The History of Bond Head
and Sir Francis

i ]

1]
)
W
\

\'
by Myno Van Dyke

NEWCASTLE HISTORICAL
SOCIETY

The Lovekin and Bates
families are considered the
first residents of the com-
munity we know as Bond
Head. The Bates and Love-
kins arrived by boat in 1796.
A few years later, the Rob-
ert Baldwin family arrived
and they moved into an old
shack, built either by First

Nations People or fur trad-
ers. Ithad a bark roof and a
chimney built of sticks and
clay. After a few years the
Baldwins moved west to
Toronto. The Bates quickly
moved to Port Granby as the
land they wanted was al-
ready promised to someone
else. The Lovekins stayed.

The actual community
name of “Bond Head” was
created in 1838 when the
Bond Head Harbour Com-
pany was formed. Shortly
after, George Strange Boul-
ton, a lawyer and politi-
cian from Cobourg, gained
control of most of the little
village and immediately
drew up plans for a housing
development there. On this
plan he created streets and

divided the village up into
one-fifth acre lots. About
50 houses were built but by
1846 many of them were
empty, all of the stores in
Bond Head had closed and
only one tavern was left
open. One of the early en-
trepreneurs  was  Richard
Vaughan, a blacksmith. In
1847, he partnered with
Daniel Massey.  Shortly
after, Massey moved the
business into Newcastle and
started Massey Manufactur-
ing which became the larg-
est manufacturer of agricul-
tural implements in Canada.
By 1848, there were only
about 200 people living in
Bond Head.

There was more trouble
in 1846 when the British

Corn Laws were repealed
placing expensive tariffs on
grains imported from Cana-
da. This resulted in a sud-
den depression in the trade
of wheat and flower leaving
the Bond Head Harbour a
quiet place. In 1851, there
was a proclamation pub-
lished that Newcastle and
Bond Head would be united
and formed as one village
known as Newcastle.

In 1856, the Grand Trunk
Railway was completed
north of the village, along
with a new train station.
This effectively sealed the
fate of the harbour at Bond
Head. That same year,
Newecastle was incorporated
as a Village and the village
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Managing Workplace Conflict and Resolving Disputes

by Peter Spratt, cHrp.  Med

COLLINS BARROW DURHAM LLP
www.collinsbarrow.com

Based on the types of calls
for help we are receiving, it
would appear that workplace
conflict is alive and doing
very well — unfortunately!

Conflict is an ongoing, un-
derlying condition of tension
which, if harnessed can lead to
better communications, more
satisfying interpersonal rela-
tionships, and more creative
and effective problem-solving.
But left unmanaged or unre-
solved, conflict can seriously
impact your organization’s
brand in the community.

The following tips are in-
tended to help you develop
your toolkit for proactively
managing workplace conflict
and dealing with disputes.

1. Respectful ~ Workplace

Policy: every workplace

should have a policy or
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. Training:

code of conduct that sets
out how employees and
other stakeholders are to
be treated. Your policy
should be accompanied by
a complaints procedure for
addressing behaviour that
does not conform.

Ensure that
everyone in your organi-
zation is briefed on the
policy and the procedure
for dealing with workplace
complaints. This should
start with new employees
at Orientation, and annu-
ally thereafter. A refresher/
update at a staff meeting is
an excellent way to remind
everyone of their respon-
sibilities for ensuring a
respectful workplace. Pro-
vide access to workshops
to help employees develop
their skills in dealing with
interpersonal conflict.

. Task Delegation: Unre-

solved questions about
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roles and expectations
usually end in unsatisfac-
tory results. Take the time
to clarify expectations and
discuss what is required
and by when, and who will
be accountable for results.
If the timeframe is long or
the task is critical, check-in
for progress updates to en-
sure you and the employee
are on the same page.

Connecting Face-to-Face:
Resist the temptation to re-
solve disputes by email. We
tend to attribute ‘tone’ and
meaning to written com-
munication which often
leads to miscommunica-
tion and misunderstand-
ing. Suggestion: talk in-
person whenever possible.

. Act Promptly: Don't let

conflict go ‘underground.
Conflict should be sur-
faced; don’t avoid dealing
with conflict because you
might find it uncomfort-
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able. You really need to
address conflict before it
festers and escalates.

. How You Care: Personal

attention gets results. Take
time to talk with people
who are experiencing con-
flict. Share your observa-
tions and provide them
with constructive and well-
timed feedback. Let them
know how their behaviour
is impacting others in the
workplace. Help them to
create dialogue that leads
to problem-solving.

. Pay Attention to Change:

Changes that are intro-
duced in the workplace
without attention to their
potential impacts on peo-
ple usually result in out-
right resistance or quiet
resentment. Changes to
policies, procedures, job
responsibilities, technolo-
gy, processes, etc. should be
accompanied by a change

management plan that has
a strong ‘people’ compo-
nent. Thoughtful consider-
ation of people impacts will
reap big dividends when it
comes to reducing the po-
tential for conflict, and will
help ensure the expected
benefits of your changes
are realized.

8.Start at Recruitment:
Ensure that your hiring
practices include interview
questions that help you to
assess how candidates deal
with interpersonal issues
such as conflict. Also, add
a question about interper-
sonal skills to your refer-
ence checking practices.
All too often we hire peo-
ple because of their great
technical skills, but forget
about the importance of
people skills, only to find-
out later from your cus-
tomers and employees that
the recent new hire isn’t

really working out as you
had hoped!

. Coaching: Managers deal-
ing with particularly diffi-
cult situations can benefit
from 1:1 conflict coaching.
Too often we assume that
everyone has the ability to
manage conflict effectively,
but my own experience
suggests that this is far from
reality. Working with a
skilled professional to prac-
tice new techniques will
help managers to develop
greater self-confidence and
personal effectiveness.

10. Get help: Sometimes an
external facilitator/medi-
ator can help parties work
through their issues. An
impartial 3rd-party can
provide a confidential
process where employees
can feel safe to deal with
their disputes and explore
strategies for resolving
their differences.
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