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MATCHMAKER AND
PART COUNSELOR
“When you go out and hire a

professional, you're expecting

a professional standard. Dave

and Anita upheld, and

exceeded, that standard.

 

We were very impressed with

their international ability and

everything like that. We're a

small organization, and when

they took us on, we figured

that they were the best fit with

the information that was

provided to us going forward.

 

They had a plan in place

before coming and talking to

us and that was very

impressive, and  then  when 

we presented it to the board,

they thought that that was the

best alternative also."

Sheryl Blackburn

VICE CHAIR,
CANADIAN
LIVESTOCK
RECORDS
CORPORATION
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Replacing a beloved leader can be emotionally charged and often brings an organization to a
crossroads. Few events in the life of an organization will raise stakes – and stress levels – as

high as a transition in senior leadership.
 

Finding the right fit and successfully integrating that person into the institutional fabric poses
complex and significant challenges.
 

Its consequences are long lasting – and difficult to reverse.

CHALLENGE

CASE STUDY
The Canadian Livestock Record Corporation (CLRC) provide a

registry service for category animals  across  Canada,  and
provide the proper documentation so that farmers can certify

that they have a purebred animal.
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A review of the organization’s strategic plan revealed skill gaps needing immediate
attention. The Board capitalized on the opportunity to expand the scope of the role and

experience sought in a new executive director.  Perry-Martel engaged in active dialogue with
the Board and Search Chairs to craft a job profile role which mirrored the enhanced experience

and competencies befitting the organization’s envisioned future.
 
From the outset, Perry-Martel engaged the leadership and stakeholders, drawing on their

expertise and institutional knowledge to plumb an extensive network of the Canadian non-
profit industry to recruit the right talent to move the organization forward. The research team

identified two hundred and eighty-three individuals in more than one hundred and ninety
associations who had the experience and skills detailed in the Position Profile.
 

Each person was approached by David Perry personally and assessed for interest and fit.
Because we focus on executive search at the senior leadership level, we appreciate the
importance of an organization’s unique culture, and as such our focus is on personal attributes

and behaviors as well as skills.

STRATEGY

RESULTS
Hiring an executive director is one of the most important actions that the governing board of a
non-profit agency takes. The board depends on its director for day-to-day operation to achieve

the agency’s purposes and objectives within the constraints of its budget—not an easy task to
accomplish year in and year out.  Also, the working relationship between the director and the

board, the staff, volunteers, clients, funding organizations, and other service agencies can
significantly influence the agency’s effectiveness and reputation in the community. 
 

Our sensitive, competency-based approach, harmonized concerns about the retiring executive’s
legacy with the additional competencies needed to carry the institution into a new era – three

months ahead of schedule.
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PROCESS:
THE INSIDE OUT

APPROACH
CLIENT INFO

Name: CLRC

Industry: Agriculture - Association

Role: Executive Director

STATS AT A
GLANCE

 NEEDS ANALYSIS

CAMPAIGN PREPARATION
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TALENT ATTRACTION

TALENT ASSESSMENT

DEAL MAKING

ON-BOARDING

SUCCESS

SEARCH INFO

Candidates Contacted: 89

Screening Interviews: 52

Search Committee Interviews: 6

Candidates Presented: 4

 

Time to 1st Interview: 11 days

Time to Offer:  47 days

LEARN HOW TO ADOPT OUR
PROCESS AT

PERRYMARTEL.COM

https://perrymartel.com/inside-out-approach/


PETER CLAYTON SHERYL BLACKBURN
CEO - TOTALPICTURE.COM VICE CHAIR - CLRC

CASE INTERVIEW
Journalist Peter Clayton interviews Sheryl Blackburn Vice Chair

of the Canadian Livestock Records Corporation and Search Chair

PETER CLAYTON
Hi,  this  is  Peter  Clayton  with  Total Picture Radio. Today, we're going to go behind the scenes of

the retained executive search conducted by Perry- Martel International for the Canadian Livestock

Records Corporations, the CLRC.  I'm  speaking  with  Sheryl Blackburn who was the search chair

for the committee to hire a new general manager for the CLRC. 

 

Sheryl, thanks for taking time to speak with me. First of all, tell us a little bit about the Canadian

Livestock Records Corporation. What do you guys do?

SHERYL BLACKBURN
We   provide   a   registry   service   for category  animals  across  Canada,  and we provide the

proper documentation so that they can certify that they have a purebred animal.
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PETER CLAYTON
Let's talk about your executive search.From what I understand, this is the first time you've used a

search firm to conduct an executive search for your organization.

SHERYL BLACKBURN
That is correct.

PETER CLAYTON
Give  us  a  little  background  on  that. What  was  the  decision  process?  Why did you decide to go

out to an outside firm to fill this position?
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SHERYL BLACKBURN
Because I was frustrated. In the past, our  employees  are  long  term employees. I have one

employee right now that's been there 42 years. Most of them  have  got  over  20  years.  In  the past,

 they've  just  promoted  from within. That has not been a good fit. 

Coming  from  a  professional background, working with a charted accountant  firm,  I  said  to  the

 board, “You  know,  we  can't  promote  within. We  didn't  feel  that  the  current  GM really did a

GM job. This is too big for us as just a board to do, to set up a committee  and  try  to  get  the

advertising, to know how to advertise properly, to know how to go through all of the criteria that

you need to go through to narrow the field down, then to go through and do all of the

interviewing.” 

We  had gone  through  a  process  with trying to hire an assistant systems individual. It was just

mind blowing. The resumes were all over the place, from somebody with no experience to

somebody with so much experience but there was no way they would even fit into the

organization. I said, “If we go with a search company, they're going to narrow that field for us. We

have to spend some time figuring out what we want in a position. I think that will be the better

way, especially since we weren't promoting from within.” 

How we came to David Perry was that we have retained a law firm in Ottawa to deal with

employee relations. We went to them, to the lawyer there and asked him if he could recommend

anybody. He recommended a couple of companies, and then we had an initial meeting with them,

the chair of the board, myself, and general manager. Through the end, we figured that David

Perry's organization, even though he wasn't used to dealing with as small of a level   as   what  

we're   dealing   with because we were very impressed with his international ability and everything

like that, that if he was willing to take us on, we figured that he was the best fit with the

information that he provided to us being able to go forward. 

He had a plan in place before coming and talking to us and that was very impressive,  and  then 

when  we presented it to the board, they thought that that was the best alternative also.

PETER CLAYTON
From  what  I  understand  in  this conversation, you really felt that the current general manager,

who I believe had been in the role for about 35 years.

SHERYL BLACKBURN
He had been with the organization for 40  years  and  been  in  the  role  for 15 years I think.

PETER CLAYTON
You really needed to  redefine what a general  manager  was  going  to  do  for the organization.
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SHERYL BLACKBURN
You got it.

PETER CLAYTON
How did David help in that whole process?

SHERYL BLACKBURN
After we decided to go with him, then he and the chair and myself, we sat down. We had given

David job description  letters  currently  in  place. We then talked for about four hours, saying 

what  we  didn't  like  about  the job,  what  we  would  like  to  see  as  a board come forward. He

asked a lot of questions. We took our time and gave it a lot of thought but we came up with what

we thought in the end was where we  would like  to  go  with the general manager. 

Then we took that to the board to ensure that the other board members were   in   agreement 

 and   that   there wasn't something that we were lacking, but it was just a case of I guess they've

experienced being able to  ask various questions. We explained in a great amount of detail what we

as a board, the roles we were fulfilling in the last 12 years but we didn't think as a board member

we should have to do.

PETER CLAYTON
You really redesigned what the whole GM role was going to be from a standpoint  of  some  of  the

 strategic things that you felt that that individual would need to be able to accomplish.

SHERYL BLACKBURN
That's right, our actual job description is very concise but yes, Dave was able to come  up  with  a 

good  GM  job description after our discussion.

PETER CLAYTON
He  had  sent  me  actually  something called  a  position  profile,  so  I  guess that's  what  you  guys 

signed  off  on, right?

SHERYL BLACKBURN
That's right.

PETER CLAYTON
That's really interesting, Sheryl, because now  everybody  is  on  the  same  page. This had to be

somewhat of an educational process for you guys as well to  just go through this whole process

before you start running out there placing job ads. Now you really have a defined document that

states exactly what you're looking for.
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SHERYL BLACKBURN
Yes, and I can't talk highly enough of Dave. He spent the time, he provided me drafts for anything

we needed changed or adjusted, then all of the other information he gave me, the 500 questions to

ask when you’re doing an interview,   provided   a   write-up   he's done on Don't Hire a Liar, and he

provided  us  samples  for  doing reference checks, although he did all of the reference checks. 

He provided us with so much information to guide us along the process,  something  that  neither

 Dan nor I had done before. We'd gone for job   interviews   but   never   had   done really the other

side as in depth as what this was going to be. He let us do our thing but we always knew he was

there to keep us in check.

PETER CLAYTON
It sounds like a real educational process that you guys went through to really get an  understanding

 of  what  goes  into, and why you go out and hire someone like Dave to begin with.

SHERYL BLACKBURN
Definitely. If we have to do this again at the senior level, management level, that's exactly where

we're going. The very interesting part about it is some of the people who we interviewed have

even  indicated  that  they're  going  to keep David in mind because they were so impressed with

the whole procedure also.

PETER CLAYTON
Let's talk a little bit about the interview process.  Once  you've  got  this document, the position

profile, and everyone from the board on down has agreed to exactly what this individual needed to

have from a standpoint of background and qualifications, what happened next? How did David go

out and find these individuals and present you with what, two or three people to interview? Is that

basically what happened?

SHERYL BLACKBURN
What happened was David then, after we had that put in place, he then had his search team go out.

He only looked at people that were currently working. He came up with four individuals. The first

go round, he said to me, “Now, this is only to do a baseline. I need to know that I'm looking for the

right individual.”

 

We then had our interviews, talked to them. Then afterward, Dave and I talk after each individual.

He was then prepared actually to go out with that information and continue the search. I told him

that of the four he had brought forward were such good fits that I didn't think it was necessary to

search any further, that I thought the next round of interviews should occur with Dan, the chair of

the board who is also on the committee with me.
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SHERYL BLACKBURN
It was actually five we talked to the second time around. David found another   individual.   We 

 narrowed   it down  to  two  individuals  and  we  did then the board interview. I had picked I think

six questions from his list of 500, so that the board would get a feel for the individual and came up

with then the final decision. 

The final decision was actually made right after the second person was interviewed.

PETER CLAYTON
This   was   successful   from   your standpoint then. The first four people that he brings in are good

fits for your organization.

SHERYL BLACKBURN
He nailed it right on. I think what the biggest  thing  was  is  because  we  had that conversation

beforehand, he asked some  hard  questions,  he  had  a  real good  idea  as  to  what  type  of  fit  we

were looking for, what type of person we needed. When he brought forward the candidates, like I

said, there was no doubt that either one of the first four would have been a good fit.

PETER CLAYTON
What  were  some  of  your  takeaways from this whole process that you could distill for us?

SHERYL BLACKBURN
When    you    go    out    and    hire    a professional, you're expecting a professional standard. With

Dave, he acted in a professional manner all the way through. He provided more than enough 

 information   to   help   us.   He would always ask me how to rank the four.  When  I  would  rank

 them,  he would question me why I put them in the order that I put them. 

He really makes you think. He doesn't leave you out on that island, that deserted island. He brings

you into the peninsula sort of thing because he gives you information. He guides you but he doesn't

direct you into the person who he thinks should be hired. He doesn't say, “Well, I think this is the

best fit for your   company,   and   these   are   the reasons why.” 

He says, “Okay, who do you think is the best fit and why do you think they are?” He's objective in it.

He doesn't interfere with your decision making. He doesn't criticize. He just lets you go to come to

your bottom decision.

PETER CLAYTON
It  seems  like  what  you've  been describing to me, Sheryl, is he really assists you in your thought

process and makes sure that you cover all of the different criteria that you should be thinking of.
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SHERYL BLACKBURN
That's   right,   yes.   He   gives   you   the material  that  you  need  to  help  you make that decision. I

told him I read all 500  questions, and I read them three times before I came up with my six. He

said,   “I've   never   heard   of   anybody doing that again.” I said, “But I needed to  understand 

each  question  and  be able to pinpoint what I needed out of questions to be able to ask to know if I

would have a fit or not.” 

Like I say, he provided the information for us to be able to do that.

PETER CLAYTON
You now have a new GM.

SHERYL BLACKBURN
That's  correct,  he's  been  there  for  a month. It completely blows the board out  of  the  water

 between  the difference between the two of them.

PETER CLAYTON
You think this was a highly successful endeavor that you guys had here?

SHERYL BLACKBURN
No doubt in my mind, it was well worth every cent that it cost us. I can say I'm95%  positive  that  if 

we  had  as individuals done this, as just board members, and I'm not saying we're not educated or

learned people, don't get me wrong, but I am 95% sure that we would not have the fit that we have

currently if we had done this independently.

PETER CLAYTON
There certainly is a value to bringing in an  expert,  someone  like  David  Perry. This is what he

lives. This is what this guy does every day. Everybody has their own  specific  skills  and  expertise. 

This just happens to be David's, finding the right fit for people going into organizations.

SHERYL BLACKBURN
You've got it.

PETER CLAYTON
Sheryl,  thank  you  so  much  for  taking time to speak with me. Based on your experience, you

would hire David again to do one of these searches for an executive?

SHERYL BLACKBURN
Oh   yes,   there's   even   going   to   be documentation put in the file, a permanent file about David

so that for future  boards  to  know  that  this  was very successful and would always suggest that

he also be retained again for a future search.
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PETER CLAYTON
Again Sheryl, thanks so much for taking time to speak with me. I really do appreciate it.

SHERYL BLACKBURN
Thank you.

PETER CLAYTON
We've been speaking with Sheryl Blackburn, the search chair for the committee to hire a new

general manager for the Canadian Livestock Records Corporation. The retained executive search

was conducted by David Perry, Perry-Martel International. By the way, this search was completed

about two months ahead of schedule and comes with a one year guarantee. To learn more about

Perry-Martel International, visit their website at PerryMartel.com.

Perry-Martel International Inc. 
200-440 Laurier Ave. West,
Ottawa, Ontario, Canada,

K1R 7X6


