Transition plan – Gray Family Foundation Executive Director April 12, 2014. 

Tasks to be completed prior to May 13
· Develop Transition Options
· [bookmark: _GoBack]Transfer Credit Card reimbursement system
· 2015 Budget
· Get the grant evaluation system online (in a rough fashion)
· Job description update
· Outline preliminary objectives that relate to the vision and mission
· Finish the 2013 annual report
· Assist with technology for first part of ODS grants (transferring from Foundant to Filemaker and iPhi after May 5. 
· Find new liaison for LPP
· Move files from Dropbox to U:drive for archive


Ongoing after May 19  (as the board wishes)
· Check in with staff regarding technology needs. 
· Check in with Lara and Rana weekly. Act on requests as needed. 
· Arrange for Filemaker server access. 

Projects underway that need continued monitoring and work
· Conversations with Blue Sky Funders Forum as needed – We are proposing to be primary participants in this group as a way to generate support for research that can affect the environmental education field. 
· Participate in Camp Maintenance, Geography Education, and GFF Arts team as needed to generate ideas and program plans
· Continue working with the Conservation Education Funding group- Sybil Ackerman (this group has been quietly meeting to find ways to generate state funding both for conservation and for environmental education. 
· Make sure the OWEB/ National Fish and Wildlife Foundation relationship continues to develop. 
· Build out of technology to allow for simple online grant application and subsequent review. No contract signed yet. 

General observations
a) The ED job is very time intensive for the first year and a half, primarily in getting to know the community and the OCF structure. After 18 months, the job is less intensive and could be part time
b) Having the ED title carries a certain authority in the community that a VP or program officer title would not carry. 
c) The grant programs can be structured to be time intensive or they can be managed by a single individual depending on the level of scrutiny placed on each grant and by the scope of the RFP (to limit or expand the number of applications). 
d) One of the unstated functions of the foundation is to serve as a firewall between the high demands for money from the community and the limited time to respond to those demands on behalf of the board/family. 
e) Another unstated function of the foundation is to serve as a vehicle to connect the Gray Family members together through philanthropy
f) A major component of the ED’s job is to facilitate communication with and among family and board members. 
g) The documents that fund the Gray Family Foundation are fairly specific, reducing the latitude that the Board and Staff have in making big creative changes to utilizing the endowed assets of the Foundation. When GFF was set up, we imagined a foundation with close to $60 million in assets and perhaps a staff of 4 or 5. The current foundation with $40 million and a relatively streamlined grant system doesn’t require 3 full time staff to operate. Staff can always create projects or do more outreach to fill time, but to fulfill the core mission, this foundation can easily be run with two full time staff or three part time staff. 
h) It may be more advantageous to combine the leadership management of GFF with another foundation like the Swindell foundation or other supporting organizations when the opportunity arises. 


Short term recommendations for GFF Leadership. 
I would propose that I spend and average of 4 hours per week checking in with Lara and Rana to make sure they are supported through the time that a new ED is found. I am happy to do this on a volunteer basis. 

Long Term Management of GFF – recommendations 

1) Develop a list of characteristics for the ideal GFF leader. 
2) Craft a new job description and role out a hiring process in May to find a new Executive Director by August or September. 
3) Interim director probably not necessary if board members are willing to be more available to provide direction to staff for a period of time or if Eric can volunteer a few hours per week


Minimizing staff upheaval and retaining morale
1) I don’t think this transition needs to be disruptive. The staff needs to know where to turn if they have questions, but we have spent the last 18 months building independence and ability to move the grant programs forward. 
2) The staff feels supported and listened to by the board. They will have concerns about a new supervisor who doesn’t create the same job flexibility as I have created. They will also wonder if they need to pause the development of the new programs or forge ahead. I’ve told them that any new director probably wouldn’t change direction for a year and a half and so forging ahead makes sense until the direction changes. 
3) OCF has existing structures that will continue to support the staff in day-to-day operations. I think a board liaison might help with any exceptional questions. 
4) Regular check-ins by Nick or Joan will help the staff know that their needs and interests are being considered. 
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