment Services 

Assessment is the underpinning of a fair taxation system. The expectation is that every property 
will be assessed on a five-year rotation. This target is not being met due to the workload in 
the unit. 

There is also a succession issue with the current head of the unit retiring soon. 

The IT issue mentioned earlier is of particular concern in this area, as the computers are slow, 
affecting the ability of staff to do their work on a timely basis. The assessment system is 
Camelot, which seems to work well, but does not interface with the Bellamy system, requiring 
duplication of effort. 

Overall, the area needs a long-term plan to meet service targets and deliver expected results. 

Purchasing Stores 

The Fire Chief is also the purchasing manager. This not only takes him away from his 
emergency management responsibilities but can be seen as a conflict.  

We note that there is $2.5 million worth of inventory in stock. This amount seems high, given 
that a major city is located only a few miles away and can be used to source product as required. 
We recommend that an inventory study be done to see what is required for quick service and 
what can be sourced when needed. 

Protective Services 

The Fire Chief is the sole employee in this area, with volunteers used to fight fires. An Assistant 
Fire Chief is employed, but only on a part-time, seasonal basis. While there has been some 
discussion of the need to make this a greater role, we conclude that if the purchasing 
responsibilities were elsewhere, the Chief would have more time to devote to his prime area of 
responsibility. 

There was some discussion of the need for a second shift for the Peace Officer, given that many 
incidents occur on the evening shift. 
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Finally, there is an opportunity to enforce provincial regulations on the roads and thereby 
increase revenues. This would require weights and dimension tools. 

Planning Services 

This unit has a standard of delivery on applications of 3-4 days, which we consider excellent. 
We note that there is no engineer on staff, and the unit relies upon the Development Officer to be 
able to identify the need for a contracted resource on specific applications. This creates a 
potential liability for the County. We discussed the need for an engineer in the section on public 
works and said there that this resource could assist in the development area as well. 

Once again, we note that the computer support in this area requires improvement. 

We recommend that the users of the planning services function meet as a community to establish 
priorities for MIMS and other topics. This would help Planning Services to decide where to put 
resources. 

Missing Functions 

As we reviewed our interview notes, we compared what we saw with what we would have 
expected to see in a municipality of the size and scope of Cypress County. In this section, we 
present our observation on these areas. 

 Information Technology 

We would have expected to see an IT master plan, providing a way forward for the County with 
needs expressed and a plan to meet those needs on a time-based plan. We see that the servers and 
computers are quite old and increasingly unresponsive. The County’s outsourced IT provider has 
identified this need and has created a plan to upgrade the servers. This will require an investment 
of at least $100,000 in the coming year and then more to upgrade hardware and software. 

A large question is whether the Bellamy corporate system is adequate to meet the County’s 
needs into the future. Any corporate system should meet service level requirements and integrate 
all operations. Other software programs are out of date or underutilized. We note specifically 
DocView and CAMS. 

In terms of IT management, the current structure is one of decentralization. We believe that the 
County requires a central point of coordination for IT investment and management in order to 
have commonality of processes. The County spends about $354,000 annually on IT, which is at 
least a quarter less than the comparative municipalities. Given that it has fallen behind, it might 
have to spend more than that increment to catch up. The master plan referred to earlier would 
point the way to a reasonable investment plan. 
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And finally, the current agreement with the current IT provider involves a cost that is quite high 
for the service provided. If that arrangement is to continue, we recommend that a Service Level 
Agreement be signed with that firm for remote service provision. 

 Human Resources 

The County does not have an HR specialist, nor anyone dedicated to provide HR services. It is of 
a size now that such a function is likely required. We say this for several reasons. We see that 
HR policies, where they exist, are inconsistently applied (such areas as vehicle use and mid-day 
breaks). There is a need to invest in training (as mentioned earlier) and cross training. The 
performance management system that has been in place has been largely abandoned. Supervisors 
are promoted to their positions without any training on how to supervise. All of these would fall 
into the mandate of the HR coordinator. 

On a separate matter, we note that promotion from within is the dominant ethic in the County. 
This is commendable, but should be tempered by credentials and experience. A formal hiring 
process would be another benefit of an HR process. 

As a final note, we did hear from many staff that the County is a good place to work. This is 
enviable in this day and age, and should not be lost as more formal processes are put in place. 

 Other Matters 

We would expect that senior management meetings would take place on a regular basis. These 
are not a routine part of management within the County, largely, we believe, because there are no 
senior management personnel other than the CAO and the Assistant CAO. In a more robust 
structure, these would produce a more integrated organization and better decision making. 

In that vein, we observe that supervisors are essentially also lead hands, doing the work in 
addition to supervising. Most other municipalities are structured to separate the doing from the 
managing, creating a layer of management responsible for planning, supervising, reporting, 
monitoring, etc.  

There are few performance targets and performance reports. This makes it difficult for the CAO, 
and ultimately for Council, to identify issues and make corrections as required. In that vein, staff 
says that the lack of a Council strategic plan makes it difficult for them to know what are the 
priorities and where they should invest their time. The CAO report to Council should then be 
based on the strategic plan and subsequent operational plan. A tracking system for Council 
decisions should be put in place. Each Council meeting should have, as part of the documents 
provided, an update on those decisions. 

The strategic plan from Council should be based on a longer-term view of the direction for the 
County, as well as strategic issues facing Council and the County. These would include (but not 
be limited to): 

 Does the County want more hamlets? 
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 How to make the hamlets viable? 

 Is there need for dedicated economic development staffing and what are the expectations? 

 Is there need for a recreation function? 

 How should the County set priorities for investment in roads? 

 What should be done about Desert Blume? 

 How should the County meet the expectations of urbanites moving in? 

 How to balance these with rural residents? 

 What are the priorities for organizational achievement and how can staff meet these? 

 What should be the organizational plan to address the number of retiring supervisors? 

 What service levels is the County trying to meet? 

 Are there opportunities for regional service delivery? Is this desirable? 

Summary 

The interviews and the document review provided us with issues in each department. These were 
then used to make recommendations on staffing, structure and management processes in the next 
chapters. 
 
In order of significance, we conclude that the following needs exist: 
 

 Strategic leadership from Council 

 A strong management plan 

 Consistent operating principles (e.g., HR) 

 Adequate staffing to meet service expectations 

 Filling of gaps in certain functions 

 A structure that provides clear roles and responsibilities and can respond to the 
strategic plan. 
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Staffing Implications 

Overview 

In preparing our staffing recommendations we reviewed the comparative data and used it 
selectively. Just because another municipality, or the average of all of the municipalities, showed 
a higher staffing level, we did not blindly recommend an increase. Rather, we used these data in 
the context of what we heard and observed in Cypress County, and what we saw as evident gaps 
and shortages, as well as expressed priorities. For example, we did not recommend increases 
where the current staffing level seemed to be adequate to meet service level expectations. 
 
We do recommend, however, that the process of comparing be maintained on a periodic basis 
and especially when there is concern about inadequate staffing in certain areas. 

Staffing Conclusions 

We provide in Table 7, below, the comparison of Cypress County staffing to that in the 
comparator municipalities, together with our conclusions on the implications to Cypress County. 
 
Table 7.  FTE Data from Comparators 

Category Cypress Comparators Indications for Cypress 

Office of the CAO 2.0 3.7 +1 for Executive Assistant 

Ag Services 2.0 7.2 Current level seems adequate 

Community Services 0.0 3.9 Council decision as to whether this needs staffing 

Protective Services 2.0 2.4 Transfer of non-fire duties elsewhere will add to 
capacity here 

Corporate Services 6.0 10.6 Need senior management, HR and IT 

Planning & Development 5.0 3.8 Need senior management 

Infrastructure/Shop 40.1 42.8 No change indicated 

Utilities 5.0 4.3 More hamlets and distances over comparators 
likely requires +1 

Economic Development 0.0 1.1 Expressed need for +1 

 

Beginning at the top, we note that the Office of the CAO is staffed at a lower level than in the 
other municipalities. We recommend that an senior administrative assistant be provided. This 
will address the concern about lack of support and confidentiality for Council, the CAO and the 
Assistant CAO. In addition, we frequently see the position of a Municipal Clerk reporting either 
to the CAO or to a senior manager. We note that this position is missing in Cypress County and 
believe it is required at some stage in the future. 
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While the staffing for the Agricultural Fieldmen is significantly lower than in other 
municipalities, we heard no concern about the current staffing level and recommend no change 
in this area. This is likely an area to continue to monitor into the future. 

Community Services typically involves Parks and Recreation, and related areas. It is a Council 
decision as to whether this should be staffed or not, and we make no recommendation here. 
We highlighted earlier that this should be a topic for discussion by Council at their strategic 
planning sessions. 

Protective Services is slightly understaffed in comparison. Transferring purchasing responsibility 
to another person will not only eliminate the perceived conflict of interest, but free up some time 
for the Chief to address protective service needs. We do not believe additional staffing is 
required here. 

Corporate Services is a greatly understaffed area. We recommend adding senior management 
capability in this area, as well as functional skills in HR and IT. 

Planning and Development also needs senior management capability, even though the staffing 
level seems adequate. 

No change is warranted in the Infrastructure/Shops units. The difference between Cypress 
County and the comparators is a small percentage. Service levels should be monitored as the 
distances are greater in Cypress County than elsewhere, and staffing may need to increase in 
the future. 

Utilities seems adequately staffed in comparison, but again we note that the distances are much 
greater in the County than in the other municipalities reviewed. We recommend that one 
additional staff member be added to account for the distances. 

And finally, we heard a great deal of comment about the need for more investment in economic 
development. A staff member to address this area seems appropriate. 

Implementation of Staffing Changes 

It is unlikely that all of the staffing changes can be implemented immediately. In Table 8, 
following, we provide our view on the needs in total as well as the priorities for implementation. 
This is a combination of the comparative analysis above and our own observations of the 
structure and staffing. 
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Table 8.  Our Staffing Recommendations 

Position FTE Comments Priority 

Legislative Services 1 Municipal Clerk required for bylaws, SDAB, etc. B 

Corporate Services Director 1 Provide management and integration A 

Human Resources 0.5-1.0 May only require a part-time person, if available A 

Information Technology 2 (1 senior, 
1 junior) 

Higher service level required; planning also required A 

Planning & Development 
Director 

1 Provide senior-level management B 

Engineer 1 For both Development and Public Works B 

Admin support for Council, 
CAO and Assistant CAO 

1 Need dedicated person for workload and confidentiality A 

Assessment 1 To meet service level requirements B 

Economic Development/ 
Communications 

1 Expressed need for more active function A 

Infrastructure 1 Utilities to account for number of hamlets and distances A 

 

In total, this table calls for up to 11 new staff members. We identified priorities for each position 
and recommend that the following are “A” level priorities and should be implemented as soon as 
possible: 

 Corporate Services Director (1) 

 Human Resources Specialist (1) 

 Information Technology (2) 

 Administrative Assistant to Council, the CAO and the Assistant CAO (1) 

 Economic Development/Communications (1) 

 Infrastructure Director (1) 

 Utilities Operator (1) 

This produces a need for 8 new positions in the coming year. It could take up to a year to fill all 
of these positions, providing some time for the organization to absorb the new hires. 
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Structural Recommendations 

In the previous chapter we made staffing recommendations. We concluded as well that the 
current structure needs some modification in order to provide the level of service expected of a 
municipality such as Cypress County. The current structure is one that grew organically. As the 
County has become larger, it requires strategic leadership and management. The current process 
of having supervisors contribute to the work and having less time for management duties will 
create ever more pressure into the future. Typically Council needs to establish a strategic 
direction, management must respond by preparing their own operational plans, and then report 
on progress to these plans. The CAO and senior managers must plan, direct, supervise, report 
and take corrective action. 

The organizational recommendations in this chapter address these needs. 

The chart below shows the highest-level proposed structure. In this and succeeding charts, the 
changes from the current are shown in a blue shade. 

 

 
We have added the Administrative Assistant reporting to the CAO. In addition, we have grouped 
the work of several units reporting to the Assistant CAO into a category we call Municipal 
Services. We have grouped several others into Corporate Services. Both of these will require a 
senior manager. In the case of Municipal Services this would be the Assistant CAO. A new 
senior manager will be required for Corporate Services. 
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The next chart shows the unit called Municipal Services. We have added a position we call 
Legislative Services. This is the position others know as the Municipal Clerk. This is a new 
position, and one we believe the County will require in the coming years to support Council, the 
CAO and the SDAB, as well as other newly-created committees. 

 

 
The following chart has significant changes from the current. We have added the Corporate 
Services Director, a new position. We have centralized the utility billings function under the 
Manager of Finance and Accounting. A Human Resources Coordinator has been added, as have 
the two Information Technology staff – a Manager to be responsible for the function and a junior 
staff member (IT Analyst) to provide ongoing support of the IT function. 

 

 
The Development function is shown in the next chart. We have added a new Development 
Director, as well as the Economic Development Officer. Tis last could report elsewhere, but 
most economic development has a strong relationship to the development function. 
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Infrastructure requires a Director, a new position. We have also added the Engineering function 
here. As stated earlier, this person would also provide support to the development function. 

 

 
Finally, we present the structure for the Agricultural Services function. There are no changes 
recommended for this unit. 
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We feel that the staffing recommendations will work best in a structure such as that presented. 
The groupings will allow for senior attention to the areas of management responsibility not being 
addressed currently. In addition, it will allow the CAO to meet with his direct reports to 
implement Council’s strategic plan, monitor operational matters, report progress to Council and 
take corrective action as required.  
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Other Recommendations 

In the course of our work, we identified a number of other areas that need attention. We provide 
those recommendations in this chapter. 

1. Council should develop a long-term strategic plan 

Every organization needs a sense of purpose and direction. It is the responsibility of the highest 
governance body to establish this direction. Councils typically do this through a strategic 
planning process. Once a year, or more or less frequently, they meet away from the daily 
concerns to discuss the current situation and the intended direction for the body they govern. 
They establish a view of the future they intend to create, a small number of priority areas and 
targets for their implementation. This then leads to management creating an operational plan to 
meet these strategic goals. Management establishes priorities for implementation and then holds 
staff responsible for their realization. Without this set of plans, any result is possible and frequent 
course corrections create frustration and random outcomes. 

2. Develop service level definitions 

This is another responsibility of Council and management -- what do we require as target service 
levels for each functional area? These definitions guide staff in deciding where to invest their 
time and limited resources. Without this, staff decide on their own what to do and how to do it. 
The organization then loses synergy as it is a collection of independent agents working side by 
side rather than as an integrated team. 

3. Develop master plans as required 

We mentioned earlier that plans are required in certain functional areas. Specifically, they are 
necessary immediately in the areas of Information Technology and Transportation. In IT, the 
County has fallen behind in supporting the functional areas, and its equipment is old and 
outdated. An outside expert should be retained to examine the needs, the current situation and 
make recommendations on the best way forward. This will likely require significant investment 
in hardware and software in the coming years. 

The current process of deciding where to invest in roads is difficult to defend on its merits. Most 
other municipalities have a transportation master plan. This looks at the current inventory of 
roads and assesses which require what level of investment in what priority sequence. It also 
looks at economic development in the region and establishes priorities for new roads. It is then 
up to Council to use this information to make decisions on how to invest scarce resources each 
year. While the political process is still engaged and is the final arbiter, it is underpinned by 
solid analysis. 
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4. Develop an HR policy manual and implement 

There is inconsistency in the application of current HR polices, where they exist. We recommend 
that a full HR policy manual be developed, and then implemented throughout the organization. 
Cypress County is now of a size that it requires some formality to ensure that staff are treated 
equitably and that the resources of the County are used effectively. 

Among the outputs of the HR functions should be a plan to do training of staff, as well as 
cross-training for greater effectiveness within functions. 

 


