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I. INTRODUCTIONS  &  STARTERS

RESUME:

Master of Public 
Administration (MPA) 

New Mexico State 
University

Certified Economic 
Developer (CEcD)

International Economic 
Development Council

Executive Director 
Northwest New Mexico 
Council of Governments 

1985-2010

Executive Director 
Greater Gallup 

Economic Development 
Corporation 

2012-present

RELATIONSHIPS:

Married to Chiropractor 
Dr. Ron Berg

Strong Family Ties

Basset Hound Fan

Down to Earth & 
Ready to Work

PUBLIC SERVICE:

Member, 
New Mexico 

House of Representatives,  
District 9

2001-present
HONORING MY ROOTS:

Rural & Small-Town
New Mexico
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PRESENTER’S BACKGROUND:  
Introducing Patty Lundstrom



PRESENTER’S BACKGROUND
Some of What I’ve Worked On
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Gallup Energy Logistics Park

Industrial Workforce Program

Mobility Innovation/
Autonomous Vehicle Industry

Escalante Generating Station
Post-Closure Transition Plan

& Hydrogen Energy Hub

Navajo-Gallup 
Water Supply Project



STARTER   QUESTIONS
for Officials & Agencies

doing & supporting Economic Development

KEY THEME: The Professional Challenge

• Beyond COVID:  What’s going on with the New Mexico economy … now?  How have 
things changed?  What’s the “new norm”?  
• Massive shifts are happening in workforce patterns, communications, technology … what’s your response?

• Micropolitan and medium-sized urban economic ecosystems face unique challenges.  What do you think they 
are?  How about frontier and rural communities?

• How would you define the key sectors of the New Mexico economy?
• What are the challenges faced by local Economic Development Organizations?

• What are the Economic Development roles of:
• Local governments

• Local economic development organizations
• Regional development organizations (COGs, EDDs)

• Chambers & private sector agencies
• State agencies

• Federal agencies

• Who are you in this context?

• What do you need in order to most effectively respond to and serve economic 
development initiatives throughout the State?   
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II.    OVERVIEW

Critical Factors
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CHANGE
ü COVID Impacts/ 

Post-COVID Realities

ü Deep losses in some 
sectors

ü Changing 
workforce patterns

ü Long-term 
adjustments

ü Need for 
flexibility, 
adaptability, 
responsiveness, 
innovation

ü Do we lead or 
follow the change?

LEADERSHIP
ü What kind of 

leader is needed 
for economic 
development?

ü Do we manage 
for results?

ü The importance of 
relationships

ü What’s the value 
proposition? 

ü Do our leaders 
communicate with 
impact?  

POLITICS
ü Is Economic 

Development 
political?

ü EDOs navigating
the politics

ü Changes at the 
top (elections!)

ü Philosophy of 
regulation/role of 
government

ü What’s a Priority?

ü Who will be a 
Champion?

ü Influencing Policy

COMPLEXITY
ü Economic 

development: a 
many-faceted
field

ü Where do we 
start/what do we 
focus on?

ü Of all important 
issues, what is 
MOST 
important?

ü Mastering the 
process:  leading 
the charge: what 
does it take to get 
from Point A to 
Point B?



3 Types of 
Economic Development Organizations

• Different types of governance, funding and mission focus, 
distinguished by who is responsible for overall direction  

• Public

• Private 

• Public-Private
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TYPE 1
Public EDOs 

Federal  *  State  *  Regional  *  Local

• Local Governments:  Department Heads influence government decision-makers.
• High public scrutiny.
• Government encourages/invests in economic development through:   

• Infrastructure Improvements; Financing (e.g., Tax Increment Financing)
• Zoning & Regulation; Eminent Domain

• Access to public grant sources, public sector funding, tax incentives.   
• May include regional planning agencies  (e.g., Economic Development 

Districts/Councils of Governments;  Transportation planning organizations)

• State Government:  Economic Development Departments have broad authority 
• Issue Tax Credits, Abatements, other Incentives

• Federal Government: 
• Special Incentives (Foreign Trade Zones; Business Tax Credits)
• Grant & Loan Programs; CDFI designation
• Tech R&D, Commercialization
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TYPE 2
Private EDOs

Generally:
• Not under public control or governance
• Flexibility; Ability to act quickly
• Free from direct public scrutiny
• Have own decision process
• Fewer travel and entertainment restrictions 
• Self-supporting 

Examples:
• Chambers of Commerce
• Community Development Corporations
• Certified Development Corporations  9



TYPE 3 
Public-Private EDOs

Generally:
• Greater flexibility than public or private
• Greater stability than private; can take greater risks
• Less politicized than public; but less accountable to public
• May be formed around specific development projects
• Greater autonomy – Freedom in hiring, firing, setting salaries
• Leaning private:  All-private board with government funds support
• Leaning public:  All-private board appointed by a Mayor with 

government funding support
• Example:  Non-profit tax exempt corporation with financing and 

implementation responsibilities.
Public-Private Examples:
• Economic Development Corporations:  501(c)(3) 
• Housing Development Corporations
• Regional Authorities
• Port Authorities
• Foreign Trade Zones
• Business Improvement Districts
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III.   VALUES

Values Integration

• Core Values - Start with a strong  foundation

• VISION – Guided by clear direction where we are going

• MISSION – Planned around needs of the community

• INTEGRATION – Are Vision & Mission Integrated into Operations?   

• Return on Investment (ROI)  

• Measurable outcomes  

• Results orientation

• Value Proposition:  “But for our work …”  
• Never forget “what gets done” because of your activity 11



Core Values
Who’s building this culture with you?

Do you know your people?

Are they mostly 
• Builders (valuing Power & Faith)?  
• Merchants (valuing Love & Truth)?
• Bankers (valuing Knowledge & Justice)?  
• Innovators (valuing Wisdom & Compassion)?
Are they oriented toward 
• Independence (Builders & Innovators)?

or toward 
• Community (Merchants & Bankers)?

Do your people reflect your own values, or do you 
bring in people you need, who bring different 
approaches and talents?

Do you know how to address & resolve conflict 
between personalities and value types?

from	the	Core	Values	Index	&	The	Taylor	Protocols,	
Lynn	Ellsworth	Taylor
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How do we get there?
What’s our Organizational Culture?

Question:  What kind of Organizational Culture are you creating?

Quality of Program is contingent upon Quality of Staff

• Success: Management is responsible for ensuring the success of the staff team; but 
the team works together to make it happen

• Quality Hires:  If money was no object … who would you hire? Why?  

• Capacity:  Our laborsheds deliver the actual people we need to work with.  
• To effect change, you rely on the capabilities of each staff member

• Invest in training:  build capacity with continuous professional development

• Attitude of Excellence:  All staff must reject mediocrity; the “whatever it takes” 
mentality; no “victim” mentality

• Example:  Lead by example; be a role model

• Impact: How do we instill confidence, gravitas and impact skills in the staff – to 
influence, energize & guide growth, change and development?  13
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Organizational Culture [continued]
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Tools that support coherent Culture:
• CODE … Written Code of Conduct
• POLICY … Written Policies and Procedures
• DIRECTION … Vision & Mission of the Organization
• PLAN … Organizational Plan, Strategic Plan, Work Plan
• BUDGET … Organizational Budget

The Hunt – general characteristics we’re looking for:
• CHARACTER:  Proactive; Self-starter; Reliable; Trustworthy
• ABILITY: Experience  +  Education  +  Desire to be a Lifelong Learner
• COMMITMENT: Goal-oriented; Personal/professional development
• ADAPTABILITY: Flexible; creative; resilient; constructive
• PROBLEM-SOLVER: Analytical; critical thinking; strong problem-solving 

skills
• SALESMANSHIP: Marketing & social media experience; eye on the prize
• COMMUNICATOR:  Strong communication & people skills; persuasive
• ATTITUDE: Enthusiasm;  positivity; customer service mentality

Are you 
STRATEGIC??



What Culture are we building?

• Formality … & More – Legal approach generates a set of legal 
procedures & subsequent consequences.
• Order, predictability, stability & discipline are important, but …“It’s not 

just about codes and rules.”
• Do you and your staff strive to go “above & beyond”?

• Values – Customs reflect a value-based approach, with behavior 
based on & encouraged by guiding principles and positive habits  
• “Values are not just what you say;  they’re what you do in a patterned 

way.”
• How do your patterns of behavior reflect your professed values?  

Individually?  Collectively?

• Trust – The ability to trust yourself, your staff, your board, your 
partners, your community, your clients.
• Do we do what we say we’re going to do?  Follow through? Deliver?
• Are we honest and truthful?
• Do we trust each other to solve problems and conflicts constructively?
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“Laws are sand.
Customs are rock.”

--Mark Twain



Ethics
Conduct Beyond Reproach –

The Choices People Make
Ethical Behavior is not about just upholding the law. It is about upholding 
higher standards of conduct.  It takes courage and moral integrity.

ICMA’s 10 Questions:
1. Is it legal?
2. Does it violate the Spirit of the 

Law?
3. Does it comply with rules and 

regulations?
4. Is it consistent with our 

values?
5. Does it match our 

commitments?

6. Am I the only beneficiary? 
7. Will I feel okay and guilt-free?
8. Is it based on emotions that cloud my

judgment?
9. Would I do it to my family & friends?
10. Would the most ethical person I know 

do this?
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IV.     ACCOUNTABILITY
What do we want from our EDOs?

7 “Patty Tips”
1. Do “what you say you’ll do” – the best foundation for being accountable to others.

2. Clearly define the organization’s Mission.
• You either inherited it, or you can help build it.
• Avoid “mission creep.”  Help define what it is … and what it isn’t.
• EDO “Job 1” is to build the “ecosystem” that will support economic development
• It’s not all PR & ribbon-cutting.  It’s the trench-work, such as building data sets & websites, 

identifying local assets, recommending business-friendly policies, building relationships, etc.

3. Know the difference between Administration and Governance.
4. Hire the “human material” you need – Beyond the Resumé!  Staff for Excellence.
5. Know what everyone else in the community does for Economic Development

• Where are the gaps?   How do we fit, and how do we lead? 
• Avoid duplication.  Don’t reinvent the wheel.
• Be ready to lead.  “If you’re not the lead dog, the scenery never changes.”

6. Match skill sets to organizational needs – both within and outside your organization. 
• Tap the talent, expertise and resources you need to help achieve your goals.

7. Know your Budget and monthly financials
• Know what you’ve got, where it comes from,  & where it goes. 
• “If you don’t take care of the money, it won’t be there to take care of you.”
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V.    MANAGING THE TEAM
• CLEAR DIRECTION

• From the big picture to the daily assignment, be clear and specific about expectations and timelines.
• Keep your team aligned with vision, mission & work plan.

• CLEAR & TIMELY FEEDBACK
• Let your team members know how they’re doing; give constructive feedback & guidance.
• Don’t wait for “evaluation day”; no surprises.

• DELEGATE!
• As leader, it’s up to you to shape and organize the work.  Move the tasks to where they’re best suited.  Don’t micro-

manage, but … Keep ‘em hopping!
• You’re the “orchestra conductor” – not the musician.  Let them know the “score”; help them gain the needed knowledge & 

skill; direct and coordinate their efforts; enjoy the music!

• SOLVING PROBLEMS
• Don’t settle for “complaints”.  Require critical thinking.  Ask for solutions; push for solutions.  Dig in and help where needed.
• Build team members’ skills in breaking problems down, looking for creative & innovative approaches, & devising workable 

solutions.

• MORALE & WORK ETHIC
• Team morale is an important asset (or liability) for the organization.  Protect and nurture it as part of your overall 

management strategy.
• It’s not as much about “pats on the back” as on meaningful communications, cultivating ”ownership,” fostering a culture of 

encouragement, being productive, and “getting it done.”
• Need to balance “work-work-work” with opportunities to associate, celebrate, and grow in capacity – individually and 

collectively.

• BALANCING TRANSPARENCY & CHAIN OF COMMAND
• Be clear on the authority and responsibility structures within the organization, and on what constitutes appropriate and 

inappropriate communication – inside and outside the organization.
• Be open and straightforward on facts, issues and matters affecting the team members, while protecting executive and 

board privilege, confidentiality and need-to-know.
• Foster high levels of loyalty and respect within the team – for the organization, for one another, for your communities and 

partners.
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v Nothing “normal” about today’s economy … er … what economy?
• Global changes and disruptions:  pandemic/endemic; supply chain implosion; inflation; 

climate impacts; the push to “green energy”; national and international political instability; 
technological breakthroughs

• We can’t go back in time to pre-COVID or build a Future based on Yesterday.
• *New workforce challenges [also addressed in the next slide]  

• Digital (“working from home”) vs. Site-based
• Layoffs and re-hires; the long-rebound “L-curve” in rural America
• Hard to find good employees
• Loss of learning opportunity.  How teach real-life skills through virtual-only learning?  How build 

forward with workforce, when we’ve lost years of workforce development?  
• How adapt to the “hybrid economy”?  How does this affect our accountability as a staff?  With our 

constituents?
• “The Zoom Culture”:  Huge demand for broadband; mastering the hi-tech platforms; making 

it work for “people business”
• Cost of Business; cost to the consumer
• Staying in business/re-starting/innovating:  There is a big demand for financial and technical 

support for business owners

v What’s my Market now??
• In travel and tourism sector, need to shift from national/global to regional and local markets?
• How re-build confidence in your products, your services, your place of business?
• How do walk-in businesses adapt?  How compete with the big boxes?
• What will the marketplace look like 6 months from now?  2 years from now?

v What does Community Economic Recovery mean for you?  The State?  Your home 
community?  The country? 

VI.    MANAGING CHANGE



Workforce Changes
THE WORKFORCE DILEMMA: changes in how & where we do our work

q Are you adapting to and accommodating workforce changes? 
• Generations – Different strokes for different folks

• Worker expectations, styles, needs & skill sets differ by generation
• Where do you need mature, “old school,” common-sense experience, and where can you use & grow new 

talent?
• Return-to-work: who left the workforce, but could come back in given the right conditions?

• Hybrid & Digital workspaces:  Social needs vs. Social distancing
• Technological capacity
• Communication/collaboration processes?
• Success & excellence – how do you keep the bar high, but also accommodate the diversity and 

find new ways to help your team succeed at the highest levels

q Do you have new human resource approaches, policies & protocols?
• Finding & keeping talent
• Managing offsite employees
• Communication systems & protocols
• Accountability protocols
• Productivity targets
• Onsite/offsite balance

q Do you have a work plan for advising and assisting your clients, prospects & partners?
• Web-based resources (best practices, McKinsey reports)
• Webinars & workshops

q Do you have a strategy for innovative workforce development in your service area?
• How do you make up for the “lost learning opportunity” of the pandemic period?
• How do you anticipate and respond to changes in the economy & the job market?
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VII.    SOURCES

• “Managing Economic Development Organizations,” an element of Introduction to 
Economic Development, International Economic Development Council (IEDC), Revised 
November 2011.

• “Law is Sand, Custom is Rock”: Mark Twain, The Gorky Incident, (1906).

• Greater Gallup Economic Development Corporation
www.GallupEDC.com

• Special thanks for collaboration to Jeff Kiely, owner/principal of Kiely Consulting 
(formerly Executive Director, Northwest New Mexico Council of Governments)  
jgkiely@kiely-consulting.com
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Patricia Lundstrom, CEcD
Executive Director

Greater Gallup Economic Development Corporation

P: (505) 722-2980

E: patty@gallupedc.com

WEB:  www.GallupEDC.com
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