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Introduction and Acknowledgements
Thank you again for taking the time to participate in the online survey “Canadian
Performing Arts Leadership Audit” as part of a final major research paper for my MBA
studies. As promised to the participants of this survey, what is included here are the
topline qualitative and quantitative results of the survey. Quantitative results are included
here in full, and qualitative answers have been summarized into themes. In all cases, any
potential identifiers have been removed to protect the confidentiality of respondents.
A full Academic Research paper was submitted to Royal Roads University as final
course requirement for my masters, and I am pleased to say it has been accepted, and as of
July 19, 2017 I have formally completed my MBA. Thank you all for contributing to this – I
am constantly amazed by the generosity and spirit of collaboration in our sector.
Next steps: As the academic research paper follows the structure as required for this
program, the intention is to write a version of the full paper more palatable and relevant to
the practical applications in the sector, and to present this when ready. The first draft of
this will be reviewed first with the client for this project, the National Theatre School. I
would like to think that this is a small first step for our sector to continue to collaborate to
contribute to research on this important topic.
Acknowledgements: I would like to thank Gideon Arthurs, CEO of National Theatre
School, for agreeing to act as client on this project, and for dedicating his time to better the
sector by creating the next generation of arts leaders. There were also a number of people
that helped me with “foundational issues”: searching for data, giving feedback on survey
questions, having early conversations to test ideas and theories, and general wise counsel.
Thanks to all for continuing to keep up the dialogue about this important topic.
This material and research is not to be reproduced or distributed without permission of
the author – for further information or consultation, please contact me at
Jeanne@lesagearts.com
Jeanne LeSage, CHRL, MBA
January 2018
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Part I – Background Regarding the Full Research Paper
Who’s Going to Lead Canada’s Performing Arts Organizations?
Problem Statement and Research Question
There are two major sector trends that are of concern to the future of Canada’s
performing arts leadership: the impending retirement of the current baby boomer
generation, coupled with the increasing occurrence of international hires into the
leadership positions of the large arts institutions in Canada. Meanwhile leaders of smaller
organizations hit a ‘glass ceiling’, in that they are not being ‘tapped on the shoulder’ for
these jobs at the larger institutions, where many of the jobs are going to international hires.
The objective of this study is not to curtail or dictate against international hires, but rather
to take the opportunity to take this recent trend and examine two propositions. Firstly,
that domestic arts leaders are not ready for these positions, or secondly that they are
ready, but they are not being chosen in the current executive recruitment processes
undertaken by boards of directors. The research question derived from this context is:
What does Canada need to do to develop, select, and retain the future leaders of our
performing arts organizations?

The Client
The client for this research is the National Theatre School (NTS) – Canada’s leading
national institution preparing students for professional careers in the performing arts as
directors, actors, playwrights, set and costume designers, and production personnel.

ãLeSage Arts Management, 2018

Canadian Performing Arts Leadership Audit Survey Results

5

The Sector
The non-profit performing arts sector is made up of registered charities and non-profit
organizations. The portrait of cultural workers in Canada’s 2011 National Household
Survey and Labour Force survey depicts a group that possesses above-average education
and are underemployed/underpaid in comparison with the overall Canadian labour force 1.
An important dimension to the arts sector is the role and governance of volunteer boards
of directors in non-profit organizations, particularly having the duty of hiring and firing the
leaders of the organization. For the purposes of this study, performing arts leaders hold
the Executive Director (ED) function and/or the Artistic Director (AD) function.

Literature Review
The literature review as included in the full academic paper is broken down into
four areas: business leadership, non-profit leadership, arts-specific leadership, and
Canadian arts leadership literature. While there was good foundational research to be
found about executive functions and leadership attributes, there is little academic research
on artistic leadership and about Canadian arts leadership.

Research Methodology
Initial Process. To address the gap in the literature, primary research was
undertaken using both quantitative and qualitative approaches. The first step in collecting
research was to hold exploratory phone calls and meetings with colleagues in the
performing arts sector to source Canadian arts data, identify contacts, and discuss current
trends and challenges in the sector. The official primary research occurred in two parts:
1

Hill Strategies Research Inc. (2014). A Statistical Profile of Artists and Cultural Workers in
Canada. Statistical Insights on the Arts, 12(2), 6. Retrieved from
http://www.hillstrategies.com/sites/default/files/Artists_CW_Canada2011_ExecSumm_0.pd
f

ãLeSage Arts Management, 2018

Canadian Performing Arts Leadership Audit Survey Results

6

five telephone interviews with recruitment agencies and board members involved with
searches and a concurrent online survey entitled “Canadian Performing Arts Leadership
Audit” that garnered 90 eligible respondents. It is the findings of the latter survey that is
shared in this document.
Canadian performing arts leadership audit (Current Arts Leaders). A survey
was developed grouping questions into the topics of individual demographics,
organizational demographics, career path questions, education/formal training, likely job
tenure, current and desired aptitude in functional areas and attributes, and desired future
professional development. The goal was to collect quantitative data regarding their own
demographics and past experience and training, while also collecting qualitative data on
the opinions and impressions of the current leadership cohort in Canada.
An informed consent form was prepared as per the required process of Royal Roads
University’s Ethics Review process, along with survey questions on Survey Monkey as seen
in Appendix A and B. The eligibility for participants was defined as the respondent being a
current ‘Canadian performing arts leader’ - an individual who is the primary lead of the
artistic and/or business functions of their organization. The organization could be of any
size, and any performing arts discipline. The survey was live from February 8 – March 18,
2017, and the link was posted to the author’s personal Facebook page, the LeSage Arts
Management business Facebook page, and LinkedIn with a request for colleagues to
forward on to eligible colleagues. Individual emails were sent to 58 colleagues as well as 19
Arts Service Organizations (ASOs) across Canada to ask them to share with their
membership. Finally, online blogs/announcements were posted on the following websites:
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Cultural Careers Council of Ontario, Toronto Alliance for the Performing Arts, Arts
Consultants of Canada Association LinkedIn group, and Calgary Arts Development.
The survey garnered 128 responses, with 35 removed as incomplete/empty, three
(3) deemed as ineligible as respondents were not arts leaders as per the definition, five (5)
were partially complete including demographic information, and 85 were complete
surveys. The latter 90 respondents are included in the data set. Respondents needed to
click on ‘agree’ to the preamble and informed consent in order to proceed. Questions were
both quantitative and qualitative, and what is shared here and for the client has had any
identifiers stripped out to protect the confidentiality of the respondents. When possible,
quantitative information has been further categorized from all respondents (ALL), those
that lead only the executive role (EDs), those that lead only the artistic role (ADs), and
those that lead both artistic and executive functions (BOTH).

Limitations of this Study
There are key areas not covered in this study which would further enhance the
knowledge of the research question. These limits are representation of the survey
respondents across certain dimensions, as well as further consultation with a wider range
of stakeholders.
Regarding the coverage and representation of the online survey, while it is positive
to have a respondent pool of 90, this does not represent all of Canadian performing arts
leaders, and there are key areas that are not represented here. First, since the survey was
only provided in English, this will not represent French-speaking Canada, which differs not
just in language, but also in organizational structure. Second, noticeably absent are leaders
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from the larger performing arts organizations, with more than half of respondents
representing organizations with budget sizes less than $1 million. Third, there is fair
representation of provinces within a range that matches the proportion of provincial
populations, except for an under-representation of the province of Quebec, and no
representation from New Brunswick, PEI and the three territories. This study also does not
encompass small creative entrepreneurs and people working in unconventional arts
institution models.
In addition to the representation limitations listed above, examination of the
research question would be well served to expand the research to include consultations
with more stakeholders in this area such as: arts funders, board chairs, and arts leadership
training institutions.
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Part 2: Survey Results
Overview
The data collected was quantitative, mixed quantitative / qualitative, and qualitative
with the aim to contribute to the research question: What does Canada need to do to
develop, select, and retain the future leaders of our performing arts organizations?
The client was provided significant quantitative analysis of the demographics of the
respondents, breaking down ED and AD functions in most areas. The qualitative data
provides detailed information to the client that informs the feedback and opinions of the
respondents regarding their existing training and professional development practices, and
what they think is important for themselves and the sector in the future.
Legend and Notes on the Data:
AD = artistic leaders, ED = business leader, BOTH = both artistic and business leader
Note: (n=#) in brackets denotes the # of respondents for each question.
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Individual Demographic Information
Demographic Snapshot of 90 survey respondents:
Dimension
ED or AD functions
Provincial
Representation
Gender Identity
Visible Minority
Organizational Entities
Artistic Discipline
Organizational Budget
Individual
Compensation

Results in survey
ED 37%, AD 15%, Both 48%
Ontario 46%, BC 27%, Saskatchewan 9%, then AB, QC, MB, NL,
NS
Overall: 57% female, 43% male; EDs 70% female, 30% male;
ADs, 8% female, 92% male; BOTH: 58% female, 42% male
Overall: 89% NOT a visible minority; EDs – 90% NOT a visible
minority, ADs 100% NOT a visible minority; BOTH: 84% not a
visible minority
70% charitable non-profits, 23% non-profit, 1% commercial,
6% other
Theatre 31%, Multi-disciplinary 25%, Dance 12%, Music 10%,
Family 8%, Opera 8%, Circus 2%, Other 4%
Most respondents in $100,000-$499,000 range (27%),
followed by $500,00 – 999,999 range (20%)
Most respondents in the $40,000-79,999 salary range (32%),
followed by a tie between $80,000-119,999 (26%) and
<$40,000 (26%)
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Quantitative Results Detail

Home Province (n=89)

Artistic Lead, Executive
Lead, Or Both (n=84)

Yukon
0%
Saskatch
ewan
9%

Artistic
Director
15%

Quebec
6%

Both
48%

New
Brunswick
0%

Alberta
8%
British
Columbia
27%
Manitoba
2%

Executive
Director
37%

Ontario
46%

Nationality (n=89)

Ethnic Origin (n=83)

Canadian

90.0%
80.0%
70.0%
60.0%
50.0%
40.0%
30.0%
20.0%
10.0%
0.0%

Canadian (British
parents)
Chinese Canadian
Canadian - Irish
Canadian, Australian
Indigenous Canadian
Canadian / British
0

20

40

60

80

# of Respondents
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Northwes
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Gender - ALL (n=86)
Prefer to
selfdescribe:
0%
Male
43%

Female
57%
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Gender - EDs (n=30)

Male
30%

Prefer
not to
say
0%

Female
70%

Nonbinary
0%

Gender - BOTH (n=38)

Gender - ADs (n=13)
Female
8%
Male
42%

Male
92%
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AGE - EDs (n=31)

35

14

30

12

25

10

# OF RESPONDENTS

# OF RESPONDENTS

Age - ALL (n=89)

20
15
10

8
6
4
2

5

0

0

AGE - ADs (n=13)

Age - BOTH (n=40)
16

6

14

4
3
2

# OF RESPONDENTS

# OF RESPONDENTS

5

12
10
8
6
4

1

2

0

0
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Visible Minority - ALL (n=86)
Black
1%

Japanese
1%

Multiple
visible
minority

Prefer
not to
say

1%

Chinese
2%
South
Asian
1%
First
Nations
3%

1%
Visible
Minority
– not
included
elsewhe
re:
1%

Not a
visible
minority
89%

West
Asian
0%
Latin
American
0%
Filipino
0%

Visible Minority - EDs (n=30)

Japanese
3%

Prefer
not to
say
3%

First
Nations
4%

Not a
visible
minority
90%

Arab
0%
Southeast
Asian
0%
Korean
0%

Visible Minority - ADs (n=13)

Not a
visible
minority
100%

14

Visible Minority - BOTH (n=37)

Chinese
5%
South
Asian
3%

Black
3%

Multiple
visible
minority
3%

First
Nations
2%
Not a
visible
minority
84%
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Organizational Demographic Information

What Is The Legal Structure Of Your Organization?
Other
(n=88)
6%

ForProfit/Commercial
1%

Non-profit (without
charitable status)
23%

Charitable nonprofit
70%

*Other includes municipalities, higher education, and regional district entities with arts program
and/or venue

Type of arts organization - Multiple responses (88)
60
50
40
30
20
10
0
Presenter

Producer
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Own and/or Operate
a Performing Arts
Venue

Arts Service
Organization

Other (please
specify)
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Other (please
specify)
4%
Theatre
31%

Multi-disciplinary
25%

Theatre For Young
Audience/Family
8%
Circus
2%

Music
10%
Opera
8%

Dance
12%

What Is The Artistic Discipline Of Your
Organization? (88)

Organization Budget (expenses) by # of
respondents (85)
25
20
15
10
5
0
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Current Position Information

Current position information. For status of employment for the full cohort, 72%
are full time, 20% are part time, and 8% other. EDs and BOTH roughly follow this pattern,
but ADs show a distinct difference with only 54% being full time, and 46% part time. In
looking at the number of years that respondents have been in their position, EDs show a
smooth progression in years of tenure, and have the longer standing years of experience
over ADs and BOTH. For ADs there is also a jump from three years to nine years. In terms
of reporting structure, the majority of respondents report directly to the board, with a
small minority reporting either to the other functional leader (for example ED reports to
AD, or vice versa), or another title within a larger institution. The compensation of
respondents skews very low, with the highest number of respondents (26, or 31%) in the
$40,000 - $79,999 salary range, and only seven respondents (9%) earning more than
$120,000 per annum.

ãLeSage Arts Management, 2018

Canadian Performing Arts Leadership Audit Survey Results

18

Job Titles - ED's (31)
16
14
12
10
8
6
4
2
0

Job Titles - AD's (13)
12
10
8
6
4
2
0
Artistic Director

Conductor and Artistic
Director

Director of Artistic
Operations

Job Titles - Both (40)
12
10
8
6
4
2
0

ãLeSage Arts Management, 2018

Resident Artist

Canadian Performing Arts Leadership Audit Survey Results

ALL - FULL-TIME OR
PART-TIME (85)

Parttime
20%

ED'S - FULL-TIME OR PARTTIME (30)
Other

(please
specify)
Part-time 7%
10%

Other
8%

Full-time
72%

AD'S FULL-TIME OR PARTTIME (13)
Other
(please
specify)
0%

Parttime
46%

19

Full-time
54%

Full-time
83%

Other
(please
specify)
15%

BOTH - FULL-TIME OR
PART-TIME (40)

Part-time
15%
Full-time
70%
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ED's # of years in this position (30)
28
25
22
19
16
13
10
7
4
1
0

5

10

15

20

25

30

35

AD's - # of years in this position (13)
13
12
11
10
9
8
7
6
5
4
3
2
1
0

5

10

15

20

25

30

35

BOTH - # of years in this position (40)
37
33
29
25
21
17
13
9
5
1
0

5

10
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Reporting Structure - ED's (31)
30
25
20
15
10
5
0
Board

AD

Other

Reporting Structure - AD's (13)
12
10
8
6
4
2
0
Board

CEO & General Director

Executive Director

Reporting Structure - Both (39)
30
25
20
15
10
5
0
Board

Other
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Compensation - # of Respondents (82)
Prefer not to say
$350,000 and over
$300,000 - $349,999
$250,000 - $299,999
$200,000 - $249,999
$160,000 - $199,999
$120,000 - $159,999
$80,000 - $119,999
$40,000 - $79,999
Less than $40,000
0

5

10

15

20

25

30

Career Path of Arts Leaders. Arts leaders were asked to detail their last three
positions to collect data on their ‘career path’. While individual careers vary widely, the
aim was to see if any patterns emerge. For the ADs the paths of the respondents were very
similar, as shown in Figure 5. First step is usually the creative practice of the individual on
a freelance basis, then there may be an associate artistic director position, then artistic
director, then moves to larger arts organizations.
Artistic Director Career Path Sample

Freelance Director /
choreographer/
dramaturge /
programmer

Associate Artistic
Director

Artistic Director

Artistic Director larger organization

For EDs, the career path to their current position is far more diverse, and many
options exist. The below chart shows some sample career paths as detailed by

ãLeSage Arts Management, 2018

Canadian Performing Arts Leadership Audit Survey Results

23

respondents, with early careers starting in stage management, production management,
marketing, development, and producing; with eventual moves towards leading a company,
and in some cases moving to larger companies. There is also a consistency in artistic
discipline.
Executive Director Career Path Samples

Production
Manager

Production
Director

Director of Artistic
Administration

CEO

Stage Manager

Managing Director

Managing Director
(larger org)

General Manager
(larger org)

Director of
Marketing

Producer and
Consultant

General Manager

Executive Director
(larger org)

Business Manager

Development
Coordinator

Producer

Associate
Producer

Managing Director

Executive Director

Managing Director
(larger org)

For those whose positions are BOTH ED and AD functions, the career paths are yet
again more diverse as shown in the chart below, with many titles and positions going into
larger institutions and municipalities. These positions are more multi-disciplinary in art
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form, with respondents moving between different artistic disciplines and types of
organizations.
BOTH Career Path Samples

Head Scenic
Painter

Artistic Producer

Executive Director
(ASO)

Executive Director
(larger org /
theatre)

FOH Manager

Client Relations
Manager

Operations
Manager

Managing
Director

Associate Director
Marketing &
Development

Producer

Executive Director

General Director &
CEO

Executive Director

Public
Programming

Arts Coordinator

Manager of Arts
and Culture
Division

Freelance
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Education and Training

Education and training undertaken. The education and training of respondents show
very high levels of formal post-secondary education with 78.6% possessing university
bachelor’s degree or higher. ADs skewed slightly higher on education, with a higher
percentage of leaders who possess masters and/or PhD’s. While this level of education is
high, most of the arts specific programs are in performance, production or creative
practice; there are only a few instances of specific arts management programs such as a
college certificate in arts management (five instances), MBA with arts specialization (one
instance), university degree in arts management (one instance outside of Canada).

ALL - Education (84)
60%
50%
40%
30%
20%
10%
0%
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ED's Education (30)
50%
45%
40%
35%
30%
25%
20%
15%
10%
5%
0%

25
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BOTH Education (40)

AD's - Education (12)
70%

45%
40%
35%
30%
25%
20%
15%
10%
5%
0%

60%
50%
40%
30%
20%
10%
0%

Arts Specific Education (78 - but with multiple options)
45
40
35
30
25
20
15
10
5
0
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Leadership training undertaken. When asked to identify specific leadership
training in both formal and informal programs, the highest quantitative responses from the
cohort was attendance at sector conferences, professional development for outside
courses, formal performing reviews, and external leadership training not at a postsecondary school. Other comments relating to leadership training include: programs with
Indigenous Elders, fellowships, voluntary sector programs (such as Vantage Point’s
LeaderShift), leadership courses with the Banff Centre and Business for the Arts, attending
industry events, and experience.

Leadership Training (73 responses, but multiple option)
Attendance at sector conferences
Professional Development support for outside courses
Formal Performance reviews with discussion about
development goals
External Leadership training (not at a post-secondary school)
Mentoring Program
Succession planning
Executive Training at business school (non degree granting)
Internal leadership development program implemented in
your organization
MBA
0

10

20

30

40

50

60

Current professional development practice. When asked what they do for continued
professional development, quantitative answers of respondents’ top priorities are
networking, sector conferences, mentorship, with courses coming in last.
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Continued Professional Development (76 respondents,
multiple options)
80
70
60
50
40
30
20
10
0
Networking

Sector Conferences

Other

Mentorship

Courses

When asked for additional comments on their current professional development
activity, sector conferences and peer networking were most frequently listed, with
members noting the importance of regional presenting networks (Pacific Contact, Atlantic
Presenters Association), ASO conferences (such as PACT, CAPACOA, LMDA, IAMA), industry
programming at performing arts festivals (such as PuSh, Magnetic North), and sector
conferences such as the Canadian Arts Summit2. Courses that were listed were about
creative practice, technical skills, and one reference to an Executive MBA. Other notes from
respondents include having the opportunity to provide mentorship to another leader,
executive coaching, reading and research, and serving on other non-profit boards. Some
respondents noted the challenge of professional development and indicated that they did
not participate, one leader noting, “There are very few opportunities for courses at my

2

Note: The Canadian Arts Summit is run by Business for the Arts, and its attendees include “the
lead artistic, executive and board representatives of charitable, government-funded arts and
culture organizations with annual operating budgets of $5M and over.” In addition there are
invited speakers and guests that are exceptions to that criteria.
www.canadianartssummit.com/faq
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level”. Another noted that they participate by, “…reading, listening, trying, evaluating. I do
everything I can to avoid attending conferences”.
A number of respondents felt that formal education in the sector is largely
ineffective, stating:
Post-secondary arts leadership training in arts management and producing in
Canada is extremely poor. We need to be able to better articulate what the hard
skill & knowledge base should be for an effective manager/producer, and design
post-secondary courses that prepare graduates effectively for work in our sector.

Further noted by a respondent, “…the fact that post-secondary performing arts
academies like the National Theatre School and Ryerson Theatre School do not have arts
management programs that exist alongside artist training is [sub-optimal], and a huge lost
opportunity to develop young (or not) talented producers who can facilitate the work of
artists meeting an appreciative audience down the track”. Specific to AD work, it was noted
that there was a particular lack of formal training for ADs, and there was a large jump from
directing a show to understanding the full scope of the position and the inner workings of
an arts organization.
There was a significant amount of feedback from respondents about the importance
of informal training through mentorships, apprenticeships, and formalized networking.
These forms of training provide peer expertise, on-the-job experience, and the “…ability to
have the chance to make a mistake in order to learn”. While these forms of training are
important, there was also repeated mention of the value of experience itself, “…I don’t
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know that artistic leaders can be trained. I think the road they take to arrive at leadership
IS the training”.
Barriers to Advancing Arts Leadership. Respondents commented on systemic barriers
to advancing arts leadership, in the form of low labour mobility, and the lack of ‘second in
command’ positions. As noted by respondents, low labour mobility is occurring firstly
because of low turnover due to arts leaders staying in positions far longer, and secondly
because there are not enough mid-sized organizations in Canada to allow career
progression to successively larger institutions. In addition to this, Canadian arts
organizations do not have Associate EDs or ADs, the ‘second in command’ (2IC) positions
that would allow for direct experience under a leader. As noted by a respondent, “…we are
too flat lined. There are the Leaders, then the lower managers and coordinators”. Another
respondent also noted, “…we don’t have enough funding for bringing up and support [sic]
the next group of managers – so there are senior managers and then the various
department jobs which don’t pay enough, so people leave the sector”.
There were counterarguments to the majority who think the sector is in fact
supportive in developing future leaders. Two respondents felt that there were more
opportunities than in previous generations, particularly being offered by ASOs. Two
respondents remarked on the nature of the generational shift in that the emerging leaders
will actually be the ones that are best equipped to solve these problems, and that the
“…next generation doesn’t always seem particularly interested in being selected or
developed!”. There was also one respondent in support of continued international hires,
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detailing: “…even if Canada…provides strong formal training, I believe (and I hope) our
sector will continue to benefit from ‘outsiders’”.
Desired future professional development. When asked for comments on what
specific professional development activities would further their career, respondents largely
noted the same functional areas as previously noted in the skills they want to develop. In
addition to these areas, respondents provided comments about wanting experience
running a larger institution, experience with artistic collaboration, and a broader
experience of other not-for-profit and social profit sector activities. Mentorships and job
shadowing in similar or different sectors were also noted as key areas to help in training.
Respondents also noted barriers to continued professional development including financial
resources, and a concern about personal workload and the lack of a trained staff that could
backfill work should the leader pursue opportunities. Some respondents also noted that it
would be their preference not to have to learn all of these job functions, if they had trained
staff working at a strong level, they wouldn’t have to learn and do everything.
Next career step. When respondents were asked what their next position would be
if they opted to leave their current jobs, the quantitative answers show that 34.2% chose
‘didn’t know yet’, with the same amount choosing ‘moving into the same position in a larger
organization’; followed by leaving by retiring, leaving the sector, and moving into the same
position in same size organization. When asked for additional comments, the frequent
themes are about: transitioning out of the sector into a significantly different role (teaching,
consulting, politics, social change), passion for the mission (moving to an organization
whose mission they value more), moving away from full time work, moving to an
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organization that has more resources, being of retirement age but not being able to retire,
better conditions of work such as compensation and less intense work hours, and an
increased focus on art in the work. Regarding career mobility, one respondent commented,
“there are few opportunities to ‘move up’ in [my artistic discipline]. As a result, I have tried
to broaden my skills and profile…to position me for future opportunities”. Outlining a
rationale for not leaving their current position, another respondent stated, “If I were to
leave my current position, it might be difficult to find a similar position in another
organization of the same size. Boards may be looking for generational change”.

If you were to choose to leave your current
position, what would your preferred next move be? (73)

don't know yet
to move into same
position in a larger…
to retire
to leave the country
prefer not to say
to leave the sector
to move into same
position in same size…
0%

5%
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Leadership Skills

Perception of current and desired skills aptitude. Respondents were asked
about their perception of their own current aptitude in leadership skills and were to assign
a score from 1 (low) to 5 (high). For EDs, in looking at the average responses for each, the
range is relatively small from 2.73 to 4.20, with highest aptitude toward managing staff,
external communications, strategic planning, financial management and operations. The
lowest scores were on facilities management, labour relations, technology/digital, and
legal. ADs showed a similar small range, from 3.12 to 4.46, with the highest aptitude
towards artist relations, season planning, external communications, and working with
creative staff; and the lowest aptitude towards fundraising, their own creative practice,
board relations and strategic planning.

ED's Self Assessment of own aptitude AVERAGE (1=low,
5=high) (66)
4.50
4.00
3.50
3.00
2.50
2.00
1.50
1.00
0.50
0.00

ãLeSage Arts Management, 2018

Canadian Performing Arts Leadership Audit Survey Results

AD's Self Assessment of own aptitude BREAKDOWN PER
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When asked to comment on what skills respondents wanted to develop to enhance
their leadership abilities, the chart below details the responses according to themes and the
number of occurrences in the comments.
Additional skills respondents would like to develop:
Theme
Human Resources (20)
Leadership Self Development
(19)
Fundraising (19)
Strategic Planning (13)
Marketing and Audience
Development (15)
Business Skills (10)
Change Management (8)
Board Relations (6)
Negotiation (6)
Creative Practice (6)
Technology / Innovation (5)
Other (less than 5 each)
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Notes
Including overall HR best practices, managing others,
delegation, recruitment, team building, staff motivation
and retention
Including overall communications both public speaking
and writing, networking skills, skills as social leaders,
developing wisdom, access to personal coach
Overall skills at leading strategic fundraising efforts
Overall strategic planning skills, plus business
development, and considering new and different models
Overall marketing and communication skills, including
audience development, sales, social media, mining data,
and digital marketing tools.
Including financial (bookkeeping, budget, financial
planning), Legal
Skills around sustainability and organizational change,
leading change not just in a financial crisis
Including board governance, recruitment and board
development
Mediation, facilitation, conflict resolution, contract
negotiation
Balancing time to run the business with creative
practice.
All things digital
Communicating with youth, cross cultural and diversity
practices, cultural planning, advocacy and governmental
relations, building up staff skills, program impact
studies, volunteer recruitment, entrepreneurship,
labour leadership.
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The top priorities for respondents were developing human resources skills,
leadership self-development (including public speaking, networking, and access to a
coach), and fundraising skills, strategic planning, and marketing.

Leadership Attributes

Important attributes of Arts Leaders. When asked the most important attributes
for EDs and ADs from a selected list, respondents on average felt that all attributes listed
were very important, and very few were marked as n/a or not applicable for the position.
With a rating scale of one (1) as low, and five (5) as high, the average range for all
attributes for EDs is 3.96 to 4.71, and for ADs is 4.07 to 4.79. The top five attributes for EDs
are problem solving, being accountable for actions, good decision making, long term
thinking, and collaboration. The least important attribute for EDs was being a risk-taker.
For ADs, the top five attributes are collaboration, being creative, being accountable for
actions, committed to the mission, and motivating and empowering others. The least
important attribute for ADs is delegation. Additional comments regarding ED attributes
underlined the notion of all these attributes being equally important, “…I realize I said all
are a priority. The truth is that all are critical and depending on the lifecycle needs of the
organization, some are more important than others”. In contrast, one respondent noted,
“…this seems to be the list of everything they should be good at. What can other people
manage for them?”. Additional comments from respondents added attributes such as
resilience, working within diverse cultural communities, persuasion, courage,
determination, and managing up to boards. Additional comments regarding AD attributes
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echo the need for ADs to possess all of these attributes, “…the leader must be adept at all of
the above – falling short in any limits the vitality of the organization and its potential for
sustainability through the ages”. Additional attributes for ADs from respondents include a
strong personal art practice, and the ability to think outside of the arts box.

ED - most important attributes (1=low, 5=high)
(79)
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ED - most important attributes - (1=low, 5=high)
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AD - most important attributes (1=low, 5=high)
AVERAGE (73)
4.8
4.6
4.4
4.2
4.0
3.8
3.6
3.4

Prior Leadership Experience

Optimal work experience for arts leaders. Respondents were asked to provide
comment on the experience that is optimal for EDs and ADs to possess to be successful in
their jobs. The charts below show a grouping of the themes, and the number of
occurrences in the comments.
Work experience that an ED should have:
Theme
Specific Functional Areas (81)

Leadership & Management
(21)
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Notes
Human Resources (27) including managing staff, hiring,
team management, labour relations; Financial
Management (21); Marketing & Communications (12)
including public relations, sales, audience development,
customer service; Board relations and governance (11);
Fundraising (9) including grant writing; Volunteer
Management (1)
Including strategic planning, leading others, knowing
how to run an organization, translating vision to reality
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Sector Type (25)

Artistic / Mission
Commitment (14)
Ability to be a generalist and
have a breadth of experience
(9)
Community and Sector (9)
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A balance of working in business and the non-profit
sector, working in the overall arts sector, having
previous roles such as stage manager or director,
experience in different sizes of organizations, experience
either as an ED, or directly working or shadowing under
an ED.
Experience showing a commitment and passion to the
artistic process, and mission of the organization. Having
worked closely with artists to plan and implement
creative projects.
Demonstrable and meaningful experience in multiple
departments and working inside a number of different
organizations.
Experience working with community groups,
participating in advocacy, working with diverse cultures,
and strong connections in the sector.

The respondents saw the need for EDs to have direct experience with all functional
areas, followed by leadership and management experience. Specific comments from
respondents underline the unique nature of an ED in the arts sector, “…budgets and grant
writing are learned skills but a visceral understanding of the art is vital to every decision I
make”. Additionally, an ED will have more success with exposure to more positions, “…the
wider the range of experience, the more effective an ED will be, with understanding of all
levels of the organization”.
Work experience that an AD should have:
Theme
Artistic Knowledge and
Practice (56)

Leadership & Management
(46)
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Notes
Including a strong creative practice, exhibiting clear
artistic vision, written and oral communication of
artistic goals, working with artists, knowledge and
curiosity about artistic trends and other disciplines,
building an audience through programming choices.
Including managing people and teams, long term artistic
planning, leading change and taking risks, artist
negotiations, leadership in creative environment,
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Specific Functional Areas (40)

Organization Size or Type &
Sector Type (16)

Community and Sector (16)
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managing complex projects, commitment to partnership
with ED.
Marketing and Communications (14) including audience
development, linking mission to audience to art,
understanding the market; Financial (11); Production
experience (9) including self-producing; “Running the
Business” (6)
Experience working in a wide range of sizes of
organizations, as well as a variety of artistic sensibilities
and temperaments. Important to have both small and
large scale experience. Experience working as an AD, or
working directly under an AD.
Building relationships through partnerships and
collaborations, participating in advocacy, international
experience, deep understanding of the sector,
community development.

Perhaps not surprisingly, the need for artistic experience is paramount, but closely
followed by the need for leadership and management experience. Additional comments
remarked on the balance required for an AD, “…being a strong leader and visionary of the
art form, i.e.[sic]: being innovative, being quality oriented, and knowing what it takes to put
on a show which will thrill an audience”. Conversely, other respondents remarked on the
existing typical career path for ADs and the potential to reconsider this: “It’s time for us as
an industry to reconsider if ADs all have to be directors or if we’d have a healthier sector
with more diversity in gender, culture, if we also looked at writers, producers, dramaturges
as potential ADs”.

Additional Comments on Performing Arts Leadership Today

Regarding boards of directors, respondents found the legally required board
structure to be often problematic and outdated and does not serve arts organizations as
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they exist today, with the opinion that, “…boards are for the most part out of touch with the
sector, are working in silos”. Respondents felt that there needs to be a clarification of
board and management roles, and board governance strategy would be improved if there
were professional development to guide the board in leadership succession planning and
recruitment. Considering the challenge of these structural complexities, arts leaders must
be adept at managing this delicate relationship: “…the role of the Board of Directors is
crucial in a performing arts organization, this factor can never be taken too lightly. There is
a severe lack in our industry of knowledge and resources in how to cultivate and retain a
good board member”.
Regarding ED/AD succession, respondents identified this as a key issue in arts
leadership that is difficult to do, and often avoided by leaders and boards. As noted by one
respondent, “…it is very difficult to do true succession planning for most organizations.
This is partly because we don’t plan for succession from within”. There were also a few
comments regarding lack of career mobility contributing to succession challenges, “…of
course there are few opportunities for ADs in particular to go to, so often they hang on in
roles that they perhaps should have left”. One opinion was that there should be shorter
term appointments for leaders, to encourage labour mobility and a more dynamic
succession.
With ED/AD recruitment, respondents felt that there are structural challenges in
current methods of leadership hiring practices, from the challenge of a board’s
inexperience in the sector doing the hiring, to the need to include more artistic and
management staff on hiring committees, and finally the challenge for candidates to be
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seriously considered for jobs at larger arts organizations when they have only led smaller
entities. As queried by one respondent about choices that are made, “…why is there such a
shortage of leaders? Boards must hire more daringly”. In further support of this, one
respondent put forward, “…hiring committees go for the shiny and tend to sit back and
choose from who have applied rather than heading out and recruiting young (35-40) active
and energetic talent. People who have shown entrepreneurial acumen and innovative
producing”.
Four respondents detailed a concerning lack of diversity in the arts sector,
especially in regards to representation of women and visible minorities in leadership
positions both in management and the board. As noted, “…the boards of our largest
institutions aren’t working with a commitment to address sector change, like increasing
diversity of gender, culture in leadership, particularly in AD roles”. There is a call for
boards to not just discuss these issues, but also act on them.

Suggestions for the sector to select, develop, and retain the next generation of
leaders?
Theme
Mentorships (14)

Post-Secondary Arts
Leadership programs (10)
Conditions of Work (8)

Board Governance (6)
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Notes
Including mentorships, Job Shadowing, Apprenticeships,
and Internships. Fully funded to allow both mentor and
mentee to have time to participate fully. Salaries for
mentees so it is not unpaid work.
Support from funders and the postsecondary sector to
create rigorous programs in arts leadership for both EDs
and ADs.
Including fair market compensation comparable to the
for-profit sector, reasonable hours of work, extended
benefits. This will curb strong leaders leaving the
sector.
Need for board to change leader hiring processes,
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stronger board development.
Create 2IC positions (5)
Create more paid associate ED and AD positions.
Succession (5)
Create process to identify internal and external
successors. Incentivize leaders to groom a successor.
Diversity (5)
Expand diversity in leaders and board members. Invest
in culturally diverse and indigenous communities.
Intergenerational dialogue (3) Reduce competition between generations, expand
dialogue. Involve more young people.
Increased Operational
Increase in operational funding will bring more stability
Funding (2)
to organizations, and make leadership positions viable.
Others
Certification, international best practices, expand
industry conferences, strike a new Massey commission,
raise the level of respect and profile of the arts sector to
that of other sectors.

As seen above, some of the recommendations are not about direct leadership
development but encompass creating an atmosphere that is conducive to running an
effective and successful arts organization. One such instance is the call for improving
compensation and benefits levels, as noted by one respondent, “…public Funders need to
recognize that performing arts organizations…are run with a high percentage of free
labour, with leadership and staff putting in many hours for which there is no pay”. There is
also a call to provide additional funding resources in order to properly run an organization.
Respondents also noted the importance to engage boards of directors in this
process, as noted: “Boards need to be brought into this conversation as they are the ones
who do hiring of many top leadership positions in the country”.
There are also comments regarding the intergenerational divide amongst the
leadership in the sector. To provide opportunities for emerging leaders and to prevent the
competition between the existing and upcoming leaders, one respondent recommended to,
“…provide an appropriate level of support for the older generation of leaders so that they
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don't feel stuck or threatened”. And one respondent expressed frustration in the current
perceived complacency in the older generation not encouraging the next group of leaders:
Baby boomers don't invite younger leaders in to conversations/juries at
conferences. Baby boomers dominate every decision made at certain conferences.
And if the baby boomers do decide to allow younger leaders into conversations they
skip over generation x and go straight to millennials, so that mid-career leaders
from gen x don't get opportunities to shape conferences/juries.

Another theme from the qualitative data showed that respondents feel there should
be a look at the current organizational models in the arts sector, “…I think we need to step
away from institution-building and entrenched structures, and think more about attracting
resources around good ideas / projects in flexible, temporary ways”. One respondent
posited that the ongoing lack of resources for positive working conditions and resources
appropriate to activity will further limit the ability to advance the state of arts leadership.
There was also a call to a larger review, “…nationally, we haven’t looked at the arts sector
in a holistic, contextual way since the Massey Commission of 1951…the state of research,
advocacy and policy development is sadly anemic”.

Conclusion
As mentioned previously there are key areas missing in this research, such as the
fact that this study covers just English speaking Canadian arts leadership and does not
represent all sizes and types or performing arts organizations. What also needs further
exploration is to bring boards of directors into the conversation, as well as leaders at the
largest performing arts institutions. They are key partners to the success in an overall
effort to improvement Canadian performing arts leadership. An additional theme that
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arose through the primary research was the current lack of commitment by boards and
managements in offsetting the current imbalance in the diversity of our board and staff
leadership.
Performing arts leaders and their organizations are resilient, innovative, and skilled
at managing near-impossible operational feats with scarce resources – all the while serving
the all-important mission. But the sector also recognizes and names its deficiencies when it
comes to its leadership. While this self-awareness is both perceptive and admirable, what
will be important for the sector is to take action now to prevent a leadership crisis and
proactively create strong, dynamic leaders who will stay for the long run. Striving for
improvement and strategic actions to offset current challenges will contribute greatly to
the sector by working towards a stronger way to develop, select and retain the very best of
performing arts leaders in Canada.
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Appendix A: Survey Informed Consent Form

Canadian Performing Arts Leadership Audit
MBA Research Study - Canadian Performing Arts Leadership Audit

Jeanne LeSage
LeSage Arts Management
MBA Student - Royal Roads University
Thank you in advance for taking part in this study. The objective of my research is to gather and interpret data about current performing arts leaders in Canada:
demographic information, career path, formal and informal education, and your thoughts about traits and skills necessary to be a leader in Canada's performing
arts sector. The aim is to have a better understanding of the profile and make-up of our current leadership across provinces, organization sizes, and artistic
disciplines.
Topline Details:
What is this for?
I am gathering this primary research to write a research paper as a final component for my MBA in Executive Management at Royal Roads University, with a
specialization in Management Consulting. I am not being paid to conduct this research, it is part of an academic requirement. I am grateful to Gideon Arthurs,
CEO of the National Theatre School who agreed to act as my client, as required by the program.
Who should complete this survey?
For the purpose of this study, I define a performing arts leader as an individual who is the primary lead of the artistic and/or business functions of their
organization. The organization can be of any size, and any performing arts discipline.
What is being done with this information?
As is described in detail on the consent page, the raw data will be kept confidential with myself. The findings and aggregate summary data will be shared with
the client, and for any participant upon request.
What if I don't want to answer all of the questions?
You are welcome to refrain from answering any questions that you are not comfortable responding to.
On the next page, you will be taken through the Informed Consent information, as required by the Royal Roads University Ethics Review process for primary
research involving live subjects. Please read it with care before clicking "Agree". Please contact me at the coordinates below, if you have any questions or
comments about the survey.
Again, thank you for your time!
Best,
Jeanne LeSage
jeanne@lesagearts.com
647-876-2265

1
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Consent Form - In order to take part in this survey - please read the following information
which has been vetted and approved as part of the Royal Roads University Ethics Review
Process. At the end please choose "Agree" if you would like to continue with the survey. If
you choose "Disagree", you will be removed from the survey. Thank you in advance. My
name is Jeanne LeSage, CHRL, of LeSage Arts Management Consultancy and this research
project is part of the requirement for a Master of Business Administration in Executive
Management at Royal Roads University. My credentials with Royal Roads University can be
established by telephoning Dr. Frances Jorgensen at 250-391-2600 x 4517. The research
will consist of this survey and is foreseen to take thirty minutes to complete. The foreseen
questions will refer to collecting demographic, education, experience, and organizational
information for current arts leaders in Canada. In addition to submitting my final report to
Royal Roads University in partial fulfillment for a Master of Business Administration
degree, I will also be sharing my research findings with my client, Gideon Arthurs, the CEO
of the National Theatre School. An aggregate summary of the data will be presented to the
National Theatre School, with possible future publication in journals, and potential
presentations at conferences and panels. A copy of the aggregate summary of the survey
data will be made available to any participant upon request. The raw data will be kept by
myself confidentially for a period no longer than seven years for potential future
publication of summary information and data. The information you provide will be
summarized, in anonymous format, in the body of the final report. At no time will any
specific comments be attributed to any individual unless your specific agreement has been
obtained beforehand. All documentation will be kept strictly confidential. In addition to the
privacy and ethics requirements of my program, I am a CHRL (Certified Human Resources
Leader), and as such, I follow the ethics and code of my HR Certification. An electronic copy
of the report, with no public access, will be held at Royal Roads University, unless the
National Theatre School has indicated the report is to be returned for confidentiality
reasons. In certain circumstances, the report may be reviewed by future MBA learners,
provided permission has been obtained from the report writer. There are no foreseen
actual, perceived or potential conflicts of interest involved with this study. You are not
compelled to participate in this research project. If you do choose to participate, you are
free to withdraw at any time without prejudice UP TO THE POINT that you submit the
survey. Once you submit the survey, your information is included in the anonymous data
set. Similarly, if you choose not to participate in this research project, this information will
also be maintained in confidence. I am using Survey Monkey’s online survey instrument to
collect the survey data. In the event that your survey response is processed and stored in
the United States, you are advised that its governments, courts, or law enforcement and
regulatory agencies may be able to obtain disclosure of the data through the laws of the
United States. If you have any questions before completing this survey, please contact me at
Jeanne@lesagearts.com or 647-876-2256. (Agree/Disagree Choice)
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Appendix B: Survey Questions
INDIVIDUAL DEMOGRAPHIC INFORMATION
2. Please fill in your name. (Reminder that no names or identifiers will be brought forward
in the report, but it is optional to include your name)
3. Please choose your province.
4. Please fill in your city.
5. What is your gender?
Female, Male, Non-binary, Prefer not to say, Prefer to self-describe:
6. What is your age at the time of this survey?
Under 18 years, 18-24 years old, 25-34 years old, 35-44 years old, 45-54 years old, 55-64
years, old, 65-74 years old, 75 years or older, Prefer not to say,
7. What is your nationality?
8. What is your ethnic origin?
*Note Below matches Statistics Canada’s designations, which is: the ethnic or cultural
origins of the respondents ancestors. An ancestor is someone from whom a person is
descended and is usually more distant than a grandparent. The list below matches groups
that have surpassed the 1 million mark in Canada .Please check all that apply:
Canadian, English, French, Scottish, Irish, German, Italian, Chinese, First Nations, Ukrainian,
East Indian, Dutch, Polish, Prefer not to say, Other: please list
9. Do you identify as a Visible Minority?
*Please note that below matches Statistic Canada’s designations plus adding First Nations.
Not a visible minority, First Nations, South Asian, Chinese, Black, Filipino, Latin American,
Arab, Southeast Asian, West Asian, Korean, Japanese, Multiple visible minority, Prefer not
to say, Visible Minority – not included elsewhere:
ORGANIZATIONAL DEMOGRAPHIC INFORMATION
10. What is the name of the organization you lead?
11. Home city and province of the organization (if different from the city and province
listed above)?
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12. What is the legal structure of your organization?
Non-profit (without charitable status), Charitable non-profit, For-Profit/Commercial,
Other, Please indicate:
13. What is the artistic discipline of your organization?
Theatre, Music, Dance, Opera, Circus, Theatre For Young Audience/Family, Multidisciplinary, Other (please specify)
14. What type of arts organization do you lead? Please check all that apply.
Presenter, Producer, Own and/or Operate a Performing Arts Venue, Arts Service
Organization, Other (please specify)
15. What is your organization's budget? Please enter numbers only, without decimals, $, or
characters.
YOUR CURRENT POSITION INFORMATION
16. What is your current title?
17. Do you lead the Artistic and/or Business function at your organization?Artistic =
Artistic Director - oversees programming, artist selection, and/or creative interpretation,
etc.; Business = Executive Director - oversees finances, marketing, resource development,
and/or operations, etc.
Artistic Director, Executive Director, Both, Comments:
18. Do you work full-time or part-time in this position?
Full-time, Part-time, Other (please specify)
19. How long have you been in your current position?
20. How long have you been at this organization?
21. What is the title of the person you report to? (This could include the Board of Directors,
or Board Chair)
22. Please indicate your current annual compensation, within the ranges below. *FYI below
are the same salary ranges as reported on Canada Revenue Agency charities website.
Less than $40,000, $40,000 - $79,999, $80,000 - $119,999, $120,000 - $159,999, $160,000 $199,999, $200,000 - $249,999, $250,000 - $299,999, $300,000 - $349,999, $350,000 and
over, Prefer not to say
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23. Prior to your current leadership role, what were your last three jobs, where did you
work, and how many years were you in each role? Please start with the most recent.
EDUCATION AND TRAINING
24. What is the highest level of formal education you have completed?
Less than high school, High school, Some college or university, College diploma, University
Bachelor's degree, Master's or professional degree, Doctorate / PhD, Prefer not to say
25. Was any of your formal education arts-specific? If yes, please list the name of the
institution(s) and name(s) of the program.
26. Have you received any formal and/or informal training specific to leadership? Check all
that apply.
MBA, Executive Training at business school (non degree granting), External Leadership
training (not at a post-secondary school), Internal leadership development
program implemented in your organization, Mentoring Program, Formal Performance
reviews with discussion about development goals, Succession planning, Professional
Development support for outside courses, Attendance at sector conferences, Comments –
please name other programs not listed here.
27. How do you continue your own professional development as a leader? Please choose
all that apply:
Networking, Courses (please indicate in comments below), Mentorship, Sector conferences
(please indicate in comments below), Other (please specify)
28. If you were to choose to leave your current position, what would your preferred next
move be?
to move into same position in a larger organization, to move into same position in same
size organization, to leave the sector, to retire, to leave the country, don't know yet, prefer
not to say, Comments (optional)
LEADERSHIP SKILLS, ATTRIBUTES, AND EXPERIENCE
29. For those with EXECUTIVE DIRECTOR roles - What is your self-assessment about your
own aptitude with the following functional areas in your current position? 1 = low
aptitude, 5 = high aptitude
Strategic Planning, Marketing and Communications, Audience Development & Sales,
External Communications / Acting as Spokesperson, Technology / Digital, Financial
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Management, Human Resources, Managing Staff, Legal, Facilities Management, Board
Governance, Operations, Fundraising, Volunteer Management, Labour Relations (unions)
Comments (optional):
30. For those with ARTISTIC DIRECTOR roles - What is your self-assessment about your
own aptitude with the following functional areas in your current position? 1 = low
aptitude, 5 = high aptitude
Season planning (1 year out), Long term Artistic Planning (3-5 years out), Strategic
Planning, Artist relations, Work with creative staff (i.e. designers), External
Communications / Acting as Spokesperson, Industry networking, Your own creative
practice, Fundraising, Board Relations, Comments (optional):
31. What skills would you want to develop or enhance to improve your leadership
abilities?
32. What professional development would you like to access to further your career?
LEADERSHIP ATTRIBUTES
33. ***FOR ALL TO ANSWER*** What attributes do you think are needed to be a successful
EXECUTIVE DIRECTOR 1= Least important, 5= Most Important, n/a)
Creative, Problem solving, Opportunity driven, Understanding of the marketplace,
Committed to the Mission, Follow-through, Energetic, Balancing multiple priorities, RiskTaker, Personal Discipline, Leading Change, Motivating and empowering others, Delegating,
Accountable for actions, Good decision maker, Thinks long term, Adept at crisis
management, Collaboration, Other, Comments (optional)
34. ***FOR ALL TO ANSWER*** What attributes do you think are needed to be a successful
ARTISTIC DIRECTOR. 1= Least important, 5= Most Important, n/a)
Creative, Problem solving, Opportunity driven, Understanding of the marketplace,
Committed to the Mission, Follow-through, Energetic, Balancing multiple priorities, RiskTaker, Personal discipline, Leading change, Motivating and empowering others, Delegating,
Accountable for actions, Good decision maker, Thinks long term, Adept at crisis
management, Collaboration, Other, Comments (optional)
EXPERIENCE
35. **FOR ALL TO ANSWER** What work experience should EXECUTIVE DIRECTORS have
to be successful in their roles?
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36. **FOR ALL TO ANSWER** What work experience should ARTISTIC DIRECTORS have to
be successful in their roles?
COMMENTS ON LEADERSHIP IN THE SECTOR
37. Are there any additional comments regarding leadership in the performing arts sector
that you would like to share? (For example, the role of Boards of Directors, succession
planning, recruitment processes for AD's/ED's).
38. In your opinion, is the Canadian Performing Arts Sector doing enough to select, develop,
and retain the next generation of leaders? If no, then what are the factors and/or barriers
to this happening?
39. What suggestions do you have for the sector to select, develop, and retain the next
generation of leaders?
CLOSING
40. Would you be willing to take part in a follow up phone call for further discussion? If so,
please provide email and/or phone # below, this information will only go to Jeanne LeSage.
41. Would you like to receive a copy of the aggregate summary data? If so, please provide
your email below.
42. Email address
43. Phone #
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The content of this report is not to be reproduced
or distributed without permission. For further
information or consultation, please contact
Jeanne LeSage at Jeanne@lesagearts.com.
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