EVANSVILLE, WISCONSIN
CITY ADMINISTRATOR/FINANCE DIRECTOR
Recruitment Proposal
November 4, 2020

630 Dundee Road
Suite 130
Northbrook, IL 60062
Primary Contact Person: Laurie Pederson
Director of Administrative Services
847-380-3240
info@GovHRusa.com

A note about COVID-19 -- We are carefully monitoring recommendations from the federal, state and
local governments and working with clients as they begin to reopen. Before COVID we made extensive
use of technology for video interviews with candidates and meetings with clients. We have utilized
these during COVID and can combine technology with appropriate in person meetings to assist clients
in cost effective recruiting
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November 4, 2020
Ms. Melanie Crans
Evansville City Hall
PO Box 529
Evansville, WI 53536
Dear Ms. Crans:
Thank you for the opportunity to provide you with a proposal for the City Administrator/Finance Director
recruitment and selection process for the City of Evansville. GovHR USA (“GovHR”) prides itself on a
tailored, personal approach to executive recruitment and selection, able to adapt to your specific
requirements for the position.
GovHR is a public management consulting firm serving municipal clients and other public-sector entities
on a national basis. Our headquarters offices are in Northbrook, Illinois. We are a certified Female Business
Enterprise in the State of Illinois and work exclusively in the public sector. We have 11 full time and 8 part
time employees and 31 project consultants. GovHR offers customized executive recruitment services and
completes other management studies and consulting projects for communities.
GovHR Senior Vice President Lee Szymborski will be responsible for your recruitment and selection
process. He will be assisted by a home office Recruitment Coordinator and a Reference Specialist. Mr.
Szymborski’s biography is attached to the proposal and his contact information is:
Lee Szymborski
Senior Vice President
847-380-3240
LSzymborski@GovHRusa.com
We believe we have provided you with a comprehensive proposal; however, if you would like a service
that you do not see in our proposal, please let us know. Please contact Laurie Pederson, Director of
Administrative Services, 847-380-3240, if you have questions regarding our proposal or need additional
information. We look forward to hearing from you and hope to have the opportunity to work with you on
this important recruitment.
Sincerely,

Judith Schmittgens
Corporate Secretary and Compliance Manager
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Profile of Proposer
GovHR is a public management consulting firm serving local government clients and other public-sector
entities across the country. The firm was originally formed as Voorhees Associates in 2009, and changed
its name to GovHR USA in 2013. Our headquarters are in Northbrook, Illinois. We are a certified Female
Business Enterprise in the State of Illinois and work exclusively in the public and non-profit sectors. GovHR
offers customized executive recruitment services, management studies and consulting projects for local
government and organizations who work with local government.
GovHR is led by Heidi Voorhees, President, and Joellen Cademartori, Chief Executive Officer. Ms.
Voorhees has conducted more than 350 recruitments in her management consulting career, with many
of her clients repeat clients, attesting to the high quality of work performed for them. In addition to her
17 years of executive recruitment and management consulting experience, Ms. Voorhees has 19 years of
local government leadership and management service, including ten years as Village Manager for the
Village of Wilmette, Illinois. Ms. Cademartori is a seasoned manager, with expertise in public sector human
resources management. She has held positions from Human Resources Director and Administrative
Services Director to Assistant Town Manager and Assistant County Manager.
GovHR has a total of thirty-one consultants, both generalists and specialists (public safety, public works,
finance, parks, etc.), who are based in Arizona, Florida, Illinois, Indiana, Massachusetts, Michigan,
Minnesota and Wisconsin, as well as five reference specialists and eight support staff.
Our consultants are experienced executive recruiters who have conducted over 700 recruitments,
working with cities, counties, special districts and other governmental entities of all sizes throughout the
country. In addition, we have held leadership positions within local government, giving us an
understanding of the complexities and challenges facing today’s public sector leaders.

Qualifications
Please note the following key qualifications of our firm:
 Since our establishment in 2009, our consultants have conducted hundreds of recruitments in 38
states, with an increase in business of at least 30% each year. Twenty-eight (28%) of our clients
are repeat clients, the best indicator of satisfaction with our services.
 Surveys of our clients show that 94% rate their overall experience with our firm as Outstanding
and indicate that they plan to use our services or highly recommend us in the future.
 Our state-of-the-art processes, including extensive use of social media for candidate outreach and
video interviews with potential finalist candidates, ensure a successful recruitment for your
organization.
 Our high quality, thorough Recruitment Brochure reflects the knowledge we will have about your
community and your organization and will provide important information to potential candidates.
GovHR has conducted more than 180 top Manager recruitments (City Manager, Village Administrator,
etc.) since the firm’s inception in 2009. A list of all of our recruitments for the past 5 years is included with
our proposal. We have provided reference/contact information for several of these recruitments below,
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and would be happy to provide you with additional contact information for any of these clients upon
request.

Project Manager & Main Point of Contact During the Recruitment:
GovHR Senior Vice President Lee Szymborski will be responsible for your recruitment and selection
process, and he will be assisted by a home office Recruitment Coordinator and a Reference Specialist. Mr.
Szymborski’s biography is attached to this Proposal and his contact information is:
Lee Szymborski
Senior Vice President
342 North Water Street, Suite 600
Milwaukee, WI 53202
847-380-3240
LSzymborski@GovHRusa.com
Mr. Szymborski is a former City Administrator for the City of Mequon, Wisconsin. He has conducted
approximately 85 executive recruitments since joining GovHR in 2013, and nearly 30 of these were for the
top Manager position. A list of Mr. Szymborski’s clients is attached and a complete list of GovHR’s clients
is available on our website at www.govhrusa.com.
Mr. Szymborski is currently working on several recruitments in Wisconsin, including the Assistant City
Administrator/Comptroller of Oak Creek; the City Administrator of Plymouth; and the Police Chief in
Beloit. These recruitments are in various stages of completion, and Mr. Szymborski has the time required
to give the attention needed to conduct the search process for Evansville’s next City
Administrator/Finance Director.

References
The following references can speak to the quality of service provided by GovHR.
Waukesha, Wisconsin
(Finance Director, 2020) - Lee Szymborski
(Chief of Police, 2020) - Lee Szymborski & Lee McCann
(HR Director, 2019) – Lee Szymborski
Kevin Lahner, City Administrator
262-524-3700
cityadmin@waukesha-wi.gov
Franklin, WI
(Director of Administration, 2020) - Lee Szymborski
(Planning Manager, 2020) – Lee Szymborski
(Economic Development Director, 2015 & 2018) – Lee Szymborski
Mayor Steve Olson
414-858-1100
solson@franklinwi.gov
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Oak Creek, WI
(HR Manager, 2018) – Lee Szymborski
(City Administrator, 2016) – Lee Szymborski
Andrew Vickers, City Administrator
414-766-7000
avickers@oakcreekwi.org

Project Approach and Methodology

A typical recruitment and selection process takes approximately 175 hours to conduct. At least 50 hours
of this time is administrative, including advertisement placement, reference interviews, and due diligence
on candidates. We believe our experience and ability to professionally administer your recruitment will
provide you with a diverse pool of highly qualified candidates for your position search. GovHR clients are
informed of the progress of their recruitment throughout the entire process. We are always available by
mobile phone or email should you have a question or need information about the recruitment.

Phase I: Position Assessment, Position Announcement & Brochure

One-on-one or group interviews will be conducted with stakeholders identified by the City to develop the
Recruitment Brochure. We have a variety of other options for gathering input:
 Dedicated email and surveys to obtain feedback from stakeholder groups
 Public Forums conducted by our consultants
A combination of the above items can be used to fully understand community and organizational needs
and expectations for the position.
Development of a Position Announcement to be placed on websites and social media
Development of a thorough Recruitment Brochure for Council review and approval
Agreement on a detailed Recruitment Timetable – a typical recruitment takes between 90 to 120 days
from the time you sign the contract to appointment of the finalist candidate.

Phase II: Advertising, Candidate Recruitment & Outreach

We make extensive use of social media as well as traditional outreach methods to ensure a diverse and
highly qualified pool of candidates. In addition, our website is well known in the local government industry
– we typically have 6,000 visits to our website each month. Finally, we develop a database customized to
your recruitment and can do an email blast to thousands of potential candidates.
Phase II will include the following:
 GovHR consultants will personally identify and contact potential candidates.
 Develop a database of potential candidates from across the country unique to the
position and to the City, focusing on:
 Leadership and management skills
 Size of organization
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 Experience in addressing challenges and opportunities also outlined in Phase I
 The database will range from several hundred to thousands of names and an email blast
will be sent to each potential candidate.
 Placement of the Position Announcement in appropriate professional online publications:
 Public sector publications & websites
 Social media
 LinkedIn (over 15,000 connections)
 Facebook
 Twitter
 Instagram
 GovHR will provide you with a list of advertising options for approval

Phase III: Candidate Evaluation & Screening
Phase III will include the following steps:

 Review and evaluation of candidates’ credentials considering the criteria outlined in the
Recruitment Brochure
 Candidates will be narrowed down to those candidates that meet the qualification criteria
 Candidate evaluation process:
 Completion of a questionnaire explaining prior work experience
 Live Video Interview (45 minutes to 1 hour) conducted by consultant with each finalist
candidate
 References (at least 2 references per candidate will be contacted at this time)
 Internet/Social Media search conducted on each finalist candidate
All résumés will be acknowledged and inquiries from candidates will be personally handled by GovHR,
ensuring that the City’s process is professional and well regarded by all who participate.

Phase IV: Presentation of Recommended Candidates
Phase IV will include the following steps:

 GovHR will prepare a Recruitment Report presenting the credentials of those candidates
most qualified for the position.
 GovHR will provide an electronic recruitment portfolio which contains the candidates’
materials along with a “mini” résumé for each candidate so that each candidate’s
credentials are presented in a uniform way.
 The Council will receive a log of all applicants and may review résumés if requested.
 Report will arrive in advance of the Recruitment Report Presentation.
GovHR will spend approximately 2 hours with the Council reviewing the recruitment report and providing
additional information on the candidates.
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Phase V: Interviewing Process & Background Screening

Phase V will include the following steps:
GovHR will:
 Develop the first and second round interview questions for your review and comment
 Coordinate candidate travel and accommodations
 Provide you with an electronic file that includes:
 Candidates credentials
 Set of questions with room for interviewers to make notes
 Evaluation sheets to assist interviewers in assessing the candidate’s skills and abilities
Background screening* will be conducted along with additional references contacted:

Background
Screening
Process

*Per state and federal regulations
GovHR will work with you to develop an interview schedule for the candidates, coordinating travel and
accommodations.
GovHR will coordinate a 2-Step Interview process. The first round interviews will include five or six
candidates. The second round interviews will include two or three candidates. GovHR will supply
interview questions and an evaluation form.
In addition to a structured interview, the schedule can incorporate:
 Tour of City facilities
 Interviews with senior staff

Phase VI: Appointment of Candidate

 GovHR will assist you as much as you request with the salary and benefit negotiations and
drafting of an employment agreement, if appropriate.



GovHR will notify all applicants of the final appointment, providing professional background
information on the successful candidate.
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Project Timeline
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Phase I

Phase II
Phase III

Phase IV
Phase V

Phase VI

Weeks 1 & 2

Phase 1: Interviews & Brochure Development

Weeks 3 thru 6

Phase 2: Advertising, Candidate Recruitment & Outreach

Weeks 7 & 8

Phase 3: Candidate Evaluation & Background Screening

Week 9

Phase 4: Presentation of Recommended Candidates

Week 10

Phase 5: Interview Process & Additional Background Screening

Weeks 11 & 12

Phase 6: Appointment of Candidate
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Price Proposal
Summary of Costs
Recruitment Fee:
Recruitment Expenses: (not to exceed)

Price
$16,000
1,500

Expenses include candidate due diligence efforts
Advertising:

2,500

Advertising costs over $2,500 will be placed only with client approval.
If less than $2,500, Client is billed only for actual cost.
Total:

$20,000*

*We are carefully monitoring recommendations from the federal, state and local governments and
working with clients on alternatives to in person meetings. We are fully operational and can work with
you via video and by utilizing electronic files. If at the time of recruitment, COVID-19 restrictions are lifted
and travel is possible, we are happy to attend meetings in person.
Consultant travel expenses are not included in the price proposal. If the consultant is requested to travel
to the client, $100 per trip (up to 3 trips) for travel will be charged.
Possible in-person meetings could include:
1. Recruitment brochure interview process
2. Presentation of recommended candidates
3. Interview Process
Any additional consultant visits requested by the City (beyond the three visits listed above) will be billed
at $125/hour; $500 for a half day and $950 for a full day. The additional visits may also result in an increase
in the travel expenses and those expenses will be billed to the client.
This fee does not include travel and accommodations for candidates interviewed.

Payment for Fees & Services
Professional fees and expenses will be invoiced as follows:
1st Payment: 1/3 of the Recruitment Fee (invoice sent upon acceptance of our proposal).
2nd Payment: 1/3 of the Recruitment Fee and expenses incurred to date (invoice sent following the
recommendation of candidates).
Final Payment: 1/3 of the Recruitment Fee and all remaining expenses (invoice sent after recruitment is
completed).
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Payment of invoices is due within thirty (30) days of receipt (unless the client advises that its normal
payment procedures require 60 days.)

Guarantee
GovHR is committed to assisting our clients until a candidate is appointed to the position. Therefore, no
additional professional fee will be incurred if the client does not make a selection from the initial group
of recommended candidates and requests additional candidates be developed for interview
consideration. If additional advertising beyond the Phase I advertising is requested, client will be billed for
actual advertising charges. Reimbursable expenses may be incurred should the recruitment process
require consultant travel to Evansville.
Upon appointment of a candidate, GovHR provides the following guarantee: should the selected and
appointed candidate, at the request of the City or the employee’s own determination, leave the employ
of the City within the first 12 months of appointment, we will, if desired, conduct one additional
recruitment for the cost of expenses and announcements only. This request must be made within six
months of the employee’s departure.

Why Choose GovHR?
 We are a leader in the field of local government recruitment and selection with experience in
more than 38 states, in communities ranging in population from 1,000 to 1,000,000. More than
28% of our clients are repeat clients showing a high level of satisfaction with our work. We
encourage you to call any of our previous clients.
 We are committed to bringing a diverse pool of candidates to your recruitment process. We
network extensively with state, city and county management associations, attending more than
20 state and national conferences each year. In addition, we support and attend the meetings of
League of Women in Government, the Local Government Hispanic Network, National Forum for
Black Public Administrators and Engaging Local Government Leaders.
 We conduct comprehensive due diligence on candidates. Before we recommend a candidate to
you, we will have interview them via video, conducted reference calls, and media and social media
searches. Our knowledge of local government ensures that we can ask probing questions that
will verify their expertise.
 We are your partners in this important process. You are welcome to review all the resumes we
receive and we will share our honest assessment of the candidates.
 Our goal is your complete satisfaction. We are committed to working with you until you find the
candidate that is the best fit for your position.
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Confirmation Signature
We believe we have provided you with a comprehensive proposal; however, if you would like a service
that you do not see in our proposal, please let us know. We can most likely accommodate your request.
This proposal will remain in effect for a period of six months from the date of the proposal. We look
forward to working with you on this recruitment and selection process!

Client Name/Organization___________________________________________________________
Client Contact Name/Position _________________________________________________________

Signature ___________________________________________________________________________
Date ______________________

Billing Contact _____________________________________________________________________

Billing Contact Email ________________________________________________________________
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Optional Services
GovTemps USA

Need an Interim? GovTempsUSA, a subsidiary of GovHR USA, specializes in the temporary placement of
positions in local government. The firm offers short-term assignments, in addition to long-term and
outsourced arrangements. Our placement professionals at GovTempsUSA have typically enjoyed
distinguished careers in local government and displayed a commitment to public service throughout their
career.

Recorded One-Way Video Interview of Candidates

Candidates we recommend for your consideration can complete a one-way video interview with 3 to 5
questions that will be recorded and which you can review electronically at your convenience. This can
occur prior to making your decision on which candidates to invite for an interview. Cost $100 per
candidate.

Leadership/Personality Testing

GovHR has experience working with a wide variety of leadership and personality assessment tools,
depending on the qualities and experiences the client is seeking in their candidates. These include but
are not limited to Luminaspark, Caliper, DISC and others. Depending on the evaluation type selected
fees can range between $100 to $500 per candidate.

360° Evaluation

As a service to the Client, we offer the option to provide you with a proposal for a 360° performance
evaluation for the appointed position at six months into his or her employment. This evaluation will
include seeking feedback from both elected officials and department directors, along with any other
stakeholder the Client feels would be relevant and beneficial. This input will be obtained on a confidential
basis with comments known only to the consultant. If you are interested in this option, GovHR will prepare
a proposal for this service.
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LEE SZYMBORSKI
Lee Szymborski is a Senior Vice President with GovHR USA, working on both executive search and
general management consulting assignments. He has more than 33 years of experience in local
government administration.

Mr. Szymborski’s experience spans both Wisconsin and Illinois communities. Mr. Szymborski served more than 15 years as City Administrator
in Mequon, Wisconsin. Mequon is a full service city with $30 million in combined budgets, and more than 170 employees serving 23,000
residents. He also worked for the City of Wauwatosa and Milwaukee County. In Illinois, he served for 12 years as Assistant Village Manager
in Buffalo Grove.
Mr. Szymborski’s track record points to a results-oriented approach to municipal government management. That is demonstrated by his
work including the purchase of a $14 M private water utility that has seen its customer base increase under city ownership (Mequon);
reorganizing city departments and reducing workforce costs in an organizationally sensitive manner (Mequon); spearheading a 10community oversight committee to secure the startup of commuter rail service (Metra) on the WI Central railway (Buffalo Grove); and repurposing TIF funds to provide incentives that secured a $16 M mixed-use development in Mequon’s Town Center. He is additionally skilled
in budgeting, personnel administration, community engagement efforts and strategic planning.
Lee’s experience in recruiting key staff extends back to his management roles in both Buffalo Grove and Mequon. In Buffalo Grove, he
handled all aspects of recruiting the management team. During his time in Mequon, Mr. Szymborski recruited all members of the City’s
management team.
His recent searches include City Manager, City Administrator and department head positions for communities throughout the Midwest and
East Coast. He has done management studies and strategic plans for several Wisconsin, Illinois and Missouri communities, professional
associations and councils of government. He has also been part of GovHR USA’s classification and compensation studies in several Wisconsin,
Illinois, Minnesota and Massachusetts communities.

PROFESSIONAL EDUCATION

MEMBERSHIPS AND AFFILIATIONS

•

•
•
•
•
•
•

•

Master of Science degree in Urban Affairs, University of
Wisconsin - Milwaukee
Bachelor of Arts in Political Science, University of Wisconsin –
Milwaukee

PROFESSIONAL DEVELOPMENT AND
SPEAKING ENGAGEMENTS
•
•
•

Speaker at state City Management Association meetings in
Wisconsin, Illinois and Missouri
Former Adjunct Instructor at Upper Iowa University Milwaukee Center and Concordia University Wisconsin
Published articles in Public Management Magazine, Milwaukee
Journal Sentinel

•

Mequon Police and Fire Commission
Mequon-Thiensville Sunrise Rotary Club
Board of Directors for the Mequon Nature Preserve
International City/County Management Association
Wisconsin City/County Management Association
Former President Illinois Association of Municipal Management
Assistants
Former President Mequon-Thiensville Sunrise Rotary Club

PROFESSIONAL BACKGROUND
Over 33 Years of Experience in Local Government Administration
• City Administrator, Mequon, WI
1999-2014
• Assistant Village Manager, Buffalo Grove, IL
1987-1999
• Milwaukee County and City of Wauwatosa, WI 1980-1986

AWARDS
•

Mequon – Thiensville Chamber of Commerce’s Distinguished
Service Award

P: 847.380.3240

www.govhrusa.com

Top Manager Recruitments 2015 - 2020

TYPE
City Management

STATE
Alaska

Colorado
Connecticut

Delaware
Florida
Georgia
Illinois

CLIENT
Bethel
Seward
Unalaska
Eagle
Englewood
Cheshire
East Hampton
Enfield
Meriden
Newark
Lakeland
Decatur
Barrington
Bensenville
Bloomington
Centralia
Crest Hill
Decatur
DeKalb
Dixon
East Moline
East Peoria
Effingham
Freeport
Joliet
La Grange
Lake Forest
Lake Zurich
Libertyville
Lindenhurst
Mokena
Moline
Mt. Prospect
Mundelein
Normal
Orland Park

POSITION
City Manager
City Manager
City Manager
Town Manager
City Manager
Town Manager
Town Manager
Town Manager
City Manager
City Manager
City Manager
City Manager
Village Manager
Village Manager
City Manager
City Manager
City Administrator
City Manager
City Manager
City Manager
City Administrator
City Administrator
City Administrator
City Manager
City Manager
Village Manager
City Manager
Village Manager
Village Manager
Village Administrator
Village Administrator
City Administrator
Village Manager
Village Administrator
City Manager
Village Manager

Pekin
Pingree Grove
Princeton
Schiller Park
Shorewood
Washington

City Manager
Village Manager
City Manager
Village Manager
Village Administrator
City Administrator

630 Dundee Road, Suite 130 Northbrook, IL 60062
847.380.3240 Fax: 866.401-3100 GovHRusa.com

POPULATION YEAR
6,500
2019
2,693
2019
4,768
2017
6,739
2017
34,957
2019
29,261
2017
13,000
2019
45,246
2015
60,838
2018
33,398
2018
110,000
2020
25,000
2018
10,455
2018
20,703
2015
78,005
2018
13,000
2020
20,837
2015
76,178
2018
43,849
2018
18,601
2015
21,300
2016
23,503
2016
12,577
2018
25,000
2017
147,500
2017
15,732
2017
19,375
2018
19,631
2015
20,431
2016
14,468
2017
19,042
2015
43,100
2017
54,771
2015
31,385
2020
54,264
2017
60,000
2016
2019
33,223
2016
10,000
2020
7,700
2019
11,870
2015
17,495
2018
15,700
2015

Top Manager Recruitments 2015 - 2020

TYPE
City Management

CLIENT
Wauconda
Willowbrook
Woodridge
Bondurant
Iowa
Muscatine
Newton
Webster City
Greenbelt
Maryland
Hagerstown
Sykesville
Massachusetts Cambridge
Eastham
Provincetown
Williamstown
Adrian
Michigan
Albion
Eastpointe
Ferndale
Hamtramck
Oakland Township
Rochester
Royal Oak
Troy
Ballwin
Missouri
Ferguson
Maryland Heights
Republic
South Lyon
University City
Webster Groves
Wildwood
New HampshirePortsmouth
Mamaroneck
New York
North Dakota Minot
Oberlin
Ohio
Pennsylvania Ferguson Township
South Fayette Township
Rhode Island North Kingston
Burleson
Texas
Chesapeake
Virginia
Portsmouth
Salem
Virginia Beach
STATE
Illinois

POSITION
Village Administrator
Village Administrator
Village Administrator
City Administrator
City Administrator
City Administrator
City Manager
City Manager
City Administrator
Town Manager
City Manager
Town Administrator
Town Manager
Town Manager
City Administrator
City Manager
City Manager
City Manager
City Manager
Township Manager
City Manager
City Manager
City Manager
City Administrator
City Manager
City Administrator
City Administrator
City Manager
City Manager
City Manager
City Manager
City Manager
Village Manager
City Manager
City Manager
Township Manager
Township Manager
Town Manager
City Manager
City Manager
City Manager
City Manager
City Manager

630 Dundee Road, Suite 130 Northbrook, IL 60062
847.380.3240 Fax: 866.401-3100 GovHRusa.com

POPULATION YEAR
13,758
2017
8,967
2019
32,971
2017
5,493
2017
23,819
2020
15,000
2016
8,000
2016
23,753
2016
40,612
2015
3,941
2019
110,000
2016
4,956
2016
2,990
2015
8,400
2015
20,676
2018
8,337
2018
32,673
2019
20,428
2019
21,752
2017
19,132
2018
13,000
2015
59,112
2019
83,813
2018
30,181
2020
21,111
2015
27,436
2015
15,590
2016
11,327
2018
35,172
2017
22,800
2020
35,524
2019
21,796
2019
19,426
2018
45,700
2020
8,390
2016
18,300
2017
14,416
2018
26,326
2015
43,960
2018
245,000
2019
96,000
2020
25,643
2019
442,707
2019

Top Manager Recruitments 2015 - 2020

TYPE
City Management

STATE
West Virginia
Wisconsin

Community &
Economic
Development

Florida

Illinois

Michigan
County
Management

Arizona
Florida
Illinois
Michigan

CLIENT
Bridgeport
Morgantown
Baraboo
Bellevue
Beloit
Beloit (Town)
Cedarburg
Glendale
Hartford
Hobart
Lake Geneva
Monroe
Oak Creek
Prairie du Chien
Racine
Rhinelander
Rome
Shorewood
West Bend

POSITION
City Manager
City Manager
City Administrator
Village Administrator
City Manager
Town Administrator
Town Administrator
City Administrator
City Administrator
Village Administrator
City Administrator
City Administrator
City Administrator
City Administrator
City Administrator
City Administrator
Town Administrator
Village Manager
City Administrator

Riviera Beach Community Redevelopment
Executive Director
Agency
Bloomington-Normal
Economic Development
Council
President/CEO
Chicago Metropolitan
Agency for Planning
Executive Director
Greater Freeport
Partnership IL
Invest Aurora
Northwest Illinois
Development Alliance
Ferndale Downtown
Development Authority
Yuma County
Marion County
Pasco County
Lake County
Rock Island County
Grand Traverse County
Kent County

Executive Director
President/CEO
Executive Director/President-CEO
Executive Director
County Administrator
County Administrator
County Administrator
County Administrator
County Administrator
County Administrator
County Administrator/Comptroller

630 Dundee Road, Suite 130 Northbrook, IL 60062
847.380.3240 Fax: 866.401-3100 GovHRusa.com

POPULATION YEAR
8,582
2019
31,000
2016
12,048
2019
15,524
2018
36,966
2015
7,083
2016
11,475
2015
12,920
2016
14,251
2015
8,500
2016
7,710
2015
10,827
2020
35,243
2016
5,900
2017
78,200
2016
7,800
2018
2,720
2016
13,331
2017
31,000
2016

35,000

2020

Multi

2019

Multi

2015
2019

25,000
Multi

2019
2018

Multi

2018

20,428

2019

203,000
337,362
475,502
703,462
147,258
90,782
636,369

2015
2015
2016
2019
2017
2017
2017

Top Manager Recruitments 2015 - 2020

TYPE
County

Fire
Intergovernmental
Agency

CLIENT
STATE
South Carolina Beaufort County
Dunn County
Wisconsin
Eau Claire County
Firemen's Annuity &
Benefit Fund of Chicago
Illinois
International City/County
Management Association
District of Columbia
Government Finance
Officers Association
Illinois
Illinois Metropolitan
Investment Fund

Missouri
Wisconsin
Parks & Recreation

Illinois

Missouri
Planning
Public Safety
Communications

Michigan
Illinois

Washington
Transportation

Colorado
Florida

Utility & Water

Illinois

South Suburban Mayors
and Managers Association
St. Louis County Municipal
League
Luxembourg American
Cultural Society (LACS)
Macon County
Conservation District
Morton Grove Park District
Northbrook Park District
Missouri Parks and
Recreation Association
(MPRA)
Tri-County Regional
Planning Commission
Lyons Township Area
Communications Center
NORCOMM Public Safety
Communications, Inc.

POSITION
County Administrator
County Manager
County Administrator

POPULATION YEAR
192,122
2018
44,122
2016
101,400
2015

Executive Director

Multi

2016

Executive Director

Multi

2015

Executive Director

Multi

2016

Executive Director

Multi

2016

Executive Director

Multi

2016

Executive Director

Multi

2015

Executive Director

Multi

2019

Executive Director

Multi

2015

Executive Director
Executive Director

23,500
37,000

2015
2016

Executive Director

Multi

2018

Executive Director

464,034

2018

Executive Director

Multi

2018

Executive Director

Multi

2015

Multi

2016

772,501

2017

26,000
1,500,000

2017
2020

Multi

2015

West Central Consolidated
Communications
Executive Director
Snohomish Emergency
Radio System
Executive Director
San Miguel Authority for
Regional Transportation
Executive Director
Hillsborough Area Regional Transit
Chief Executive
AuthorityOfficer
Northwest Water
Commission
Executive Director

630 Dundee Road, Suite 130 Northbrook, IL 60062
847.380.3240 Fax: 866.401-3100 GovHRusa.com

DIRECTOR OF ADMINISTRATION

FRANKLIN, WISCONSIN—DIRECTOR OF ADMINISTRATION

POSITION IN BRIEF
The Director of Administration coordinates the day-to-day administrative activities of the City, leading, planning,
organizing, and directing the City’s central administration toward the fulfillment of goals and policies as determined by
the Mayor and Common Council. The Director prepares and manages budgets of approximately $50 million and is the
city’s chief personnel officer.

THE COMMUNITY
Originally part of the Northwest Territory, Franklin’s history dates back to the 1830s. More than a century later, in 1956,
Franklin incorporated as a fourth class city and became known as a "City of Homes” with a population of a little over
5,000 at that time.
Today, the City of Franklin is a thriving, full-service municipality with a broad range of housing options, business
opportunities, and many City and County parks which help provide a high quality of life. At its current population of
36,295 residents, Franklin saw fast-paced growth between 2000 and 2010. The velocity of growth has slightly tempered
in the last ten years, however, Franklin continues to see robust residential growth and commercial development. In the
last decade Money Magazine twice named the City of Franklin among the top 100 cities to live in its “America’s Best
Places to Live.”
Franklin is 10 miles south of downtown Milwaukee and 80 miles north of downtown Chicago. It has easy access to the I94 corridor connecting Milwaukee and Chicago, and it is only minutes away from Milwaukee County’s General Mitchell
International Airport.
Demographics of the community include:
Average age of 41 years old.
Media household income, $74,972.
Median value of a Franklin home, $225,700
Franklin’s equalized assessed value: $4.3 billion.
Franklin is known for excellent schools, and is served by three school districts – the Franklin School District, the Oak
Creek/Franklin Joint School District and the Whitnall School District. The average high school graduation rate is nearly
98%, and combined-district ACT scores exceed the national average.
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THE COMMUNITY (cont’d)
The greater Milwaukee area offers a wide
variety of higher education opportunities. Chief
among them include the University of Wisconsin
– Milwaukee, Marquette University, Alverno
College and Concordia University Wisconsin.
Technical and two-year vocational programs are
offered through the Milwaukee Area Technical
College, with campuses in nearby Oak Creek
and Milwaukee.
Award-winning healthcare is easily found
throughout the greater Milwaukee area.
Residents have access to six major medical
systems
including
Ascension
Wheaton
Franciscan Healthcare which has a medical
campus in Franklin that includes a full service
hospital, orthopedics hospital, emergency
services, urgent care and outpatient and
doctors’ offices.
The surrounding greater Milwaukee area offers many opportunities to enjoy world-class art, culture, theater, humanities
and major league sports. See Visit Milwaukee for more information.
Recreational opportunities are plentiful in the City. Franklin is home to the Rock Sports Complex (baseball, softball, golf,
skiing, snow tubing, BMX), two championship caliber golf courses, downhill skiing, snowboarding and tubing
opportunities, as well as baseball, BMX biking, and other sports and entertainment opportunities at both indoor and
outdoor facilities.
All of this makes Franklin a dynamic, family-friendly community that is enhanced by excellent schools and leisure
activities welcoming to both residents and visitors alike.

FRANKLIN CITY GOVERNMENT

The City of Franklin operates under the Mayor-Council form of
government in accordance with Chapter 62 of the Wisconsin Statutes.
The Mayor and Aldermen constitute the Common Council which is
vested with all the powers of the City not specifically given to some
other officer. The Mayor serves a three-year term. The Common
Council, consisting of six Aldermen elected by District, is the legislative
branch of the City government. Aldermen are elected to three-year,
overlapping terms. All elected officials are elected on a non-partisan
basis.
The Mayor is the Chief Executive Officer of the City and is advised and
assisted by a cabinet consisting of the Director of Administration,
Police Chief, Fire Chief, City Clerk, Director of Health and Human
Services, City Engineer/Public Works Director and City Attorney. The
Mayor appoints, with the confirmation of a majority of the Common
Council, all cabinet members. Additionally reporting to the Mayor are the Economic Development Director and Planning
Manager. The Mayor’s position is a part-time position, but is available on a daily basis.
Over the years the City of Franklin's mission has been to be a well-planned model community providing for a high quality
of life for residents of all ages. Franklin was founded on development that includes smaller and mixed-use commercial
centers and corridors, that provides for new office parks that attract knowledge-workers and information industries to the
community, while continuing to develop and maintain quality residential areas that provide a wide range of housing
opportunities to support the needs of working professionals, seniors, and families.

The City’s organization has a workforce of more than 245 full-time employees, plus part-time and seasonal employees.
Franklin is a full-service city including police, fire, public works, health, sanitary sewer, water, parks, recreation and
forestry, library, planning and economic development, and administrative services. The City has a total FY 2020 budget
of about $50 million (all funds), including a general fund of approximately $26 million.
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THE
DEPARTMENT
ADMINISTRATION

OF

The Director of Administration serves as the
City’s chief administrative officer: leading,
planning, organizing, and directing portions of
the central administration of the City of
Franklin toward the fulfillment of goals and
policies
determined
by
the Mayor and Common Council.
The
Director
coordinates
the
day-to-day
administrative activities of the City, excluding
the administrative functions of the City Clerk.
The Director oversees the City's human resources functions. The Director of Administration also takes a lead role in the
annual preparation of the Mayor's recommended budget and coordinating the Common Council's annual budget
process. The Director also:
• Oversees the Assessor, Animal Control, Recreation, Municipal Buildings, Finance, Information Services and
Inspection Services offices and staff.

• Provides primary support and staff assistance to the Common Council;
• In conjunction with the Personnel Committee, and with support from the Human Resource Coordinator, is
responsible for negotiation and administration of collectively bargained labor agreements (Fire and Police)
and recruitment of non-sworn personnel.
• Administration of the City's liability and property insurance.

• In coordination with the Human Resource Coordinator, administers human resources systems, including the City's
workers' compensation and employee health insurance programs.
• Develops, recommends, and maintains Human Resource policies and procedures.
• Coordinates staff training and development as requested by Department Heads.
• Coordinates the development and publication of the City's newsletter.

• Represents the City in intergovernmental and legislative functions.
• Maintains and upgrades the City's website and cable television channel.
• Maintains the City's information technology and voice communications systems.
• Provides departmental staff support to the Personnel Committee, Finance Committee, Fire & Police
Commission, and Technology Commission.
• Coordinates the City's annual employee performance evaluation procedure.
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CHALLENGES AND
OPPORTUNITIES

The incoming Director of Administration will be faced with
a number of challenges and opportunities that are not
uncommon for a local unit of government in today’s
environment. They include:
Community growth and development – The City of
Franklin is a population growth leader in Southeastern
Wisconsin. The City has experienced double-digit
percentage growth every decade since the 1980s, and
has doubled in size in the last 12 years. The City expects
that because of its location and high quality of life Franklin
will continue to see growth in housing demand.
In addition, vacant land is plentiful in Franklin. With Oak
Creek to the east, Greenfield and Greendale to the north,
and Muskego to west, the City of Franklin is well-situated
in its potential for growth in a region open to additional
development. With 21 square miles, or about 61 percent
of Franklin still undeveloped -- primarily within the
southwestern quarter of the City – there is considerable
space for more growth. The City could ultimately reach a
population of about 57,000 persons – sometime after 2035
–likely making Franklin the third or fourth largest
community in Milwaukee County.
The City has also undertaken improvements to its
infrastructure, including water, sanitary sewer and road
systems. These actions contribute to the larger goal of
attracting, retaining and improving business to the City.
Commercial growth and expansion continue as the City
aggressively works with the business community to
market and support its 425-acres business park, two
industrial parks and a recently approved mixed-use
development plan, Ballpark Commons. Ballpark Commons
is a $130,000,000 development that encompasses over
200 acres (including the existing Rock Sports Complex)
and will feature a 4,000-seat stadium, commercial and
retail businesses, restaurants, residential apartments, and
various entertainment and active lifestyle features.
In addition, the city is currently providing infrastructure to
two new business parks. One, with more than 300 acres,
is located in the City’s southeast corner and designed for
high-end corporate clients with visibility and access to I94.
The other business park is approximately 100 acres in the
southwest corner of the city designed for industrial uses.
Consequently, these issues press on the responsibilities
of the Director of Administration to assist the Mayor,
Common Council and the management team as they
collectively seek ways to plan for and address the City‘s
infrastructure, finances and organizational capacity
challenged by the growth and development, particularly in
an environment of limited resources.
City Facilities – The Director of Administration will work
with City leaders and department heads to develop a
comprehensive approach for dealing with aging city
facilities. A recent inventory has highlighted attention
needed to the City’s facilities including City Hall, Public
Works, as well as planning for growth and its attendant
effect on facilities, such as a potential new fire department
facility.

City Finances, Budgeting and Revenues – The City is
in a good financial position, with a fund balance exceeding
34% and AA2 bond rating. Like all Wisconsin
municipalities, however, the City’s finances are tested by
various parameters guiding the generation of new sources
of revenues, as well as State of Wisconsin tax levy limits.
Adding to the City’s financial condition are such factors as
the City’s recent involvement in the Ballpark Commons
and other recent business park additions, as well as
infrastructure improvements, resulting in the City’s
assertive issuance of TIF and G.O. debt. The City is also
in middle of examining its impact fee collections and
disbursements, some of which are at risk of expiring.
Accordingly, the next Director of Administration is
expected to keep a keen eye on the City’s finances. He/
she can also expect to work closely with the elected and
appointed officials on seeking out new sources of revenue
as well as continuing to find ways to most efficiently
deliver City services.

Human Resources – The Director is the City’s chief
human resources officer, and is assisted by an HR
coordinator. A review of the City’s human resources
administration and assuring a comprehensive and
contemporary approach to personnel administration is
expected from the next City Administrator. Specific
projects needing attention in the next year include:
• A re-look at the city’s health insurance, which
currently contains high out-of-pocket and deductibles,
features that are sources of employee consternation.
• In the last year the city moved from its own employee
retirement plan to the pooled Wisconsin Retirement
System (WRS) plan, a well-regarded, financially
sound plan, yet the conversion, on the City’s part,
needs some loose ends tied up.
• The firefighter’s union contract expires the end of CY
2020, and the Director serves as a lead negotiator.
• Position descriptions and the employee handbook
need updating.

The new Director of Administration is also encouraged to
look at the municipal organization and over time, evaluate
service delivery processes, procedures and methods,
departmental organization, collaboration, and resourcesharing. The City is dedicated to continuous improvement
and sees this recruitment as an opportunity for a fresh
look at the organization.
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CHALLENGES AND
OPPORTUNITIES (cont’d)

Management and leadership – The Director of
Administration position is a leader within the Mayor’s
cabinet, and in large part, operates as a City
Administrator, providing management guidance and
leadership, not only to the position’s direct reports, but to
the rest of the cabinet. The new Director joins a
management team whose tenure with the city varies.
Some are seasoned, long-tenured employees while other
department leaders are newer to their position and the
organization, including a new Planning Manager which is
being sought at this time. In addition, the Common Council
for FY 2020 authorized additional staffing resources for
the Department of Administration, but action will be
deferred until a new Director can get acclimated to the
organization and assess how, and if, additional help is
necessary.
Steady and professional leadership is desired by the
Mayor, Common Council and the management team. The
next Director will find an organization eager for a leader
that is collaborative, fair-minded, and an open
communicator. In addition, an ability to develop a bigpicture view of the organization and community, while also
being fluent on operational details, will be valuable for
success in the position.

The Ideal Candidate
Must Haves:

• A Bachelor’s degree in public administration, political
science, business administration, human resources
or related field; a Master’s degree in public
administration or closely related field is preferred.
• At least five years of increasingly responsible local
government management experience.
• Proven leadership, managerial, and interpersonal
skills.
• A team-oriented, strategic-thinking approach toward
staff leadership; human resources skills and
supervisory experience are essential.
• Excellent communication skills and significant career
success
in
building
collaborative,
effective
relationships across departments.

• Have the confidence and interpersonal skill to
diplomatically “speak truth to power.”
• Be a strong leader able to successfully facilitate and
assist staff to identify, analyze, prioritize, and
thoroughly deliberate and address administrative and
management issues which are critical toward meeting
both current and longer range needs of the overall
community.
• Be one that can quickly assess the capabilities of staff
by providing them the guidance they need to succeed
and the encouragement to look at their operations
with a critical eye.
• Possess the ability to let City staff carry out their
duties and grow professionally, understanding that the
occasional misstep will happen and using these
occasions to help the employee grow and thrive as
part of the team.

• Be a self-starter who has the vitality and energy to
motivate and lead others.
• Have a record of keeping up to date and abreast of
modern municipal technology, programs and
procedures, understanding how technology can be
used to enhance transparency in government,
increase efficiencies and provide better customer
service for residents.
• Possess well developed organizational skills and have
the ability to balance numerous projects and issues
while keeping on task. Know when to drill into the
details and critically assess issues without losing sight
of the city’s bigger, strategic direction.

• Be a “people person,” sincerely personable, patient,
and accessible, and one who can relate with all
persons in the community.
• Promote a strong, service-oriented, “customer
relations” approach by all municipal employees in
dealing with citizenry.

• Have complete personal and professional integrity,
gaining respect and inspiring the trust and confidence
of subordinates, co-workers, and elected and
appointed officials, as well as the general public.

• Financial, analytical and budget management skills to
lead a financially fit organization.

Management Style and Traits

• Be an articulate, effective and concise communicator,
both orally and in writing; someone who is comfortable
listening to and talking with a wide spectrum of
people; someone who can clearly and succinctly
present written and oral information to decision
makers.
• Have a history of regularly communicating with
elected officials, keeping them abreast of city matters
and developing issues.
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COMPENSATION AND BENEFITS

The Director of Administration is appointed by the Mayor with approval of the six-member Common Council. The starting salary range
is $110,000 – $117,000 +/- DOQ, plus an excellent benefit package.

HOW TO APPLY

Candidates should apply by February 28, 2020 (Open until filled) with resume, cover letter and contact information for five workrelated references to www.GovHRjobs.com to the attention of:
Lee Szymborski, Senior Vice President
GovHR USA
630 Dundee Road, #130
Northbrook, IL 60062
Tel: 847-380-3240.
The City is an Equal Opportunity Employer.

City of Evansville, Wisconsin
Proposal to provide a City Administrator/Finance Director search

November 5, 2020

Baker Tilly US, LLP
380 Jackson Street, Suite 300
St. Paul, MN 55101
T: +1 (651) 223 3000
F: +1 (651) 223 3046
bakertilly.com

November 5, 2020
Ms. Melanie Crans
City of Evansville
PO Box 529
Evansville WI 53536
Dear Ms. Crans:
Baker Tilly US, LLP (Baker Tilly) appreciates the opportunity to submit the following proposal for executive
recruitment services to the City of Evansville to help you identify your next City Administrator/Finance
Director. We believe that our record of successfully placing qualified and very accomplished professionals,
along with our extensive experience providing executive recruitment services to cities, counties and other
public-sector organizations nationwide, will be beneficial for your recruitment and will allow us to find the
candidate who has the traits, skills, experience and overall competence you desire for your organization.
We know that you have options when it comes to selecting a recruitment firm. However, we believe that
our unique approach, highly regarded customer service practices, and our record of identifying and
recruiting top level executives in similar roles, sets us apart from our competitors. Additionally, we offer
the following unique features:
− Customized profile development: working with the members of the City Council and designated staff,
we develop a customized candidate profile based on the required, desired and preferred qualifications,
traits and attributes you seek in the individual you interview or hire for your next City Administrator/Finance
Director. We strive to understand how the City’s current and anticipated needs and organizational priorities
will shape your recruiting and selection requirements; then we collaborate with you to develop a nationwide
or regional marketing, recruiting and outreach campaign. This approach has proven to effectively allow us
to identify, attract and recruit highly qualified candidates for your review.
− Proprietary management/leadership assessment: relying on exclusively licensed predictive analytics
tools (using data to determine patterns and forecast future outcomes and trends), we administer
assessments to selected applicants to help us identify human potential in each of the candidates we
present to you. Results are “Real,” “Impactful,” and “Powerful.” Furthermore, these results can provide
you with more profound insights into the candidate’s management traits and leadership styles based
on scientific data.
− Recorded video interviews: we ask selected candidates (semi-finalists) to complete a recorded, oneway video interview, using questions developed from your “candidate profile,” which gives your review
team an additional tool to evaluate the semi-finalists before inviting them to a face-to-face interview.
−

Proprietary online application management: our exclusively licensed, proprietary online application
system enables us to efficiently manage applicant flow, classification and allows us to communicate with each
applicant quickly and effectively. We communicate in real time with applicants, thereby engaging and
informing them of each step, search related assignment and corresponding timeline throughout the
process. Our system also allows us to access, review and evaluate thousands of prior applicants or
individuals who have manifested interest in similar positions. Generally, these are individuals who may not
be actively seeking a job, but who may be open to “the right opportunity.” This is another benefit and
advantage we provide to our clients, which enables us to access a larger number of active and passive
job seekers.

This proposal details about our approach, expertise, references and pricing for this executive recruitment.
Our team would consider it a professional privilege to provide these services to the City of Evansville.
Very truly yours,
BAKER TILLY US, LLP

Chuck Rohre
Firm Director
M: +1 (214) 608 7477
E: chuck.rohre@bakertilly.com

Patty Heminover
Director
T: +1 (651) 223 3058
E: patty.heminover@bakertilly.com
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Baker Tilly US, LLP, trading as Baker Tilly, is a member of the global
network of Baker Tilly International Ltd., the members of which are
separate and independent legal entities.

1. General information
Firm introduction
Baker Tilly is a nationally recognized firm with a long history of service to clients located
throughout the country. For more than 85 years, Baker Tilly has understood that our business
demands absolute integrity, a belief in the value of trusted relationships and a willingness
to collaborate with every client. We will strive to continue to deepen and enhance our
relationship with the City as we seek to become your Valued Business Advisor.
Executive recruitment for public and non-profit clients has been a part of Baker Tilly’s portfolio
of advisory services for more than 30 years. Within Baker Tilly, our executive recruitment
team consists of ten recruitment consultants and project coordination staff available to
meet your executive recruitment needs. Each consultant assigned to this recruitment has
experience working with villages, cities, counties, special districts and school districts and
the many different disciplines that comprise the City of Evansville organization. Our consultants
bring an experienced, participatory and energetic perspective to each engagement; our unique
approach and personal touch are reflected in our internal standard to provide outstanding
services that exceed your expectations. Since 2015, our combined consultant team has
conducted nearly 500 executive searches.
The Baker Tilly project team will collaborate with the City Council and the City’s designated
staff as your technical advisor to ensure that the recruitment process for your next City
Administrator/Finance Director is conducted in a thorough and professional manner
consistent with “best practices” in the public sector executive recruitment space. Our
objective is to generate highly qualified candidates and assist you with the screening
and evaluation of these candidates.
Since our firm’s beginning, we have emerged as a leader in human resource management
consulting and executive recruitment. It is our 30+ years of consulting experience, coupled
with our unique approach and personal touch that drives our internal standard for delivering
only outstanding services and leading-edge products.

Project contacts and locations
Chuck Rohre, Firm Director
2500 Dallas Parkway, Suite 300
Plano, TX 75093
T: +1 (972) 748 0300
M: +1 (214) 608 7477
F: +1 (214) 452 1165
E: chuck.rohre@bakertilly.com

City of Evansville, Wisconsin

Patty Heminover, Director
380 Jackson Street, Suite 300
Saint Paul, MN 55101
T: +1 (651) 223 3058
M: +1 (651) 968 7841
F: +1 (651) 223 3046
E: patty.heminover@bakertilly.com
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2. Understanding and approach
The recruitment will be national and inclusive in nature, with a
candidate pool of diverse, experienced and talented individuals.
Our understanding of Evansville’s needs
We understand the City is looking for a timely, effective, efficient, responsive, well-managed
and thorough search process to recruit and identify highly qualified candidates for its next
City Administrator/Finance Director.
Baker Tilly will work with the City to understand the desired qualities and professional
capabilities that are most important to your organization for this recruitment. This information
helps us present the City of Evansville and the vacancy to well-regarded candidates,
emphasizing the opportunities for leadership and professional growth as well as presenting
the City of Evansville as a vibrant and thriving community in which to live.
We recognize that there is significant competition for experienced local government
administrators today. For this reason, we work with you to develop a recruitment strategy
that includes an aggressive marketing, recruiting and candidate outreach campaign. As
you know, a successful recruitment often depends upon the ability to reach successful
executives who may not necessarily be in search of new employment opportunities. Thus,
we use existing resources to inform and encourage qualified professionals to apply for
opportunities with your organization. We believe that these efforts are critical to ensuring
that the City receives a qualified candidate pool.
Baker Tilly manages and tracks applicant information and provides regular communications,
updating the applicants on the status of the recruitment. Our communications are always
professional and respectful.
We take pride in our ability to provide the City Council with comprehensive information
about each candidate we present, expanding beyond applications and resumes, to better
understand their professional experience, the leadership and management style they will
bring to your organization, and their motivation for pursuing this career opportunity. We
also assist you in the preparation of interview questions, interview day scheduling, planning
and structuring as needed. Additionally, we are available to you and present throughout
each interview session and are able to facilitate your deliberations and negotiations with
the top candidate.

Recruitment solutions during the Covid-19 Pandemic
In response to the COVID-19 Pandemic, the Baker Tilly executive recruitment team leader
will work closely with the City’s designated point of contact to develop alternative methods to
complete all aspects of our established search processes using existing technologies and
ensure the overall safety of all involved, which may include virtual or telephonic meetings,
interviews or conversations.

City of Evansville, Wisconsin
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As such, we will creatively collaborate with your organization to provide you with access
to critical information you will need to confidently make your hiring decisions. Additionally, we
can utilize our capability for video conferencing during meetings, candidate interviews, etc.
When the time arrives for the Mayor and City Council to interview candidates, we may
encourage and support the steps established or recommended by local, state or federal
guidelines, public health and medical professionals, including social distancing guidelines
and protocols.
The project team leader for your recruitment is Patty Heminover, in our St. Paul office.
Patty has successfully organized several successful virtual and on-site interview processes
following the prescribed social distancing protocols and best practices. As such, Patty is
able to provide corresponding on-site support and assistance, if requested.

Remote work
For Baker Tilly, the safety of our people is paramount. We are committed
to playing our part in containing COVID-19 by practicing responsible
social distancing. As of this writing, our firm is directing all professionals
work remotely. Because the City of Evansville expects and deserves
tailored, personalized service, we recognize that this policy may cause
concern. Please understand that we are prepared to deliver an
exceptional service experience remotely if necessary.
The City’s engagement team has various tools enabling them to assist you from any
location. Baker Tilly professionals each receive their own laptop and remote access
credentials to connect to our internal network from outside the office. When Baker Tilly
and the City are not able to meet in person, we have web conferencing software –
including Zoom, WebEx and Microsoft Teams – to quickly set up online meetings.
Additionally, we use Huddle, a secure cloud collaboration software, to work together
anywhere, anytime and on any device. Huddle provides a platform for the City and Baker
Tilly to come together, share files, assign tasks, and track activity in a secure environment.
Using Huddle as a central hub of activity means we all spend less time organizing
documents, chasing approvals and searching through email – and more time achieving
tangible results. The platform also enables real-time communication, meaning the status
of your engagement will always be available. We also recently began using Microsoft
Teams, which facilitates easier communication and project management.

Proposed solution to meet Evansville’s needs
The recruitment will be conducted out of our St. Paul office.
Patty Heminover will serve as the project team leader. Our
proven process includes the following five major tasks:
1. Recruitment brochure development and advertising
– We schedule and meet with your City’s elected officials, appointed management
team members and key stakeholders, as requested, to understand your desired
needs, strategic directions, overall candidate expectations and to develop a
candidate profile
2. Execution of recruitment strategy and identification of quality candidates
– Using the approved profile, we develop a colorful, appealing brochure and embark
on a national or regional targeted recruitment campaign

City of Evansville, Wisconsin
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–

Additionally, we simultaneously launch a direct applicant outreach campaign
targeting eligible prospects identified via our extensive searchable applicant
database
– Using our proprietary applicant tracking system, we communicate and update
applicants on key processes and corresponding search progress
3. Screening of applications, recommendation of semi-finalists and selection of
finalists
– Once we identify the most promising applicants, we ask them to complete our due
diligence questionnaire and a candidate questionnaire while the project team
conducts a comprehensive web and social media scan to elicit information that could
be relevant to employment
– These applicants also complete a recorded, one-way video interview of selected
questions designed to secure a different perspective on the applicant’s overall
qualifications
– We provide you with a Semi-Finalists Report of the top candidates, which includes
resumes, cover letters and due diligence questionnaire responses
– Selected finalists complete a management and leadership style and strengths
assessment (personality and behavior analysis) to provide us with important
information about their styles, temperament, preference, etc.
4. Conducting background checks (criminal, civil, credit and driving record), reference
checks and academic verifications
– Background records checks and academic verification
– References
5. Final interview process
– Once your City Council identifies its top 3-5 finalists, we work with you and the
finalists to coordinate all aspects of the interview process
– Employment offer – assistance and feedback

Recruitment approach
Task I. Recruitment brochure development and advertising
The development of a comprehensive recruitment brochure that includes a profile of the
ideal candidate is an important first step in your recruitment process. This profile includes
the required academic training, professional experience, leadership, management and
personal characteristics related to the success of the candidate in the position of City
Administrator/Finance Director. The recruitment brochure will also include a profile that
captures the essence of the City of Evansville as a highly-attractive venue for the successful
candidate to live and work.
To prepare the recruitment brochure, the project team leader will come on site to meet
with the Mayor, City Council and designated staff to discuss the required background,
professional experience, and management and leadership characteristics for your City
Administrator/Finance Director. We meet individually (or collectively depending upon your
preference) with the Mayor and City Council to broaden our understanding of the position’s
leadership and management requirements, current issues, your strategic priorities and your
expectations for the City Administrator/Finance Director. [See example of a recruitment
brochure in Appendix I.]
Information obtained from these meetings, coupled with our review of the job description
and other City documents, is used to prepare a position and candidate profile. The
completed profile will be approved by the Mayor and City Council before recruitment
begins. The position and candidate profile will be central to our recruitment strategy and
outreach to potential candidates.
City of Evansville, Wisconsin
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The project team will also work with the City of Evansville to develop an advertising and
marketing strategy to notify potential candidates about the vacancy and conduct an open
recruitment that encourages applications from a talented and diverse pool of candidates.
Our team will place ads in appropriate professional publications, websites and local print
media, if required, and coordinate with City staff to include information about the search
on the City’s social media platforms. Additionally, Baker Tilly has a high-traffic website
which includes an exclusive location dedicated to encouraging potential candidates to
upload their resumes. The aggressive advertising and marketing campaign for top talent
will include national, state, regional and local elements as determined during our initial
meetings with the City’s representatives. Our customized mailing list, selected from our
extensive database and contacts collected at appropriate public-sector conferences, will
be utilized to further promote the City Administrator/Finance Director position.
Project Milestone
Position profile and
recruitment brochure
development
Approve brochure,
commence advertising
and distribute marketing
letter

Deliverables
Interviews with the City
Baker Tilly receives information on the City’s
budgets, organizational charts, images, logos,
etc.
− Develop draft documents (recruitment brochure,
advertisement, marketing letter and timeline)

Timeline

−
−

−
−

Brochure sent to the City for final approval
Commence advertising and distribution of
recruitment brochure

2 Weeks

1 Week

Task II. Execution of recruitment strategy and identification of quality candidates
Utilizing the information developed in Task I, Baker Tilly will identify and reach out to individuals
who will be outstanding candidates for the position of City Administrator/Finance Director.
Often, well-qualified candidates are not actively seeking new employment and will not
necessarily respond to an advertisement. However, if a potential candidate is presented
with the opportunity directly and in the proper manner, he or she may apply. We take
pride in our ability to locate highly qualified candidates across the nation based on the
professional contacts and relationships we have developed and maintained over many
years.
These efforts will be supplemented by the creation of a customized database utilizing our
extensive, interactive applicant database for the City Administrator/Finance Director position.
This will provide the Baker Tilly team with the ability to customize applicant flow and
tracking, communication with applicants and conduct database inquiries for candidates
based on characteristics important to the City such as geographic location, particular
experience, expertise and credentials.
During this part of the process the project team will work with the Mayor, City Council and
designated staff to reach consensus on the leadership and management style for the ideal
candidate. Our research will determine the key competencies, work values and leadership /
management style for the City Administrator/Finance Director and match the candidates
to each attribute.
Each candidate submitting a resume is sent a timely acknowledgement by our team,
including an approximate schedule for the recruitment. Throughout the recruitment process,
communications are maintained with each candidate regarding information about the
recruitment progress and their status in the process. We take pride in the many complimentary
comments made by candidates regarding the level of communication and the professional
manner in which they are treated during our recruitments.
City of Evansville, Wisconsin
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2. Understanding and approach
Project Milestone

Deliverables
Online data collection and profile development
Development of interactive, searchable applicant
database for recruitment of the City
Administrator/Finance Director
− Baker Tilly performs direct outreach to prospective
candidates identified in the recruitment strategy
− Utilization of extensive applicant database to
identify applications and review applicant pool for
competencies/demographics

Timeline

−
−

Execution of recruitment
strategy and candidate
outreach

4-5
Weeks

Task III. Screening of applicants and recommendation of semi-finalists
In Task III the project team, under the direction of Patty Heminover, will screen the candidates
against the criteria within the position and candidate profile and develop a list of semifinalists for recommendation to the Mayor and City Council. We will then narrow the list to
a group of 10-15 semifinalists for review and select finalists on the basis of written candidate
questionnaires, early due diligence information, consultant phone interviews and recorded,
one-way video interviews.
Another unique aspect of our recruitment process is our use of online recorded interviews
for the screening process. Responses are timed and questions are not provided in advance.
This tool allows our team to develop a more comprehensive understanding of each
candidate’s ability to “think on their feet,” as well as their personal and professional
demeanor. Our team will provide an online link for the Mayor, City Council, as well as
others who have input into the hiring decision, allowing them to review and later discuss
the recorded responses. This provides your organization with additional candidate assessment
tools that can be customized to fit the unique needs of the City.
Throughout the process, you will have access to our Master Applicant List (MAL), which
will provide pertinent data for each applicant.
Project Milestone

Deliverables
−

−

−

Applicant screening and
recommendation of semifinalists

−
−

−
−
−
−

City of Evansville, Wisconsin

Baker Tilly compares applications to the approved
candidate profile, developed in our searchable
applicant database
Most promising applicants are asked to complete
candidate questionnaires and provide due
diligence information
Media, internet and social media scan for
information pertinent to future employment
Top 10-15 candidates identified as semi-finalists
Semi-Finalist Report is prepared, including the
brochure, master applicant list, cover letter and
resume of candidates to be considered
Baker Tilly and the City review video interviews
Project team leader meets with Mayor and City
Council to review recommended semi-finalists
Mayor and City Council selects finalists for on-site
interviews
Finalists complete candidate management style
assessment, responses are reviewed and
interview questions are developed

Timeline

2-3
Weeks
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2. Understanding and approach
Task IV. Conducting background checks, reference checks and academic
verifications
When the Mayor and City Council approves of a group of finalists for on-site interviews,
Baker Tilly will begin the process of conducting reference checks, background checks
and academic verifications. A Confidential Reference Report is prepared for each finalist
to complete our understanding of his/her management and leadership characteristics and
professional work performance.
Background checks will include information from the following areas:
Consumer credit

Bankruptcy

City/county – criminal

State district Superior Court – criminal

City/county – civil litigation

State district Superior Court – civil

Judgment/tax lien

Federal district - criminal

Motor vehicle driving record

Federal district – civil litigation

Educational verification

Sex offender registry

To ensure that our quality standards are maintained, we require a minimum of 10
business days between the time that you select the finalists for on-site interviews
and when we submit the candidate documentation for your final interview process.
Project Milestone
Design final process with
City for on-site interviews
with finalists
Background checks,
reference checks and
academic verification

Deliverables

Timeline

−
−

Baker Tilly confirms interviews with candidates
Travel logistics are scheduled for candidates

1-2 Days

−

Baker Tilly completes background checks,
reference checks and academic verifications for
finalists

2 Weeks

Task V. Final interview process
Upon completion of Task IV, we will work with the City Council to develop the final interview
process, including the use of virtual platforms as requested. We customize the final
interview process according to the needs and functions of the position and according
to your preference, instructions and directives to include steps that are important to you,
our client. As such, the final interview process may include meetings with the department
heads, a City tour and the opportunity for a meet and greet, if requested by the City Council.
In advance of the interviews, we will provide documentation on each of the finalists which
will provide the highlights of their leadership/management profile (Gap Analysis) as well
as a summary of the results of the reference checks, background checks and academic
verifications. In addition, the Final Report will include guidelines for interviewing the
candidates, suggested interview questions and a candidate assessment process for your
interview panel(s).
The project team leader will be available during the final interview process to answer
questions about the candidates and, if requested, assist with the final evaluation of the
candidates. In addition, we will assist you with the development of a compensation
package and related employment considerations and assist with the negotiation of an
employment agreement.

City of Evansville, Wisconsin
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2. Understanding and approach
Project Milestone

Deliverables
−

Final Report prepared
and delivered to City

On-site interviews with
finalists

−
−

−

Offer made/accepted

−
−

Final Report is prepared; including brochure,
interview schedule, cover letter, resume,
candidate questionnaire, suggested interview
questions, candidate assessment form and
management style probing questions
Interviews are scheduled
Recruitment project team leader attends client
interviews and is available to participate during
deliberations of candidates
If requested, Baker Tilly participates in candidate
employment agreement negotiations
Baker Tilly notifies candidates of decision
Baker Tilly confirms final process close out items
with the City of Evansville

Timeline
1 Day

1-2 Days

1-2 Days

Our strategy for recruitment of diverse candidates
Our corporate core values and work environment reflect our broader social aspirations for
a diverse workforce, equal opportunity and cross-cultural respect. We have established
strong and credible networks with minority and female leaders nationwide. In addition, we
are corporate members of the National Forum for Black Public Administrators (NFBPA)
and the Hispanic Network and are on their National Corporate Advisory Council. We
participate in their membership events on a regular basis.
To that end, we take responsibility for diversity in our organization, our recruitment strategy
and our candidate pools. In this recruitment, we will use our established networks to make
direct and personal contacts with prospective minority and female candidates and encourage
them to consider the City of Evansville’s City Administrator/Finance Director position.
Because of our performance record in presenting a diverse applicant pool, these prospective
candidates know they will be fairly considered in the process.
Baker Tilly is committed to ensuring equitable participation in our business and employment
opportunities without regard to race, color, religion, sex, national origin, age, disability,
veteran status, marital status or sexual orientation. As a leader in the executive recruitment
industry, we take positive actions to prevent and to remedy any discriminatory effects of
business and employment practices.

City of Evansville, Wisconsin
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Timeline
Below is an estimated timeline for the executive recruitment process. You will be asked
during the first on-site meeting to review and approve a Timeline for the recruitment
project. It is our intent to conduct the recruitment expeditiously, but not at the expense of
finding high-quality candidates for you.
City of Evansville, Wisconsin
Executive Recruitment
Preliminary Timeline

The following Timeline represents a preliminary schedule for your executive recruitment based
on a commencement date of November 23, 2020. Actual target dates will be developed in
consultation with and approved by the Mayor and City Council.

Project Milestone

Deliverables
−

Profile development,
advertising and candidate
outreach

−
−
−
−
−

−
−

Applicant screening and
assessment and
recommendation of semifinalists

−
−

−

Comprehensive background
−
check, academic verifications
and reference checks
completed for finalists
On-site Interviews with
finalists
Employment offer made /
accepted

City of Evansville, Wisconsin

−
−
−

Baker Tilly completes interviews to
develop candidate profile and
recruitment brochure; the City approves
ad placement schedule and timeline
Baker Tilly sends draft recruitment
brochure to the City
The City returns draft recruitment
brochure (with edits) to Baker Tilly
Baker Tilly commences executive
recruitment advertising and marketing
Online data collection and profile
development
Baker Tilly commences formal review of
applications; most promising candidates
complete questionnaires
Candidates complete recorded interview
online
Baker Tilly completes formal review of
applications and sends selected
resumes to the City for review
Candidates’ recorded interviews are
presented
Baker Tilly meets with the City and
recommends semi-finalists; the City
selects finalists for on-site interviews
Finalists complete candidate
management style assessment and
responses are reviewed and interview
questions are developed
Baker Tilly completes reference checks /
background checks/ academic
verification on finalists
Baker Tilly sends documentation for
finalists to the City
The City conducts on-site interviews
with finalists
The City extends employment offer to
selected candidate

Target Date

Nov. – Jan.

Jan.

Jan. – Feb.

Jan. – Feb.
Feb. – Mar.
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2. Understanding and approach

Why Baker Tilly is ideally suited to serve Evansville
There are many reasons Baker Tilly has distinguished itself from peers in public sector
executive recruitment.
–

We are experienced and passionate about what we do. Baker Tilly executive recruitment
consultants are highly experienced and passionate about local government since all
have spent a significant part of their professional careers in senior leadership positions
for cities, counties and school districts. The Baker Tilly team has recruited and placed
more than 1,400 executive-level positions within cities, counties, school districts and
public and not-for-profit organizations since 2000.

–

We are focused on exceeding your expectations. We believe in local government
and want to assist the City of Evansville organization in building a great team. We
want your organization to hire us again based on the success we achieve the first
time we work together.

–

We believe that “ethical business practices” are a catalyst for success. These
practices include operating with transparency, responsiveness and sensitivity to the
culture of your organization while pursuing an unrelenting commitment to high quality
and professional services.

–

We believe in diversity. Our corporate core values and work environment reflect our
broader social aspirations for a diverse workforce, equal opportunity and cross-cultural
respect. We take responsibility for diversity in our organization, our recruitment strategy
and our candidate pools. We are corporate members of the National Forum for Black
Public Administrators (NFBPA) and the Hispanic Network and are on their National
Corporate Advisory Council.

–

We conduct a timely, high-quality recruitment that is within budget. For an allinclusive, not-to-exceed professional fee that includes the cost of professional services
by the project team leader, the project support staff and all project related expenses
such as advertising, preparation of a recruitment brochure, background, reference
and academic verification checks and travel expenses for up to three on-site visits. We
work with you to establish a timeline, respond to the City’s needs and to unexpected
circumstances that may develop during the course of a recruitment in order to expedite
the recruitment, but not at the expense of finding high quality candidates for the City
of Evansville.

–

We utilize the latest technologies that uniquely sets us apart. Technology plays
an important role in the Baker Tilly executive recruitment process. From our proprietary
video interview system and our management/leadership style assessment analysis,
to our proprietary online application system, we efficiently manage candidate information
and provide the City with unique information about each candidate’s leadership and
management style and ability to respond extemporaneously to video questions.

–

We offer a “Triple Guarantee” that commits Baker Tilly to the City’s success.
–
–
–

We remain focused to assist with your executive recruitment until you make an
appointment
We guarantee your executive recruitment for 12 months against termination or
resignation for any reason – or we come back to fill the City Administrator /
Finance Director position for no additional professional fee
We will not directly solicit any candidates selected under this contract for another
position while the candidate is employed with your organization

City of Evansville, Wisconsin
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Benefits to Evansville
Selecting Baker Tilly to conduct your executive recruitment provides you with the following
benefits:
−

Comprehensive and structured process: Our process is comprehensive and
seamless, reflecting our years of interaction with local government employers and
prospective candidates.

−

Transparency: Baker Tilly comes to the City without having any preconceived notions
or expectations about the Evansville and prospective candidates. The Baker Tilly
team works closely with the City to make sure the process is transparent.

−

Confidentiality: Prospective candidates know that their application will be kept confidential,
allowing them to express interest in the City Administrator/Finance Director position
without jeopardizing their current employment. Our reputation for ensuring candidate
confidentiality as permitted by state and local law means that the City of Evansville
can count on maximizing the number of qualified candidates interested in the position.

−

Candidate recruitment: Baker Tilly actively recruits qualified candidates, drawing
from our extensive personal and professional connections with capable individuals
around the state, region and nation and assuring the City of its access to established
managers and rising stars. The ability to widely recruit for prospective candidates is
one of the primary benefits of using Baker Tilly.

−

Focused use of the City’s time: Baker Tilly’s comprehensive process incorporates
the active participation of City Council members at key steps in the process. Our
process keeps decision makers fully advised and informed of all aspects of the process
without requiring them to expend large amounts of time on the recruitment process or
to put aside other pressing issues facing the City.

−

Minimize staff disruption: Baker Tilly’s search process also minimizes disruptions
to City staff, some of whom may have additional duties in this time of transition.
Because conducting a thorough recruitment can be time-consuming, Baker Tilly’s
involvement allows staff to stay focused on their primary and assigned functions.

−

Thorough evaluation of candidates: The City of Evansville seeks a City Administrator /
Finance Director of sound professional and personal character. Baker Tilly’s process
includes a thorough evaluation of the final candidates, including detailed information
from references and a careful review of background records.

City of Evansville, Wisconsin
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3. Proposed fees
The all-inclusive professional fee to conduct the recruitment is
provided below.
Professional fee
The all-inclusive professional fee includes the cost of professional services by the project team
leader, the project support staff and all project-related expenses such as advertising,
preparation of the recruitment brochure, printing, candidate background, reference
and academic verification checks and travel expenses for on-site visits. Travel expenses
incurred by candidates for on-site interviews with the client are not the responsibility of Baker
Tilly and are handled directly by the client organization.
The all-inclusive professional fee will be billed in four installments: 30% of the fee will be
billed at the beginning of the recruitment; 30% at the implementation of Phase I; 30% at
the implementation of Phase II; and 10% upon acceptance of an offer by the candidate.
All questions regarding the professional fees and project-related expenses should be directed
to Patty Heminover at patty.heminover@bakertilly.com or via phone at (651) 223 3058.
Phase

Description of professional services

Phase I

Task 1 Candidate profile development/advertising/marketing
(includes one day on site by project team leader)
Task 2 Identify quality candidates

Phase II

Task 3 Screening of applications and submission of recommended
semi-finalists to client (includes one day on site by the
project team leader)
Task 4 Reference checks, background checks and academic
verifications

Phase III

Task 5 Final process/on-site interviews with finalists (includes two
days on site by project team leader)

Conclusion

Acceptance of offer by candidate

TOTAL ALL-INCLUSIVE PROFESSIONAL FEE
*

Fee

$24,500*

10% cost savings by conducting the Executive Recruitment Search and Wage Study in 2021 with
Baker Tilly.
Optional services for consideration
At the City’s option, Baker Tilly will conduct a web-based survey to determine
key community-wide issues and priorities that could be considered in the
selection of a new City Administrator/Finance Director. This survey is completed
by community leaders, citizens and City employees and would alter the project
timeline.

City of Evansville, Wisconsin

Fee
$1,650
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3. Proposed fees
On rare occasions, Baker Tilly is asked to provide additional search services
that are not included in this scope of service or to provide more than three on-site
visits to the City. Additional work specifically requested by the City which is
outside of the scope of this project will be invoiced at the hourly rate of $220
plus expenses. Baker Tilly will submit a written explanation of the additional
services to be provided and the estimated hours that will be required prior to
commencing any additional services.

$220 per hour
plus expenses

Triple guarantee
Our Triple Guarantee is defined as:
1. A commitment to remain with the recruitment assignment until you have made an
appointment for the fees and tasks quoted in this proposal. If you are unable to finalize
selection from the initial group of finalists, Baker Tilly will work to identify a supplemental
group until you find a candidate to hire.
2. Your executive recruitment is guaranteed for 12 months against termination or
resignation for any reason. The replacement recruitment will be repeated with no
additional professional fee, but will include project-related expenses. Candidates
appointed from within your organization do not qualify for this guarantee. This guarantee
is subject to further limitations and restrictions of your state laws.
3. Baker Tilly will not directly solicit any candidates selected under this contract for any
other position while the candidate is employed with your organization.

Negotiations
If selected, we will provide the City with our standard engagement terms. Should the City
wish to provide alternate terms or proceed on the basis of its own format agreement, we
would require the ability to negotiate mutually acceptable terms and conditions prior to
executing a final contract.

City of Evansville, Wisconsin
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4. Firm experience
References
Feel free to contact any of the individuals listed below to verify the quality of work Baker
Tilly provides to each client as part of these recently completed executive recruitment
projects.
City of Mt. Pleasant, Wisconsin
Name

Maureen Murphy

Title

Village Administrator

Phone

(262) 664 7818

Email

mmurphy@mtpleasantwi.gov

Chippewa County, Wisconsin
Name

Toni Hohlfelder

Title

Director of Human Resources

Phone

(715) 726 7970

Email

thohlfelder@co.chippewa.wi.us

City of Fairmont, Minnesota
Name

Debbie Foster

Title

Mayor

Phone

(507) 236 8322

Email

dfoster@fairmont.org

Experience
The following is a list of administration executive recruitments recently conducted by
members of the Baker Tilly team.

List of relevant projects: 2015 to present
Year

Client

State

Project

Population

Current

Eau Claire

WI

City Manager

68,866

Current

Front Royal

VA

Town Manager

15,239

Current

Herington

KS

City Manager

2,304

Current

Kansas City

MO

City Manager

488,943

Current

Lake Ozark

MO

Asst City Admin/Comm Econ Dev Director

Current

Matanuska-Susitna Borough

AK

Borough Manager

Current

Scottsbluff

NE

City Manager

14,874

Current

St. Joseph

MO

City Manager

74,959

County Administrator

53,513

108,317

2020

Boone County

2020

Fairmont

MN

City Administrator

10,126

2020

Missouri City

TX

City Manager

74,705

2020

Moose Lake

MN

City Administrator

2,798

2020

Oakdale

MN

City Administrator

28,083

City of Evansville, Wisconsin

IL

1,792
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4. Firm experience
List of relevant projects: 2015 to present
Year

Client

2019

Beeville

TX

City Manager

12,937

2019

Cloquet

MN

City Administrator

11,938

2019

Hobbs

NM

City Manager

37,764

2019

Lake Lotawana

MO

City Administrator

2019

Norman

OK

City Manager

122,843

2019

Paris

TX

City Manager

24,800

2019

Park City

KS

City Administrator

2019

Port Arthur

TX

City Manager

53,937

2019

Willmar

MN

City Administrator

19,628

2018

Addison

TX

City Manager

15,368

2018

Asheville

NC

City Manager

89,121

2018

Ashland

OR

City Administrator

21,636

2018

Avondale

AZ

City Manager

82,881

2018

Belle Plaine

MN

City Administrator

6,838

2018

Billings

MT

City Administrator

110,323

2018

Burnsville

MN

City Manager

61,434

2018

Christiansburg

VA

Town Manager

21,533

2018

Grand Rapids

MI

City Manager

2018

Herington

KS

City Manager

2,362

2018

Kingman

AZ

City Manager

29,029

2018

Maricopa

AZ

City Manager

46,903

2018

Middleburg

VA

Town Administrator

2018

Mora

MN

City Admin/Public Utilities GM

2018

Salina

KS

City Manager

46,994

2018

Shawnee

KS

City Manager

64,323

2018

York

PA

Business Administrator

43,859

2017

Berthoud

CO

Town Administrator

2017

Cloquet

MN

City Administrator

11,938

2017

Dickinson

TX

City Administrator

19,595

2017

El Dorado

KS

City Manager

12,852

2017

Glenview

IL

Village Manager

45,417

2017

Lake Havasu City

AZ

City Manager

53,743

2017

Littleton

CO

City Manager

44,275

2017

Manassas Park

VA

City Manager

16,149

2017

Morehead City

NC

City Manager

2017

Mounds View

MN

City Administrator

12,525

2017

Oldsmar

FL

City Manager

13,913

2017

Orono

MN

City Administrator

2017

Riviera Beach

FL

City Manager

33,263

2017

Rochester

MN

City Manager

110,742

City of Evansville, Wisconsin

State

Project

Population

2,099

7,499

192,294

828
3,453

5,807

9,203

8,009
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List of relevant projects: 2015 to present
Year

Client

2017

Township of Roxbury

NJ

Township Manager

23,324

2016

Brooklyn Center

MN

Deputy City Manager

31,006

2016

Cary

NC

Town Manager

2016

Charter Township of Kalamazoo

MI

Township Manager

20,918

2016

Christiansburg

VA

Town Manager

21,533

2016

Circle Pines

MN

City Administrator

4,953

2016

Commerce

TX

City Manager

8,276

2016

Crested Butte

CO

Town Manager

1,519

2016

Deerfield Beach

FL

Assistant City Manager

2016

Denton

TX

City Manager

2016

Dumfries

VA

Town Manager

2016

Fredericksburg

VA

City Manager

2016

Greensboro

NC

Assistant City Manager

2016

Hayden

CO

Town Manager

2016

Jersey Village

TX

City Manager

2016

Mankato

MN

Deputy City Manager

40,641

2016

Medford

OR

City Manager

77,677

2016

Mooresville

NC

Town Manager

34,887

2016

Moorhead

MN

City Manager

39,398

2016

Moose Lake

MN

City Administrator

2,787

2016

North Branch

MN

City Administrator

10,087

2016

Roswell

NM

City Manager

48,611

2016

Shakopee

MN

Assistant City Administrator

39,167

2016

Virginia

MN

City Administrator

8,661

2016

Warsaw

VA

Town Manager

1,498

2016

Wayzata

MN

City Manager

4,217

2016

Williamsburg

VA

Assistant City Manager

15,206

2015

Bemidji

MN

City Manager

14,435

2015

Big Lake

MN

City Administrator

10,298

2015

Brooklyn Park

MN

City Manager

78,373

2015

Coon Rapids

MN

City Manager

62,103

2015

Cottage Grove

MN

City Manager

35,399

2015

Davidson

NC

Town Manager

11,750

2015

Diboll

TX

City Manager

5,323

2015

Golden Valley

MN

City Manager

20,845

2015

Grand Junction

CO

City Manager

59,778

2015

Kingsville

TX

City Manager

26,312

2015

Manassas

VA

Deputy City Manager

41,705

2015

Monument

CO

Town Manager

2015

Sachse

TX

City Manager

City of Evansville, Wisconsin

State

Project

Population

151,088

78,041
123,099
5,168
28,132
279,639
1,801
7,862

5,817
22,026
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List of relevant projects: 2015 to present
Year

Client

State

Project

Population

2015

Scandia

MN

City Administrator

3,936

2015

Shakopee

MN

City Administrator

39,167

2015

Socorro

TX

City Manager

32,517

2015

Virginia Beach

VA

City Manager

448,479

2015

Warrenton

VA

Town Manager

2015

West Jordan

UT

City Manager

110,077

2015

Westminster

CO

City Manager

109,169

2015

Williamsburg

VA

City Manager

15,206

9,862

The following is a list of finance executive recruitments recently conducted by members of the
Baker Tilly team.

List of relevant projects: 2015 to present
Year

Client

State

Project

Population

Current

Fort Collins

CO

Chief Financial Officer

167,830

Current

Gloucester County

VA

Chief Financial Officer

37,292

Current

Lake Elmo

MN

Finance Director

Current

Shakopee Public Utilities Commission

MN

Director of Finance and Administration

2020

Brooklyn Center

MN

Director of Fiscal Services

2020

Gainesville

FL

City Auditor

2020

Gloucester County

VA

County Assessor

2020

Independent School District No. 0281

MN

Finance Director

2020

League of Minnesota Cities

MN

Assistant Finance Director

2020

Orange County

NC

Director of Asset Management

140,352

2019

Cincinnati Metro Housing Authority

OH

Director of Revenue

301,301

2019

Olathe

KS

Internal City Auditor

131,885

2019

Stafford County

VA

Chief Financial Officer

136,788

2018

Avondale

AZ

Director of Finance and Budget

82,881

2018

Dunn County

WI

Chief Financial Officer/County Auditor

44,122

2018

Greene County

NC

Finance Director

21,134

2018

Metropolitan Council

MN

Director of Internal Audit

2018

NE Metro Int School District No. 0916

MN

Director of Finance

2017

Albemarle County

VA

Finance Director (Partial)

103,000

2017

Allegan County

MI

Executive Director of Finance

112,531

2017

Culpeper

VA

Finance Director

2017

Norfolk

VA

City Assessor

246,139

2017

Raleigh

NC

Budget Director

431,746

2017

Salina

KS

Director of Finance

2017

Virginia Railway Express

VA

Chief Financial Officer

2016

Carrboro

NC

Director of Finance

City of Evansville, Wisconsin

9,100
31,006
132,249
37,292

2,980,000

17,145

47,867
20,908
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4. Firm experience
List of relevant projects: 2015 to present
Year

Client

2016

Catawba County

NC

Chief Financial Officer

154,810

2016

Dallas

TX

Chief Financial Officer

1,258,000

2016

Denton

TX

City Auditor

123,099

2016

Dona Ana County

NM

Finance Director

213,460

2016

Minneapolis

MN

Chief Financial Officer

400,070

2016

Wyoming Municipal Power Agency

WY

Manager of Accounting and Finance/CFO

2015

Alameda-Contra Costa Transit District

CA

Chief Financial Officer

2015

Beaufort County

NC

Director of Finance/Chief Financial Officer

47,464

2015

Chaska

MN

Finance Manager

24,444

2015

Chippewa County

WI

Finance Director

63,132

2015

Dunedin

FL

Finance Director

35,690

2015

Lakeville

MN

Finance Director

58,562

2015

Lawrence

KS

Finance Director

90,811

2015

Macomb County

MI

Director of Finance

2015

Northampton County

VA

Director of Finance

2015

Orange County

NC

CFO/Finance Director

2015

San Antonio

TX

Controller

2015

Shakopee

MN

Finance Director

2014

Alexandria City Public Schools

VA

Director of Budget-Finance

2014

Charlottesville

VA

Finance Director

43,956

2014

Minnetonka

MN

City Assessor

51,638

2014

Pender County

NC

Director of Finance

54,195

City of Evansville, Wisconsin

State

Project

Population

16,500
193,000

854,769
12,125
140,352
1,409,000
39,167
146,294
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5. Project team members
The Baker Tilly project team is designed specifically for the City
of Evansville.
The project team represents experienced professionals who will be working on this City
Administrator/Finance Director recruitment. Our service team is selected to meet four very
specific objectives for the City: 1) it represents the staff who will be directly responsible
for your projects; 2) it provides a range of expertise to cover the range of service
requirements; 3) it provides a national perspective of experience and institutional
knowledge to achieve your future objectives; and 4) it represents the commitment to take
personal and professional responsibility for the services and outcomes for the City of
Evansville.
Project team leader
Patricia Heminover, Director
T: +1 (651) 223 3058
E: patty.heminover@bakertilly.com
Additional project team members
Chuck Rohre, Firm Director
T: +1 (214) 466 2436
E: chuck.rohre@bakertilly.com
Art Davis, Director
T: +1 (816) 868 7042
E: art.davis@bakertilly.com
Sharon Klumpp, Director
T: +1 (651) 223 3053
E: sharon.klumpp@bakertilly.com

Our engagement team
has completed more
than 500 successful
searches since 2015.

Edward G. Williams, Ph.D., Director
T: +1 (214) 842 6478
E: edward.williams@bakertilly.com
Michelle Lopez, Senior Recruitment Analyst
T: +1 (651) 223 3061
E: michelle.lopez@bakertilly.com

City of Evansville, Wisconsin

P a g e | 19

5. Project team members

Patricia Heminover
Patty Heminover, a director with Baker Tilly, has more than 20 years of experience in local government.
Patty has been with the firm since 2010. Prior to joining Baker
Tilly, she was a superintendent, assistant superintendent, director
of human resources and director of finance. She brings considerable
experience identifying management talent, leading organizational
and process improvements, and developing and administering
budgets.
Specific experience

Baker Tilly US, LLP
Director
380 Jackson Street
Suite 300
Saint Paul, MN 55101
United States
T +1 (651) 223 3058
M +1 (651) 968 7841
patty.heminover@bakertilly.com
bakertilly.com

−

Executive Recruitment, employee development, benefits
administration, strategic planning, performance management,
market compensation studies, workforce planning, recognition
programs and process improvement

−

Experience identifying management talent, leading organization
and process improvements, and developing and administering
budgets

−

Understanding of human resources and finance

−

Experience working with governing boards

−

Served as superintendent, co-superintendent of schools,
director of human resources and finance, director of human
resources and business services for two Minnesota school
districts

−

Facilitated discussions with legislators at the state level
regarding education funding, securing new funding for a
Minnesota school district

Education
Master of Education, Administration
Minnesota State University – Mankato
Mini MBA Program, Human Resources Management
University of Saint Thomas (Saint Paul, Minnesota)
Bachelor of Science, Consumer Science, Business
Administration
Minnesota State University – Mankato

Industry involvement
–
–
–
–
–
–

Minnesota Association of School Administrators (MASA)
American Association of School Administrators (AASA)
Minnesota Association of School Business Officials (MASBO)
River Heights Chamber of Commerce, Member
State Negotiators Association,
Minnesota School Board Association
Patty has received a School Finance Award, technology
leadership awards and helped establish the first K-12
International Baccalaureate School District in Minnesota

Continuing professional education

City of Evansville, Wisconsin

−

Human Resource Certificate, University of St. Thomas

−

Superintendents Licensure, State of Minnesota
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5. Project team members

Charles A. Rohre
Chuck Rohre, a firm director at Baker Tilly, has more than 35 years of experience managing and
consulting in both the private and public sectors.
Chuck is responsible for managing and conducting executive
recruitment engagements for the firm to ensure their integrity,
timeliness and adherence to budget parameters. He also directs
the professional and support staff of the executive recruitment
practice to ensure best practices, quality control and customer
service goals are met.
Specific experience


Baker Tilly US, LLP
Firm Director
2500 Dallas Parkway
Suite 300
Plano, TX 75093
United States
T +1 (214) 466 2436
M +1 (214) 608 7477
chuck.rohre@bakertilly.com
bakertilly.com
Education
Master’s Degree, Human Relations and Management
Abilene Christian University (Dallas, Texas)
Bachelor of Science, Career Development
Abilene Christian University (Dallas, Texas)







Manager of the executive recruitment practice
Extensive and successful track record of completed recruitments
across the nation, especially in Texas, Colorado, Arizona,
and the Midwestern states
Has led more than 400 recruitment engagements in 27 states
for key executives such as city and assistant city managers,
police chiefs, fire chiefs, library directors, chief information
officers, city/county attorneys, parks & recreation directors,
finance directors and public works directors, as well as
executive directors of not-for-profit and quasigovernmental
organizations
Conducted management consulting assignments in a number
of disciplines including public safety, career development
and strategic planning
Written and presented training in a variety of subject areas
including personnel assessment, leadership and management
skills, and career development for public sector employees
Prior to beginning his consulting career, served as police chief
and director of public safety for North Texas municipalities
with populations ranging from 9,000 to 200,000 plus

Continuing professional education






City of Evansville, Wisconsin

Certified Behavior Analyst by TTI, Inc.
Advanced management training at the Institute for Law
Enforcement Administration
Federal Bureau of Investigation, LEEDS course
Annual participation in the International City/County
Management Association Conference
Annual participation in state and municipal league conference
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5. Project team members

Art Davis
Art Davis, a director with Baker Tilly, has pursued his passion to improve local government and
create great communities for more than 30 years.
Art specializes in providing executive recruitment and
organizational management consulting services for cities,
counties and not-for-profits.
Specific experience


Baker Tilly US, LLP
Director
9229 Ward Parkway
Suite 104
Kansas City, MO 64114-3311
United States









T +1 (816) 912 2036
M +1 (816) 868 7042
art.davis@bakertilly.com
bakertilly.com



Education
Master of Public Administration
University of Kansas (Lawrence, Kansas)



Bachelor of Arts, Political Science
and Public Administration
William Jewell College (Liberty, Missouri)





Successfully launched and expanded his own local
government consulting firm over the course of 10 years
Nearly 15 years’ experience in executive recruitment
Community leadership program facilitation
Leadership and management development
Strategic goal setting and strategic planning facilitation
Organizational assessment, design and development
Organization and community facilitation
Served more than six years as associate director for the
Civic Council of Greater Kansas City, a nonprofit, 501c4
membership organization comprised of CEOs representing
some of the largest companies in the region
Coordinate and organized a strategic and master planning
process (and an update of the plan after four years) focused
on re-developing downtown Kansas City, involving hundreds
of stakeholders
Served nearly six years as city administrator for Lee’s
Summit, Missouri and in other local government positions in
Kansas
Served as assistant to the Mayor of Dallas, Texas
Led and participated in a wide variety of community
initiatives; served on a major hospital board for 13 years
and on other not-for-profit boards
Presented with the L.P. Cookingham Award by the Greater
Kansas City Chapter of the American Society for Public
Administration, recognizing his long-term and outstanding
contributions in the field of public administration

Industry involvement


City of Evansville, Wisconsin

International City/County Management (ICMA), member
since 1984
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5. Project team members

Sharon G. Klumpp
Sharon Klumpp, a director with Baker Tilly, has worked on behalf of local governments for more
than 35 years and partnered with them to build strong organizations.
Sharon specializes in providing executive recruitment, organizational
management and facilitation services to local governments and
nonprofits.
Specific experience



Baker Tilly US, LLP
Director
380 Jackson Street
Suite 300
Saint Paul, MN 55101
United States




More than 15 years’ experience in executive search and
organizational management consulting
Served as associate executive director for the League of
Minnesota Cities
Appointed executive director of the Metropolitan Council, a
seven-county regional planning agency for the
Minneapolis-Saint Paul metropolitan area
Served as city administrator in Oakdale, Minnesota and
assistant city manager for St. Louis Park Minnesota and
Saginaw, Michigan
Private sector experience includes serving as the chief
administrative officer for the Minneapolis office of a major
global engineering and design firm
Served as an adjunct instructor at Walden University, teaching
public administration and organizational change in the
University’s School of Management

T +1 (651) 223 3053
M +1 (651) 270 6856
sharon.klumpp@bakertilly.com
bakertilly.com



Education
Master of Public Administration
University of Kansas (Lawrence, Kansas)

Industry involvement

Bachelor of Arts, Political Science
Miami University (Oxford, Ohio)

City of Evansville, Wisconsin



International City/County Management Association (ICMA)
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5. Project team members

Edward G. Williams, Ph.D.
Edward Williams, a director at Baker Tilly, brings character, competence and expertise to every search.
Edward has more than 20 years of collective experience in human
resources and organizational development at various levels, and
across various disciplines including, state and local government,
community and educational institutions.
Specific experience


Baker Tilly US, LLP
Director
2500 Dallas Parkway
Suite 300
Plano, TX 75093
United States
T +1 (214) 842 6478
M +1 (214) 608 6363
edward.williams@bakertilly.com
bakertilly.com

Industry involvement






Education
Ph.D., Educational Leadership and Policy Analysis
University of Missouri (Columbia, Missouri)
Master of Higher Education Administration
University of Missouri (Kansas City, Missouri)

Society for Human Resources (SHRM)
Institute for Management Studies (IMS), advisory board
Texas Municipal Human Resources Administration (TMHRA)

Community involvement


Languages
English
Spanish

Human resources executive (municipal and state government)
Executive recruitment, employee development, benefits
administration, strategic planning, Performance management,
market compensation studies, workforce planning, recognition
programs and process improvement

Ft. Bend Habitat for Humanity, president, vice-president,
secretary and member, board of (2014-2019)
AAU basketball coach – middle school boys

Continuing professional education



Institute for Management Studies - Houston
International Personnel Management Association

Bachelor of Arts, Education
University of Missouri (Kansas City, Missouri)

City of Evansville, Wisconsin
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5. Project team members

Michelle Lopez
Michelle Lopez, a senior recruitment analyst at Baker Tilly, has been with the firm since 2017.
Michelle assists in the organizational management of the executive
recruitment process. Along with coordinating internal workflow,
she also works with clients and candidates to ensure objectives
are met throughout the process.
Specific experience


Baker Tilly US, LLP
Senior Recruitment Analyst
380 Jackson Street
Suite 300
Saint Paul, MN 55101
United States






More than 10 years of administrative support experience
for multiple departments, including human resources and
marketing
Four years of experience in information technology help
desk and support
Survey and data reporting
Reference checks for potential candidates
Interview coordination and scheduling
Recruitment marketing research and organization

T +1 (651) 223 3061
michelle.lopez@bakertilly.com
bakertilly.com
Education
Currently pursuing Bachelor of Science, Project
Management
Colorado State University – Global Campus
Associate in Arts, Liberal Arts
Minneapolis Community College (Minneapolis, Minnesota)

City of Evansville, Wisconsin
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Appendices

Appendix I: sample brochures

City of Evansville, Wisconsin
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THE CITY OF ST. JOSEPH, MISSOURI
IS SEEKING A

CITY MANAGER
The Community
The City of St. Joseph (pop. 76,780) is a full-service city located 30 miles north of Kansas City, Missouri. It is the county
seat of Buchanan County and the eighth largest city in Missouri. The city’s strategic location in the metropolitan area
makes the community a highly desirable place to live, work and play.
St. Joseph offers a thriving business climate with a diversified employment base. Global leaders with operations in St.
Joseph include Nestle Purina Petcare, Hillshire Brands Co., and Boehringer Ingelheim. Declared a manufacturing hotspot by
Industry Week magazine, St. Joseph has also experienced substantial growth in the service sector and is a regional leader
in agricultural science.
This unique community is famous for its historical link to the Pony Express, Jesse James, and its many fine museums. The
city offers diverse selections in dining, shopping, arts, history and natural attractions, recreational attractions, and
entertainment. St. Joseph is the home of the summer training camp for the World Champion Kansas City Chiefs. Rich in
urban and natural resources, the area boasts exquisite historic architecture, a 26-mile parkway system with picturesque
landscapes, vast wooded areas, and hike and bike trails. Family amenities
include the Aquatic Park, Remington Nature Center, and the Bill McKinney
Softball Complex at Heritage Park, considered one of the best in the
Largest Employers
nation.
Mosaic Life Care
Triumph Foods
St. Joseph’s educational opportunities include a state university, local
St. Joseph School District
access to a two-year private community college, and a publicly operated
139th Airlift Wing, Missouri Air National Guard
post-secondary vocational technical school. The city has a well-regarded
Boehringer Ingelhleim
public-school system, and numerous private and parochial elementary,
American Family Insurance
middle and high schools.
Missouri Western State University
Walmart
With its close proximity to the Kansas City metropolitan area and Kansas
City of St. Joseph
City International Airport, and relatively low cost of living, St. Joseph is an
Tyson Foods
attractive location for families and businesses.
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The Organization

The Position

The City of St. Joseph operates under a CouncilManager form of government. The City Manager
is appointed by the City Council and serves as
the chief administrative officer. The City Council
consists of nine members including a Mayor,
with three Council members nominated and
elected at-large and five Council members
elected within districts. Beginning in 2022, four
Council members will be nominated and elected
at-large and four will be elected within districts.
Council members serve concurrent, four-year
terms and are elected on a non-partisan basis.
The Mayor and City Council are charged with the
formation of public policy to meet the
community’s needs. They provide leadership in
the development of priorities for the City and in
planning economic growth and stability for the
community.

The City Manager reports directly to the City Council and
is the Chief Administrative Officer of the City. The City
Manager is responsible for the administration of all City
responsibilities and affairs assigned to the position under
the City Charter and the Code of Ordinances. The City
Council has appointed the Police Chief as Interim City
Manager, who is not a candidate for the position.

The City has an annual general fund budget of
$163 million with a fiscal year-end of June 30.
The City has a workforce of 653 full-time
employees, organized into 10 departments.

Responsibilities of the City Manager include:
•

Prepare and submit the annual City budget and
capital program to the Council.

•

Prepare and update a long-range financial and capital
plan for all major projects.

•

Represent the City Council in labor relations/
negotiations.

•

Oversee human resource activities including
updating the City personnel policies, recruitment
activities and recommendations related to filling
department director vacancies, coordinating the
employee compensation plan, and administering
employee benefits.

•

Provide insight on economic development
opportunities to City Council.

•

Administer ordinances and resolutions adopted by
the City Council.

•

Direct and supervise the administration of all
departments, offices, and agencies of the City, except
as otherwise provided by the City Charter or by law.

•

Keep the City Council fully advised as to the financial
condition and future needs of the City and make such
recommendations to the City Council concerning the
affairs of the City as deemed desirable.

•

Oversees all ordinances, resolutions, policies,
directives, and orders of the City Council and ensures
all functions described in the Charter are fully
executed.

•

Conducts work with the highest integrity,
demonstrating excellent leadership and decision
making.

•

Understanding of and experience working
successfully with public safety agencies.

•

Superior written and oral communications and
negotiation skills, with the ability to make difficult
recommendations and decisions in a timely fashion.
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Candidate Profile
The following reflects the leadership and management style
and personal characteristics of the ideal candidate:
•

Strong background and/or knowledge in financial
management and budget development; working
knowledge of the bond rating process and issuing debt.

•

Willingness to maintain a high degree of visibility in the
community, both on and off the job.

•

Strong leadership principles with the ability and
confidence to work professionally with the City Council;
guide and bring forth new ideas, recommendations, and
opinions including those that may challenge the City
Council.

•

Keep the City’s management team and staff informed
and focused on priorities; demonstrate confidence in
staff; provide constructive feedback and support
operational decisions.

•

Ability to effectively communicate with the organization,
its employees, and members of the public with highly
developed oral, written and presentation skills.

•

Demonstrate unquestionable integrity in line with the
ICMA Code of Ethics and use an objective, apolitical
approach to problem-solving.

•

Ability to effectively delegate authority and responsibility
while maintaining appropriate levels of accountability and
operational control.

•

Strong community supporter that regularly engages in
community events and meets with community
organizations and residents; ability to establish strong
relationships with key community stakeholders.

•

Strategic and visionary while attentive to details; make
the vision happen.

•

Fiscally prudent and resourceful, consider the long-range
financial impact of decisions.

•

Calm and steady professional demeanor with a genuine
interest in resident and stakeholder concerns.

•

Demonstrated track-record of building cohesive
management team, reducing department “silo mentality”
and holding City staff accountable.

•

Embrace and promote diversity; establish a workplace
environment where employees feel valued and respected.

•

Establish open communication and build working
relationships with local, regional, and state governmental
entities.
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Leadership Opportunities
Promote governmental collaboration and communication. Continue efforts to develop collaborative processes across all
departments to maximize efficiencies throughout the City. Continue to focus on developing healthy relationships with the
public by streamlining governmental functions.
Provide strong financial management. Develop a process for comprehensive budget planning and manage a large,
complex budget, including budgets for enterprise funds such as Water Protection, Landfill and Transit. Identify areas where
expenditures can be reduced, or revenues maximized. Pursue new revenue streams.
Maintain productive labor relations. The City Manager will be adept at negotiating and administering union contracts,
maintaining productive and cordial relationships with the bargaining units while protecting the interest of the organization
and taxpayers.
Promote economic development. Promote opportunities for economic development and work in partnership with the
Chamber of Commerce to attract new business opportunities, retain and expand existing businesses. A significant
component of economic development will include the development and growth of the riverfront.
Support Bonds for Bridges Project. On June 2, 2020, voters in St. Joseph approved the issuance of general obligation
(G.O.) bonds in the amount of $20 million for the repair and replacement of bridges and transportation infrastructure. The
approval represents the first G.O. bond issuance for the City since the late 1970s (for bonds that were retired in the early
1990s).
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Qualifications and Experience
The successful candidate will hold a bachelor’s degree in business or public
administration, finance, or a related field, with a master’s degree preferred, and a
minimum of seven years’ experience in local government. The ideal candidate will
have a strong and proven financial management and administrative background.

Compensation and Benefits
The selected candidate can anticipate a negotiable starting salary in the $150,000 range based upon the successful
candidate’s qualifications and experience. A competitive benefits package is offered which includes relocation
assistance, vehicle allowance, deferred compensation, participation in Missouri LAGERs Retirement Program, medical,
dental, vision, life and disability insurance, and cell phone benefits. The City currently recognizes 11 paid holidays and
provides both sick and vacation leave accruals. The City Manager is required to reside within the corporate limits of St.
Joseph.

Application and Selection Process
Qualified candidates please submit your cover letter and resume online by visiting our website at:

https://bakertilly.recruitmenthome.com/postings/2659
This position is open until filled, however interested applicants are strongly encouraged to apply no later than
July 23, 2020. For more information, please contact Patty Heminover at patty.heminover@bakertilly.com or by
calling 651.968.7841.
More information about St. Joseph is available at www.stjoemo.org
The City of St. Joseph is an Equal Opportunity Employer

380 Jackson Street, Suite 300
St. Paul, MN 55101
651-223-3000
bakertilly.com
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THE CITY OF LAKE ELMO, MINNESOTA
IS SEEKING A

FINANCE DIRECTOR
The Community
Nestled in the heart of Washington County, the City of Lake Elmo, Minnesota is a picturesque community with an estimated
population of 11,105, located 10 miles east of downtown Saint Paul. Covering 25 square miles, the community is known for
its rolling hills and rural setting. The city features an attractive chain of lakes, taking its name from the largest of these
lakes. Lake Elmo is home to an extensive park system, including the Lake Elmo Regional Park Reserve. With a variety of
housing options available, Lake Elmo is a highly sought residential community.
The city enjoys excellent accessibility to the Minneapolis-Saint Paul metropolitan area via Interstate Highway 94 and State
Highway 36. Major employers located near Lake Elmo include 3M, Independent School District 834 in Stillwater, Anderson
Corporation, and HealthEast Care.
Lake Elmo has grown steadily in the last decade. Growth is projected to top 22,000 over the next 20 years. The city is
installing infrastructure and implementing development plans that will capitalize on the character of the Old Village through
the development of new housing units, pedestrian and bicycle trails, a central park and public facilities. Additional housing
units will be located along the I-94 corridor.
Lake Elmo’s first settlers arrived in 1848, building a hotel and tavern, which served as a stagecoach stop connecting
Stillwater and Saint Paul. In the 1870s, it gained popularity as a resort area where visitors enjoyed fishing and other
recreational opportunities. Over time, tourism gave way to agriculture as the dominant industry.
In 1925 the small commercial district incorporated as a village. Present day Lake Elmo was formed in 1972 when the village
joined with East Oakdale Township. By encouraging rural residential development, the city limited typical suburban
residential patterns making it well positioned to accommodate new residential and employment growth while retaining its
rural character.
The City is served by three independent school districts: ISD No. 622, North St. Paul-Maplewood-Oakdale; ISD No. 832,
Mahtomedi; and ISD No. 834, Stillwater.
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The City Organization
The City of Lake Elmo operates as a statutory Plan A city with a Council-Administrator form of government. The City
Council consists of four Council members who are elected at large to serve four-year staggered terms and a Mayor
elected to serve a four-year term. The City Council is responsible for establishing policy, adopting the annual budget, and
setting the tax levy. The City Council appoints a City Administrator to serve as the chief administrative officer and
function as a liaison between the City Council and staff. The City Administrator is responsible for carrying out policies
and ordinances enacted by the City Council and overseeing day-to-day operations.
General services provided by the City of Lake Elmo include fire protection services, construction and maintenance of all
streets and infrastructure, recreational facilities, and water, sanitary sewer and storm water utilities. The City has a 2020
all-funds operating budget of $10.5 million and an Aa1 credit rating. The City employs 26 full-time staff and 7 part-time
employees.
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The Position

Major Responsibilities

As a member of the City’s
management team, the Finance
Director works collaboratively with
departments to ensure effective and
efficient delivery of municipal services.
The Finance Director performs and
oversees all aspects of the
Department’s operations and
supervises department staff, which
includes an accountant and utility
billing clerk. The Finance Director
reports to the City Administrator.

Accounting/Budgeting

The Finance Director has the primary
responsibility to plan, develop, and
carries out the City financial functions
to provide efficient, effective, and
accurate reporting, including the
oversight and coordination in the
preparation of the Comprehensive
Annual Financial Report and the
annual audit. In addition, the Finance
Director is responsible for the
investment and reconciliation of all the
City funds and is also responsible for
the coordination of the annual budget
and CIP reports.
The ideal candidate must have a
genuine desire to serve the community
of Lake Elmo by providing the highest
possible level of service and providing
clear communication and technical
support to the City Council, Finance
Committee, and City Administrator
through reports and presentations.

•

Supervises all accounting functions, including cash records,
control, receivables, payables, subsidiary reports and invoices

•

Performs cash flow analysis and supervises bank transactions

•

Prepares and distributes quarterly financial statements

•

Reviews purchase orders and disbursement requests for
compliance with City budget

•

Maintains financial ledgers, journals, and subsidiary reports

•

Conducts analysis of project financing and refinances, and is
responsible for preparation and implementation

•

of financing and refinancing

•

Supervises the operations and maintenance of computerized
accounting system

•

Prepares and manages Finance Department budget

•

Responsible for financial projections and budget estimates as
required

•

Maintains the safety of invested funds while maximizing returns
on investment in compliance with investment policies and
guidelines

•

Ensures proper preparation of all withholding reports and
deposits and all monthly and quarterly reports required by law

•

Anticipates City cash and liquidity needs and invests funds to
provide necessary cash flow

Utility Billing
•

Ensures the proper preparation for utility billing and maintenance
of computerized utility billing systems

•

Prepares special assessments and submits to the County

Employee Relations
•

Responsible for performance of risk management

•

Ensures proper preparation of payroll disbursements for all City
employees and maintenance of employee records; provides back
up when needed.

•

Oversees maintenance of computerized payroll system

Supervisory Responsibilities
•

Establishes and maintains policies and procedures for the
Department

•

Carries out supervisory duties in accordance with the City’s
policies and applicable laws

•

Responsible for training, planning, assigning and directing work

•

Responsible for evaluating performance, rewarding employees,
and disciplining employees

•

Responsible for responding to grievances, addressing complaints
and addressing problems of employees
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Leadership Opportunities
Long-range financial planning. The Finance Director will play an active
role in developing and implementing long-range financial plans for the
City. The Finance Director will also provide forecasting and trending
information to provide elected and appointed officials with the fiscal
impacts associated with policy options.
Building projects. The Finance Director will be involved in managing
the financing and payments for an $11 million building program in
2021-2022 including the construction of a new City Hall, a new Fire
Station and an expansion of the Public Works Building.
Annual budget and capital improvement planning processes. The
Finance Director will review existing budget and capital improvement
planning processes and identify opportunities to update procedures
and provide for increased interdepartmental collaboration to address
citywide needs and ensure that annual budgets and capital
improvement plans align with the City’s financial long-range plan.
Provide exemplary service to City Departments. The Finance Director
will ensure that City departments receive timely financial information
and assistance needed to provide efficient municipal operations. The
Finance Director will be receptive to opportunities to streamline fiscal
processes and will seek input from department heads to improve
existing procedures.

Desired Capabilities
•

Demonstrated ability to provide strategic leadership, develop forecasting tools, prepare and communicate long-range
financial projections; strong ability to relay financial matters with a common sense, straightforward fashion to ensure
understanding.

•

Have supervisory experience in creating an environment of trust, integrity and mentorship where employees respect
one another and where the department consistently functions at a high level of customer service.

•

Ability to function seamlessly between providing financial oversight and performing operational duties.

•

Highly motivated, goal-oriented leader with a proven ability to quickly earn respect, gain cooperation and communicate
clear direction.

•

Have a genuine passion for public service from both an internal, department standpoint and for service to the
community; be devoted to customer, community and departmental service.

•

Demonstrated proficiency in municipal finance and fund accounting with strong analytical and problem-solving
capabilities.

•

Confident, well-prepared and self-assured; comfortable making presentations and responding to questions in public
settings.

•

Approachable and responsive to the financial needs of City departments; provides ideas and services as a sounding
board.

•

An ability to research, formulate, initiate and administer financial policies and procedures that are founded in best
practices.

•

Experience in working and collaborating with elected and appointed officials, and committees.
4

Qualifications and Experience
Bachelor’s degree in accounting, finance, business administration or related field and five years’ experience in municipal
finance management and municipal accounting. Certified Public Accountant (CPA) and supervisory experience desired.
Position requires a strong knowledge of municipal finance and government accounting principles. The ideal candidate
will be an effective team leader who builds positive, professional working relationships within the City organization and
with representatives of local, state and federal entities and private entities. Excellent communication, computer skills
and organizational management skills required.

Compensation and Benefits
The salary range for the Finance Director position is $82,201 to $106,849. The City offers a competitive benefits
program including health and dental insurance options, life insurance, short and long-term disability coverage, and paid
time off (PTO). This position participates in the PERA pension program.

Application and Selection Process
Qualified candidates please submit your cover letter and resume
online by visiting our website at:

https://bakertilly.recruitmenthome.com/postings/2637
This position is open until filled; resumes will be reviewed
immediately upon receipt. Applications will be screened against
criteria outlined in this brochure. For more information, contact Patty
Heminover at patty.heminover@bakertilly.com or 651-968-7841 or
Sharon Klumpp at sharon.klumpp@bakertilly.com or 651-223-3053.

For more information about the City please visit:
http://www.lakeelmo.org/
The City of Lake Elmo is an Equal Opportunity Employer and
values diversity at all levels of its workforce.

380 Jackson Street, Suite 300
St. Paul, MN 55101
651-223-3000
www.bakertilly.com
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Appendices

Appendix II: sample excerpt of TTI report

City of Evansville, Wisconsin
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Workplace Behaviors

®

Candidate Name

The following graph is designed as a visual comparison between the position and the applicant for each
behavioral factor. The highlighted area denotes the position-related score for each behavioral factor. The
applicant's score is denoted by the darker red, yellow, green and blue line. The closer the applicant's score aligns
to the position's score, the better the applicant will perform in the position with respect to behavior.
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Comparison Analysis

For Consulting and Coaching

Job Competencies Hierarchy

Zone Range

Person

1. Customer Focus

91

100

50

2. Teamwork

74

100

67

3. Interpersonal Skills

72

92

73

4. Influencing Others

86

100

68

5. Flexibility

83

100

78

6. Creativity and Innovation

66

84

62

7. Leadership

75

93

85

Primary Driving Forces Cluster

Zone Range

Person

1. Collaborative

35

57

6

2. Selfless

40

62

61

3. Harmonious

35

57

0

4. Receptive

22

45

29

Job Behavioral Hierarchy

Zone Range

Person

1. Competitive

73

100

90

2. Interaction

60

84

90

3. Versatile

54

74

100

4. Frequent Change

52

72

92

Exact match

Fair compatibility

Good compatibility

Poor compatibility

Over-focused

Candidate Name
Baker Tilly
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PROPOSAL FOR EXECUTIVE RECRUITMENT SERVICES
CITY ADMINISTRATOR/FINANCE DIRECTOR
CITY OF EVANSVILLE, WISCONSIN

November 5, 2020
(This proposal is valid for 90 days)

Strategic Government Resources
P.O. Box 1642, Keller, Texas 76244
Office: 817-337-8581
Jennifer Fadden, President of Executive Recruitment
and Interim Management
JenniferFadden@GovernmentResource.com

November 5, 2020
Hon. Mayor Bill Hurtley and City Council
City of Evansville, Wisconsin
Dear Mayor Hurtley and City Council:
Thank you for the opportunity to submit this proposal to assist the City of Evansville in your
recruitment for a new City Administrator/Finance Director. SGR has the unique ability to provide
a personalized and comprehensive recruitment to meet your needs.
I would like to draw your attention to a few key items that distinguish SGR from other recruitment
firms and allow us to reach the most extensive and diverse pool of applicants:
•

SGR is a recognized thought leader in local government management and is actively
engaged in local government operations, issues, and Best Management Practices.

•

SGR’s Servant Leadership e-newsletter, where all recruitments conducted by SGR are
announced, reaches over 47,000 subscribers in all 50 states.

•

SGR will send targeted emails to our opt-in Job Alert subscriber database of over 3,900
city management professionals and over 5,200 local government finance professionals.

•

Heather Johnston, the proposed recruiter for this search, has the training, education, and
experience necessary to deliver a successful recruitment to you. Heather is a former
Minnesota City Manager and is familiar with the Great Lakes Region. She also has
extensive local government finance experience.

We recognize that the COVID-19 pandemic has created unique operating challenges for local
governments in a myriad of ways, including recruitment efforts. SGR has invested in a variety of
technologies that will allow a safe social distancing recruitment process, and we will continue to
improve, adapt and provide a variety of alternatives to in-person meetings during this uncertain
time.
We are excited about the prospect of conducting this recruitment for the City of Evansville, and
we are available to visit with you at your convenience.
Respectfully submitted,

Ron Holifield, Chief Executive Officer
Ron@GovernmentResource.com
Cell: 214-676-1691
PO Box 1642, Keller, TX 76244

817-337-8581

www.GovernmentResource.com
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SECTION 1

Company Profile
Background
Strategic Government Resources, Inc. (SGR) exists to help local governments become more
successful by Recruiting, Assessing, and Developing Innovative, Collaborative, and Authentic
Leaders. SGR was incorporated in 2002 with the mission to facilitate innovative leadership in local
government. SGR is fully owned by former City Manager Ron Holifield, who spent two high-profile
decades in city management and served as a City Manager in several cities.
SGR’s Core Values are Customer Service, Integrity, Philanthropy, Continuous Improvement,
Agility, Collaboration, Protecting Relationships, and the Golden Rule.
SGR is a full-service firm, specializing in executive recruitment, interim placements, online
training, onsite training, leadership development, psychometric assessments, strategic visioning
retreats, one-on-one employee coaching, and other consulting services designed to promote
innovation, team building, collaboration, and continuous improvement in local governments.
SGR has approximately 700 local government clients in 47 states for all of our business lines
combined. SGR has been, and continues to be, a leader in spurring innovation in local
government.
SGR’s corporate headquarters is in the Dallas/Fort Worth Metroplex. SGR also has virtual offices
in California, Florida, Minnesota, New York, North Carolina, and Oklahoma.
SGR Executive Leadership – Recruitment
•

Ron Holifield, Chief Executive Officer

•

Jennifer Fadden, President, Executive Recruitment & Interim Services

•

Melissa Valentine, Managing Director, Recruitment & Human Resources

View all SGR team members and bios at: governmentresource.com/about-us/meet-the-team

SECTION 2

SGR’s Unique Qualifications
Extensive Network of Prospects
SGR is intent on being a leader in executive recruitment, and we believe it is imperative to be
proactive in our mission to build a workforce that represents the communities we serve. SGR
reaches an extensive and diverse pool of prospects by utilizing our unequaled network of
prospects.
•

SGR’s Servant Leadership e-newsletter, where your position will be announced, reaches
over 47,000 subscribers in all 50 states.

•

We will send targeted emails to over 3,900 opt-in subscribers to SGR’s City Manager Job
Alerts.

•

Your position will be posted on SGR’s Website, GovernmentResource.com, which has
more than 36,000 visitors per month.

•

Your position will be posted on SGR’s Job Board, SGRjobs.com, which averages more
than 16,000 unique visitors per month and has over 1,600 jobs listed at any given time.

•

SGR has a social media expert on staff, who provides a comprehensive social media
marketing campaign that includes custom-made graphics and distribution on Facebook,
Twitter, Instagram, and LinkedIn.

•

SGR frequently partners with local government associations including League of Women
in Government and the Local Government Hispanic Network.

•

Approximately 65% of semifinalists selected by our clients learned about the open
recruitment through via our website, servant leadership e-newsletter, job board, social
media, job alert emails, or personal contact.

Collective Local Government Experience
Our recruiters have years of experience in local government and both regional and national
networks of relationships. The entire executive recruitment group works as a team to leverage
their networks to assist with each recruitment. SGR team members are active on a national basis,
in both local government organizations and professional associations. Many SGR team members
frequently speak and write on issues of interest to local government executives. SGR can navigate
all of the relevant networks as both a peer and insider.
Equal Opportunity Commitment
SGR strongly believes in equal employment opportunity. SGR does not discriminate and believes
that equal opportunity is an ethical issue. SGR quite simply will not enter into an engagement
with an entity or organization that directs, or expects, that bias should or will be demonstrated
on any basis other than those factors that have a bearing on the ability of the candidate to do
the job. You can anticipate that SGR will make a serious and sincere effort to encourage qualified
applicants from underrepresented demographic groups to apply. Although SGR obviously cannot,
and would not, guarantee the makeup of the semifinalist or finalist groups, SGR does have
relationships and contacts nationwide to encourage the meaningful participation of
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underrepresented minority groups, and we continue to evaluate and improve our processes by
embedding a lens of equity and inclusion into our recruitment practices.
Listening to Your Unique Needs
SGR devotes a significant amount of time to actively listening to your organization and helping
you define and articulate your needs. We work hard to conduct a comprehensive recruitment
that is unique to you. SGR devotes a tremendous amount of energy to understanding your
organization’s unique culture, environment, and local issues to ensure a great “fit” from values,
philosophy, and management style perspectives.
Trust of Candidates
SGR has a track record of remarkable confidentiality and providing wise counsel to candidates
and next generation leaders; we have earned their trust. As a result, SGR is often able to get
exceptional prospects to become candidates, even if they have declined to become involved in
other recruitment processes. Candidates trust SGR to assess the situation well, communicate
honestly and bluntly, and maintain their confidentiality to the greatest extent possible.
Accessibility & Communication
Your executive recruiter is accessible at all times throughout the recruitment process and can be
reached by candidates or clients, even at night and on weekends, by cell phone or email. In
addition, the recruiter communicates with active applicants on a weekly basis and sends Google
alerts articles to keep the applicants informed about the community and opportunity.
Comprehensive Evaluation and Vetting of Candidates
SGR offers a candidate screening process that prevents surprises and ensures in-depth
understanding. Our vetting process includes:
•

Prescreening questions and technical review of resumes

•

Cross communication between our recruiters about candidates who have been in
previous searches for greater understanding of background and skills

•

Comprehensive written questionnaires to gain different insights than typically available
on a resume

•

Online pre-recorded video interviews that allow search committee members, at their
convenience, to view candidates in an interview setting prior to the finalist stage of the
recruitment process

•

Comprehensive media reports that go far beyond automated Google/LexisNexis searches
and are customized to each candidate based on where he/she has lived and worked

•

Comprehensive automated and anonymous reference checks that provide deep insights
on candidates’ soft skills from a well-rounded group of references

•

Psychometric assessments (supplemental cost)

•

Comprehensive background checks completed by a licensed private investigation firm

•

Advanced exercise, customized to the organization, for finalist candidates
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SECTION 3

Project Personnel

Heather Johnston, Senior Vice President
HeatherJohnston@GovernmentResource.com
Cell: 651-470-8886

Heather joined SGR in 2019 and serves as Senior Vice President for Executive Recruitment. She
also served as interim City Manager in Chanhassen, Minnesota in 2020, and prior to joining
SGR, Heather served as City Manager for the City of Burnsville, Minnesota. Prior to becoming
city manager, she served as director of administrative services and chief financial officer for the
City of Burnsville. In this capacity, she had responsibility for communications, city clerk,
information technology, community services and finance. Johnston served as the director of
management and budget for the City of Minneapolis for over seven years. Johnston has
experience in government and non-profit sectors, including at Minnesota Management &
Budget and the federal Office of Management and Budget.
Heather has served on a number of boards, including as the current Treasurer of the National
Civic League Board and as the President of the Government Finance Officer's Association
(GFOA) in 2015-2016, among others. As GFOA President, Heather convened a task force that
focused on recruitment and engagement of public finance employees so the finance function
can be more integrated in making the work of government effective and innovative. She has
conducted training on a variety of budget topics, including engaging residents in the budget
process, outsourcing technology and making performance measurement meaningful.
Heather holds a Master's in Public Administration from The George Washington University in
Washington, D.C., and a BA in political science and communication from Augsburg University in
Minneapolis, Minnesota.
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Heather A. Johnston, M.P.A.
1442 Rocky Lane
Eagan, Minnesota 55122

(651) 470-8886
10hajohnston@gmail.com

Executive Profile:
Accomplished senior-level leader with experience improving efficiency and promoting innovation in federal, state and
local government
Skill Highlights
 Proven ability to enhance the efficiency of existing
operations.
 Budget development and forecasting in federal,
state and local government.
 Communication experience with elected officials
and other internal and external stakeholders.





15+ years of financial management in complex
governmental organizations.
Hard-working, team player, dedicated to
organizational goals.
Excellent leadership and communication skills.

Core Accomplishments
Business Process Improvement:
 Developed proactive, data-drive approach to reducing workers’ compensation claims at the City of Burnsville.
 Led City of Minneapolis staff efforts to consolidate the Minneapolis and Hennepin County Library systems.
 Spearheaded City of Minneapolis efforts to merge closed pension funds into the statewide pension fund,
improving efficiency and stabilizing financial outlook for pensioners and employers.
Fiscal Management:
 Enhanced presentation of financial information in formal and informal documents at the City of Burnsville to
improve the communication of financial information.
 Directed budget development for ten structurally-balanced budgets for the City of Minneapolis, aiding in the
restoration of the City’s Aaa bond rating.
Professional Experience

4/13 - 7/18

CITY OF BURNSVILLE
Burnsville, Minnesota
City Manager
 Provide leadership for all staff in the conduct and execution of the duties of City Manager
 Ensure the development of an effective municipal organization, including structural changes as
appropriate
 Support Department Directors in planning and coordinating Division activities Ensure effective
management of the City’s financial affairs
 Provide professional support to the City Council, including attending meetings and presenting
recommendations concerning policies and objectives
 Communicate significant matters to Council
 Frame significant policy issues to enable the Council to provide policy direction
 Ensure proper public relations and follow-up on customer concerns
 Maintain effective relationships with community organizations and members
 Keep informed of all legislative issues that may impact the City
 Enforce and recommend changes to ordinances and resolutions
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Heather A. Johnston

10/11 – 4/13

3/04 – 10/11
2/11 – 5/11

CITY OF BURNSVILLE
Burnsville, Minnesota
Director of Administrative Services and Chief Financial Officer
 Provided direction and recommendations on Citywide financial and budget issues
 Provided leadership for the advancement of the City’s e-government capabilities
 Served on senior management team to provide strategic guidance to City Manager
 Directed process for development and production of budget for the City of Burnsville
 Provided leadership to promote efficient and effective service delivery in Information Technology,
City Clerk, Communications, Community Services and Finance areas
 General oversight of the development of City financial and measurement documents
 Oversaw public funding aspects of infrastructure and economic development projects
 Ensured compliance with the City’s financial policies and plans
 Served on policy committees for the League of Minnesota Cities
 Directed the development of training on topics ranging from grants management to implementation
of new software
 Supervised managers in financial accounting and operations, communications, community services
and information technology
 Led Request For Proposal process for Burnsville Performing Arts Center (BPAC) management and
provide staff support for BPAC Advisory Commission

MINNEAPOLIS FINANCE DEPARTMENT
Minneapolis, Minnesota
Director, Management and Budget Division
Interim Chief Financial Officer
 Provided executive level direction for the Finance Department and on Citywide financial issues
 Directed process for development and production of budget for the City of Minneapolis
 Supervised employees in Management and Budget Division
 Advised departments and elected officials on City issues to develop creative solutions to challenges
 Provided leadership in relationships with bond rating agencies and efforts to restore and retain the
City’s Aaa credit rating
 Communicated rationale for financial decisions to elected officials, the public and other parties
 Served as Deputy Finance Officer and perform duties of Chief Financial Officer on an interim basis
 Led City’s efforts on reforming closed pension plans, including testifying in court on behalf of City
 Responded to inquiries from the public and press
 Identified areas for City-wide financial analysis and direct work of staff on analysis
 Initiated changes to and implement City financial policies
 Supported Intergovernmental Relations in work with Legislature on issues impacting the City
 Worked with federal officials on securing reimbursement under emergency declaration
Served as City’s staff lead on implementation of Library Board merger into the Hennepin County system
Led reimbursement process with the federal government on the 35W Bridge collapse
Served as primary staff person on merger of Minneapolis pension funds into state plans

10/02 – 2/04
2/99 – 9/02

MINNESOTA MANAGEMENT & BUDGET (formerly Finance Department)
St. Paul, Minnesota
Senior Executive Budget Officer, Budget Services Division
Executive Budget Officer, Budget Services Division
 Monitored and analyzed programs and budgets related to K-12 and higher education programs
 Led working groups, including development of statewide policy on grant management
 Mentored and trained new employees, including updating training manual
2|P age
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Heather A. Johnston




Supervised Education & State Government team during Team Leader’s absence
Wrote decision papers for policy makers and informational materials for the public
Initiated policy analyses K-12 and higher education finance issues and developed options for
improvement
 Communicated education and financial policies to state agencies, the legislature, and the public
 Created division Intranet pages and served on the department planning committee
 Served on several inter- and intra-departmental working groups and committees
Received highest rating on Finance Department performance reviews every year
Served as a volunteer Mediator, helping state employees resolve disputes as a part of the Minnesota
State Workplace Mediation Program

7/96 - 1/99
1/96 - 6/96

5/94 - 5/96

1/95 - 5/95

1/93 – 8/94

U.S. OFFICE OF MANAGEMENT AND BUDGET
Washington, D.C.
Program Examiner, Transportation, Commerce, Justice and Services Division
Budget Preparation Specialist, Co-op Program, Budget Review and Concepts Division
 Analyzed and monitored programs and budgets within the General Services Administration (GSA)
 Communicated Administration policies on D.C. criminal justice issues to agencies and the public
 Initiated and wrote policy analyses of programs in GSA’s Federal Supply and Technology Services
 Supervised graduate intern, including overseeing projects and analysis
 Spoke to groups about OMB, including recruiting quality applicants for employment
 Responded to requests for budgetary information from the White House and Director of OMB
 Reviewed materials for inclusion in the President's budget documents
 Critiqued agency plans for implementation of the Government Performance and Results Act
Received Division Superior Achievement Awards, 1996-97 and 1997-98
THE GEORGE WASHINGTON UNIVERSITY
Washington, D.C.
Policy Perspectives: The George Washington University Journal of Public Administration:
Editor in Chief, 1995-96; Article Editor, 1994-95
 Supervised production and editorial staff, including paid and unpaid positions
 Made decisions on production, formulation, and publication of refereed journal
 Collaborated with editors and authors throughout the editorial process
THE WHITE HOUSE
Washington, D.C.
Legislative Affairs Intern, National Performance Review (NPR)
 Identified NPR priorities and researched legislative status and history of proposals
 Attended and reported on Congressional hearings
MINNESOTA STATE SENATE
St. Paul, Minnesota
Legislative Assistant, Engrossing Office
 Edited committee reports and floor amendments
 Communicated with Senators and staff on legislative language
 Processed gubernatorial nominations and recorded legislative approval of appointees

Education
THE GEORGE WASHINGTON UNIVERSITY, Washington, D.C.; Master of Public Administration
AUGSBURG COLLEGE, Minneapolis, Minnesota; B.A. magna cum laude, Majors: Political Science and Communication;
Minor: Sociology
3|P age
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Professional Affiliations
Board Member and Treasurer, National Civic League
Government Finance Officers Association’s (GFOA) President 2015-2016
GFOA Executive Board Member, elected May 2011; member of GFOA Intergenerational Change
Task Force; GFOA Committee on Governmental Budgeting and Fiscal Policy (appointed Chair
January 2009; Vice Chair of committee in May 2008; and committee member since 2007)
Metropolitan Council, Audit Committee Member (June 2012 – 2015)
League of Minnesota Cities Committee Member, various committees
Public Employee Member, Investment Advisory Council to the State Board of Investment
(July 2003 – December 2010)
Board Member, Minneapolis Employees Retirement Fund (May 2008 – June 2010)
Community Service
Committee Member on Citizens League's PILOT Project, St. Paul, MN
Member, Burnsville Breakfast Rotary
Member, Harvest Fund Committee, Augustana Lutheran Church, West St. Paul
Volunteer, Feed My Starving Children, Eagan, Minnesota
Volunteer Advocate, Community Action Council
Computer Skills
Microsoft Office products, Minnesota Accounting and Procurement Systems (MAPS), Cognos
and New World Systems budget and reporting system, and other database and desktop
publishing software programs
Certifications
ICS-100, Introduction to the Incident Command System (ICS) - September 2009
ICS-200, ICS for Single Resources and Initial Action Incidents - September 2009
ICS-300, Intermediate ICS for Expanding Incidents - January 2010
L-973, All-Hazards Finance Section Chief - March 2010
L-975, All-Hazards Finance/Administration Unit Leader - March 2010
Mass Dispensing of medications 11-5-2009 and Mass Prophy 11-3-2009
Speeches and Training
Presentations to international, national, state and local audiences on GFOA positions and
financial management best practices while serving as GFOA President-Elect and President
“Are Funding Shortcuts and Retirement Incentives an Answer?” delivered at the annual
conference of the GFOA in Chicago, Illinois – June 11, 2012
“Managing the Technology Outsourcing Debate,” delivered at the annual conference of the
GFOA in San Antonio, Texas – May 22, 2011

“A Role for Citizens in Measuring and Managing Performance,” delivered at the annual
conference of the GFOA in Fort Lauderdale, Florida – June 18, 2008
“Performance Measurement and Management: Is Your Government Keeping Pace?” delivered
as a webinar training session for the GFOA – March 31, 2009
“Engaging Citizens in Tough Budget Decisions: Use of Technology,” delivered at the League of
Minnesota Cities annual conference in St. Paul, Minnesota, June 25, 2009
4|P age
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SECTION 4

Recruitment Methodology & Approach
A full-service recruitment typically entails the following steps:
1. Organizational Inquiry and Analysis
•

Develop Recruitment Plan and Timeline

•

Individual Interviews with Key Stakeholders

•

Development of Position Profile Brochure

2. Advertising and Marketing, Communication with Applicants and Prospects
3. Initial Screening and Review
4. Search Committee Briefing to Facilitate Selection of Semifinalists
5. Evaluation of Semifinalist Candidates
•

Written Questionnaires

•

Recorded Online Interviews

•

Media Searches - Stage 1

6. Search Committee Briefing to Facilitate Selection of Finalists
7. Evaluation of Finalist Candidates
•

Comprehensive Media Searches - Stage 2

•

Comprehensive Background Investigation Reports

•

DiSC Management Assessments (supplemental service)

•

First Year Game Plan or Other Advanced Exercise

8. Interview Process
•

Face-to-Face Interviews

•

Stakeholder Engagement (or may occur earlier in process)

•

Deliberations

•

Reference Checks (or may occur earlier in process)

9. Negotiations and Hiring Process
•

Determine the Terms of an Offer

•

Negotiate Terms and Conditions of Employment

•

Press Release (if requested)
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Step 1: Organizational Inquiry and Analysis
Develop Recruitment Plan and Timeline
SGR will meet with the client at the outset of the project to finalize the recruitment plan and
timeline. At this time, SGR will also request that the client provide us with photos and
information on the community, organization, and position to assist us in drafting the position
profile brochure.
Individual Interviews with Key Stakeholders
SGR devotes tremendous energy to understanding your organization’s unique culture,
environment, and goals to ensure you get the right match for your particular needs. Fully
understanding your organizational needs is the most critical part of conducting a successful
executive recruitment. In consultation with the Search Committee, SGR will develop a list of
individuals to meet with about the position. Individual interviews may include members of the
Search Committee, key staff members, peers in other organizations, and/or community leaders
to find out more about the position, special considerations, and the political environment.
These interviews last approximately 30-60 minutes each and identify issues that may affect the
dynamics of the recruitment, as well as develop a composite understanding of the
organization’s preferences. This process helps with organizational buy-in and will assist us in
developing the position profile.
Development of Position Profile Brochure
Following the individual interviews, SGR will develop a draft position profile brochure that is
reviewed and revised in partnership with your organization until we are in agreement that it
accurately reflects the sought-after leadership and management characteristics.
Step 2: Advertising and Marketing, Communication with Applicants and Prospects
Advertising and Marketing
The Executive Recruiter and client work together to determine the best ways to advertise and
recruit for the position. SGR’s Servant Leadership e-newsletter, where your position will be
announced, reaches over 47,000 subscribers in all 50 states. We will also send targeted emails
to over 3,900 opt-in subscribers to SGR’s City Manager Job Alerts. Your position will be posted
on SGR’s Website, GovernmentResource.com, and on SGR’s Job Board, SGRjobs.com. SGR has a
social media expert on staff, who provides a comprehensive social media marketing campaign
that includes custom-made graphics and distribution on Facebook, Twitter, Instagram, and
LinkedIn. Ads are also typically placed in various state and national publications, targeting the
most effective venues for reaching qualified candidates for that particular position.
Communication with Prospects
SGR communicates with interested prospects on ongoing basis during the recruitment process.
Outstanding prospects often will not submit a resume until they have done considerable
homework on the available position. A significant number of inquiries will be made, and it is
essential that the executive search firm be prepared to answer those questions with fast,
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accurate, and complete information, and in a warm and personal manner. This is one of the
first places a prospective candidate will develop an impression about the organization, and it is
an area in which SGR excels.
Communication with Active Applicants
Handling the flow of resumes is an ongoing and significant process. On the front end, it involves
tracking resumes and promptly acknowledging their receipt. It also involves timely and personal
responses to any questions or inquiries. SGR communicates frequently with applicants to
ensure they stay enthusiastic and informed about the opportunity. SGR utilizes Google Alerts
and sends weekly update emails to active applicants regarding the organization and
community.
Step 3: Initial Screening and Review
SGR uses a triage process to identify high-probability, medium-probability, and low-probability
candidates. The triage ranking is focused on overall assessment based on interaction with the
applicant, qualifications, any known issues regarding previous work experience, and evaluation
of cultural fit with the organization.
In contrast with the triage process described above, which focuses on subjective assessment of
the resumes and how the candidates present themselves, we also evaluate each candidate to
make sure that the minimum requirements of the position are met, and which of the preferred
requirements are met. This sifting process assesses how well candidates’ applications fulfill the
recruitment criteria outlined in the Position Profile.
Step 4: Search Committee Briefing / Selection of Semifinalist Candidates
At this briefing, SGR will provide a comprehensive progress report and facilitate the selection of
up to 12 semifinalists. The presentation will include summary information on the process so far,
the candidate pool overall, and any trends or issues, as well as a briefing on each candidate and
their credentials. No other firm offers this level of reporting detail and transparency.
Step 5: Evaluation of Semifinalist Candidates
Reviewing resumes is an important and valuable step in the executive recruitment process.
However, the simple fact is that resumes can be misleading. They tell you nothing about the
individual’s personal qualities or his/her ability to get along with other people. Resumes can
also exaggerate or inflate accomplishments or experience. SGR’s responsibility is to go more indepth than the resume to ensure that those candidates who continue in the process are truly
outstanding. SGR’s goal is to have a clear understanding of the person behind the resume and
what makes him/her an outstanding prospect for you. The evaluation of semifinalist candidates
includes follow-up when appropriate to ask any questions about underlying issues.
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Written Questionnaires
SGR will ask semifinalist candidates to complete a comprehensive written exercise designed to
provide greater insight into candidate thought processes and communication styles. SGR’s
written instrument is custom designed around the priorities identified by the Search Committee
and usually includes questions focusing on key areas of particular interest to the client. This
written instrument will be included in the semifinalist briefing book along with cover letters and
resumes submitted by the candidates.
Recorded Online Interviews
SGR will ask semifinalist candidates to complete online interviews. This provides a very
insightful, efficient and cost-effective way to gain additional insights to utilize in selecting
finalists you want to invite for an onsite interview. The recorded online interviews allow the
Search Committee to evaluate technological competence, demeanor, verbal communication
skills, and on-camera presence. Online interviews also convey to candidates that the
organization is using leading edge technology in its business processes and provide an
opportunity for the Search Committee to ask candidates questions on specific topics of special
interest. Links to view the online interviews are emailed to the Search Committee members for
viewing at their convenience prior to selection of finalist candidates.
Media Searches - Stage 1
“Stage 1” of our media search involves a comprehensive review of all newspaper articles on the
candidate in major news outlets within the previous two years. These media reports at the
semifinalist stage have proven helpful by uncovering issues that were not previously disclosed
by prospective candidates. The recruiter will communicate any “red flags” to the Search
Committee immediately upon discovery.
Step 6: Search Committee Briefing / Selection of Finalist Candidates
Prior to this briefing, SGR will provide each member of the Search Committee with a briefing
book on the semifinalist candidates. The briefing book includes cover letters, resumes, and
completed questionnaires. The link to view the online interviews is emailed separately to
Search Committee members. The purpose of this briefing is to facilitate narrowing the list to up
to 5 finalists who will be invited for personal interviews.
Step 7: Evaluation of Finalist Candidates
Comprehensive Media Searches - Stage 2
SGR uses a proprietary media search process that goes far beyond automated
Google/LexisNexis searches. SGR’s process is customized to provide a comprehensive media
search on each candidate. The search includes variations of the candidates’ names and
states/cities in which they have lived or worked, along with social media platforms. The Media
Reports are put into an easy-to-read format, and the candidate’s name is highlighted each time
it appears.
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These media reports have proven helpful to Search Committees by uncovering issues that were
not previously disclosed by candidates and that would likely not have been discovered through
an automated search. The Media Reports also give the Search Committee an overview of the
type and extent of press coverage that a candidate has experienced over the course of his/her
career. View a sample media report at: http://bit.ly/SGRSampleMediaReport.
Comprehensive Background Investigation Reports
Through SGR’s partnership with a licensed private investigation firm, we are able to provide our
clients with comprehensive background screening reports that include the detailed information
listed below. View a sample background report at: bit.ly/SGRSampleBackgroundReport.
• Social Security number trace
• Address history
• Driving history/motor vehicle records
• Credit report
• Federal criminal search
• National criminal search
• County wants and warrants for previous 10 years
• Global homeland security search
• Sex offender registry search
• State criminal search (for current and previous states of residence)
• County civil and criminal search (for every county in which the candidate has lived or
worked) for previous 10 years
• Education verification
• Employment verification (if desired)
• Military verification (if desired)
DiSC Management Assessments (supplemental service)
SGR uses a DiSC Management assessment tool, which is among the most validated and reliable
personal assessment tools available. The DiSC Management assessment analyzes and reports
comprehensively on the candidate’s preferences in five vital areas: management style, directing
and delegating, motivation, development of others, and working with his/her own manager.
View a sample report at: bit.ly/SGRDiscProfileSample. For assessments of more than two
candidates, a DiSC Management Comparison Report is included, which provides a side-by-side
view of each candidate's preferred management style. View a sample comparison report at:
bit.ly/SGRDiscTeamReport.
First Year Game Plan or Other Advanced Exercise
SGR will work with your organization, if desired, to develop an advanced exercise for the finalist
candidates. One example of such an exercise is a “First Year Game Plan,” a process where
finalist candidates are provided with the contact information for elected officials, key staff, and
community leaders and then given free rein to make contact with all of them in advance and
use those insights to develop a “first year game plan” based on what they know so far.
Feedback is received from the key contacts on their impressions of the finalist candidates from
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the interactions with the candidates prior to the interviews. This exercise provides the
opportunity to evaluate candidates’ written and interpersonal communication skills, as well as
critical analysis skills.
Step 8: Interview Process
Face-to-Face Interviews
SGR will schedule interviews at a date/time convenient to your organization. This process can
be as simple, or as complex, as your organization desires. SGR will help you determine the
specifics and assist in developing the interview schedule and timeline. SGR will prepare sample
interview questions and will participate throughout the process to make it smooth and
efficient.
Stakeholder Engagement
At the discretion of the Search Committee, we will work closely with your organization to
engage stakeholders in the recruitment process. Our recommendation is that we design a
specific stakeholder engagement process after we learn more about the organization and the
community. Different approaches work best in different communities. We will collaborate with
your organization to determine which option, or combination of options, will be the most
effective for the unique needs of the organization.
• Stakeholder survey (supplemental service, can be provided at an additional cost)
• Interviewing community leaders at the outset of the recruitment;
• Holding a public forum for citizen engagement at the outset of the recruitment;
• Facilitating a Q&A series in the local newspaper with finalist candidates;
• Utilize a citizen committee to conduct the early stage candidate screening and then turn
over a semifinalist list to the City Council (if applicable);
• Community leader reception;
• Meet and greet;
• Search Committee and key community leader dinner meeting;
• “Round Robin” forum meetings with various community groups during a multi-day
interview process.
Deliberations
SGR will facilitate a discussion about the finalist interviews and assist the Search Committee in
making a hiring decision or in deciding whether to bring back one or more candidates for a
second interview.
Reference Checks
SGR uses a progressive and adaptive automated reference check system to provide insights on
candidates’ soft skills from a well-rounded group of references. References may include elected
officials, direct supervisors, direct reports, internal organizational peers, professional peers in
other organizations, and civic leaders. SGR’s reference check platform is anonymous, which is
proven to encourage more candid and truthful responses, in turn providing organizations with
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more meaningful and insightful information on candidates. SGR provides a written summary
report to the organization once all reference checks are completed. The timing of reference
checks may vary depending on the specific search process and situation. If the names of the
finalists are made public prior to interviews, SGR will typically contact references prior to the
interview process. If the names of the finalists are not made public prior to interviews, SGR will
typically wait until the organization has selected its top candidate before calling references in
order to protect candidate confidentiality.
Step 9: Negotiations and Hiring Process
Determine the Terms of an Offer
Upon request, SGR will provide appropriate employment agreement language and other helpful
information to assist you in determining an appropriate offer to extend to your candidate of
choice.
Negotiate Terms and Conditions of Employment
SGR will assist to whatever degree you deem appropriate in conducting negotiations with the
chosen candidate. SGR will determine and define any special needs or concerns of the chosen
candidate, including anything that could be a complicating factor. SGR is experienced and
prepared to help craft win-win solutions to negotiation “log-jams.”
Press Release (if requested)
Until you have “sealed the deal,” you need to be cautious in order to avoid the embarrassment
of a premature announcement that does not work out. You also want to try to notify all senior
staff and unsuccessful candidates before they read about it in the newspaper. SGR will assist
with this coordination and with drafting any announcements or press releases.
Satisfaction Surveys
SGR is committed to authentically following the golden rule by providing prompt, professional
and excellent communication and always treating every client with honor, dignity and respect.
We ask clients and candidates to complete a brief and confidential survey after the completion
of their recruitment. This helps us strive to continuously improve our processes and meet the
changing needs of the workforce.
Supplemental Service: Post-Hire Team Building Workshop
SGR can provide a customized team building workshop after you hire for the position. SGR
utilizes I-OPT, which is a validated measurement tool that shows how a person perceives and
processes information. Because people “see” different things when they assess a situation, they
are motivated to take various courses of action, so understanding you and your colleagues’ IOPT Profiles will enable you to work much more effectively as a team. This service can be
provided at an additional cost. View sample I-OPT reports at: bit.ly/sampleIOPTreports.
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SECTION 5

Projected Schedule
Schedule will be adjusted at the outset of the search to meet the organization’s needs.
Task

Weeks
Week 1

•
•
•

Contract Executed
Develop Recruitment Plan, Timeline
Individual Interviews with Key Stakeholders

•
•

Deliverable: Position Profile Brochure
Search Committee Reviews and Approves Brochure

Weeks 2-3

•
•
•

Advertising and Marketing
Accept Applications
Communication with Prospects and Applicants

Weeks 4-7

•

Initial Screening and Review

Week 8

•
•
•

Search Committee Briefing / Select Semifinalists
Questionnaires and Recorded Online Interviews
Media Searches - Stage 1

Week 9

•

Deliverable: Semifinalist Briefing Books and Online Interviews

Week 10

•

Search Committee Briefing / Select Finalist Candidates

Week 11

•
•
•
•

Comprehensive Media Searches - Stage 2
Comprehensive Background Investigation Reports
DiSC Management Assessments (supplemental service)
First Year Game Plan or Other Advanced Exercise

Weeks 12-13

•

Deliverable: Finalist Briefing Books

Week 14

•
•
•
•
•

Face-to-Face Interviews
Stakeholder Engagement (may occur earlier in process)
Deliberations
Reference Checks (may occur earlier in process)
Negotiations and Hiring Process

Week 15
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SECTION 6

Recruitment Costs & Service Guarantee

Not-to-Exceed Price:

$24,900

Not-to-Exceed Price if selected for 2021 Wage Study:

$21,200

If selected for the 2021 Wage Study, we will discount the not-to-exceed price for this recruitment
by $3,700 (equivalent to 20% of the Professional Service Fee), in addition to discounting the
Professional Service Fee for the 2021 Wage Study by 20%
Not-to-exceed price includes:
•

Professional Service Fee - $18,500 (or $14,800 if selected for 2021 Wage Study)

•

Expenses:
o Position Profile Brochure & Marketing - $1,500
Production of a professional position profile brochure
Custom-designed graphics for social media and email marketing
Announcement in SGR’s 10 in 10 Leadership and Innovation e-newsletter
Two (2) email blasts to SGR’s opt-in Job Alert subscribers for the relevant
job category
§ Featured job placement on SGR’s website
§ Featured ad on SGR’s job board
§ Promotions on SGR’s social media pages – Facebook, Twitter, LinkedIn,
and Instagram
Semifinalist Recorded Online interviews for up to twelve (12) semifinalists - $225
each
Comprehensive Media Reports for up to five (5) finalists - $500 each
Comprehensive Background Investigation Reports for up to five (5) finalists $400 each
Comprehensive Reference Checks with individual reports for up to five (5) finalists
- $225 each
Up to Two (2) onsite visits by the Recruiter to the Organization. Meals are billed
back at a per diem rate of $10 for breakfast, $15 for lunch, and $25 for dinner.
Mileage will be reimbursed at the current IRS rate. All other travel-related
expenses are billed back at actual cost, with no markup for overhead.
§
§
§
§

o
o
o
o
o
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Supplemental Services
The supplemental services listed below are not included in the not-to-exceed price:
•

Ad placements, as approved by the organization, will be billed back at actual cost with no
markup for overhead.

•

There is a $250 Change Fee per occurrence for any changes made to the Position Profile
Brochure after the brochure has been approved by the organization and the position has
been posted online.

•

Additional online interviews (over and above the twelve (12) included in the not-toexceed price above) are offered for $225 per candidate.

•

Additional comprehensive media reports (over and above the five (5) included in the notto-exceed price above) are offered for $500 per candidate.

•

Additional background investigation reports (over and above the five (5) included in the
not-to-exceed price above) are offered for $400 per candidate.

•

Additional reference checks via (over and above the five (5) included in the not-to-exceed
price above) are offered for $225 per candidate.

•

There is a cost of $175 per candidate for the DiSC Management Profile.

•

Semifinalist and finalist briefing materials will be provided to the search committee via an
electronic link (or a flash drive, if requested). Should the organization request printing of
those materials, the reproduction and shipping of briefing materials will be outsourced
and be billed back at actual cost. Flash drives are billed at $10 each, plus the cost of
shipping.

•

Additional in-person visits (over and above the two (2) in-person visit included in the notto-exceed price above) by the Recruiter will be billed over and above the not-to-exceed
price. Meals are billed back at a per diem rate of $10 for breakfast, $15 for lunch, and $25
for dinner. Mileage will be reimbursed at the current IRS rate. All other travel-related
expenses are billed back at actual cost, with no markup for overhead.

•

Candidates are reimbursed directly by the organization for travel expenses.

•

SGR will conduct a Stakeholder Survey for $1,000. SGR provides recommended survey
questions and sets up an online survey. Stakeholders are directed to a web page or invited
to take the survey by email. A written summary of results is provided to the organization.

•

If desired, the Recruiter will travel to the communities of the finalist candidates to
conduct onsite visits. Site visits will be charged at a day rate of $1,000 per day, plus travel
expenses. Meals are billed back at a per diem rate of $10 for breakfast, $15 for lunch, and
$25 for dinner. Mileage will be reimbursed at the current IRS rate. All other travel-related
expenses are billed back at actual cost, with no markup for overhead.

•

A half-day onsite post-hire team building workshop is offered for $4,000, plus travel
expenses and $150 per person for I-OPT reports.
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•

In the unexpected event the organization requests that unusual out of pocket expenses
be incurred, said expenses will be reimbursed at the actual cost with no mark up for
overhead.

•

If the organization desires any supplemental services not mentioned in this section, an
estimate of the cost and hours to be committed will be provided at that time, and no work
shall be done without approval. Supplemental services will be billed out at $250 per hour.

Billing
The professional service fee for the recruitment is billed in three equal installments during the
course of the recruitment. The initial installment is billed after the position profile brochure has
been created. The second installment is billed after semifinalists are selected. The final
installment is billed at the conclusion of the recruitment. Expenses and supplemental services
will be billed with each of the three installments, as appropriate.
Service Guarantee
SGR guarantees that you will be satisfied with the results of the full service recruitment process,
or we will repeat the entire process one additional time and charge only for expenses.
Additionally, if you select a candidate (that SGR has fully vetted) who resigns or is released within
18 months of their hire date, SGR will repeat the process and charge only for expenses. If the
organization circumvents SGR’s recruitment process and selects a candidate who did not
participate in the full recruitment process, the service guarantee is null and void. We also
guarantee that we will not directly solicit a candidate we bring to you for another job.
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SECTION 7

References
City of Williston, North Dakota
Population: 13,000
Howard Klug, President, City Commission
howardklug@hotmail.com
701-670-6321
City Administrator Recruitment, 2016

City of Santa Fe, Texas
Population: 13,000
Jason Tabor, Mayor
mayor@ci.santa-fe.tx.us
409-925-6412
City Manager Recruitment, 2020

Town of Clarksville, Indiana
Population: 20,000
John Gilkey, Town Council Member
jgilkey@townofclarksville.com
502-643-1918
Town Manager Recruitment, 2016

City of Saginaw, Texas
Population: 21,000
Todd Flippo, Mayor
tflippo@saginawtx.org
817-232-4640
City Manager Recruitment, 2017

Town of Tolland, Connecticut
Population: 15,000
Michael Wilkinson, Director, Admin. Svcs
mwilkinson@tolland.org
860-871-3627
Town Manager Recruitment, 2019

City of Midland, Michigan
Population: 42,000
Carol Stone, Director of HR & Labor Relations
cstone@midland-mi.org
989-837-3360
City Manager Recruitment, 2017

City of Green Cove Springs, Florida
Population: 7,500
Mary Jane Lundy, Human Resources Director
mjlundy@greencovesprings.com
904-297-7500 ext 3313
City Manager Recruitment, 2018
Town of Vail, Colorado
Population: 5,000
Krista Miller, Director of HR, Safety & Risk
Management
kmiller@vailgov.com
970-477-3512
Town Manager Recruitment, 2017
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SECTION 8

City/County/Town Manager & Administrator Recruitments, 2015-Present
In Progress
•
•
•
•
•
•
•
•
•
•
•

Bainbridge Island, Washington (pop. 25,000) - City Manager
Castroville, Texas (pop. 3,000) - City Administrator
Chanhassen, Minnesota (pop. 27,000) - City Manager
Duncanville, Texas (pop. 40,000) - City Manager
Flower Mound, Texas (pop. 78,000) - Town Manager
Iola, Kansas (pop. 5,500) - City Administrator
Mission Hills, Kansas (pop. 3,500) - City Administrator
Routt County, Colorado (pop. 23,000) - County Manager
Spokane, Washington (pop. 217,000) - City Administrator
Tigard, Oregon (pop. 53,000) - City Manager
Westworth Village, Texas (pop. 3,000) - City Administrator

2020
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Argyle, Texas (pop. 4,000) - Town Administrator
Bay City, Texas (pop. 17,000) - City Manager
Bedford, Texas (pop. 49,000) - City Manager
Boerne, Texas (pop. 16,000) - City Manager
Clinton, Connecticut (pop. 13,500) - Town Manager
Commerce, Texas (pop. 9,000) - City Manager
Covington, Georgia (pop. 14,000) - City Manager
DeSoto, Texas (pop. 56,000) - City Manager
Hutchinson, Kansas (pop. 42,000) - City Manager
Hutto, Texas (pop. 30,000) - City Manager
Johns Creek, Georgia (pop. 84,000) - City Manager
Joplin, Missouri (pop. 50,000) - City Manager
Miami, Oklahoma (pop. 13,500) - City Manager
Nacogdoches, Texas (pop. 33,000) - City Manager
Santa Fe, Texas (pop. 13,000) - City Manager

2019
•
•
•

Blaine, Minnesota (pop. 65,000) - City Manager
Bullard, Texas (pop. 4,000) - City Manager
Campbell County, Wyoming (pop. 46,000) - Commissioners’ Administrative
Director/County Administrator
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•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Canyon, Texas (pop. 15,000) - City Manager
Copperas Cove, Texas (pop. 34,000) - City Manager
Killeen, Texas (pop. 145,000) - City Manager
Kingsville, Texas (pop. 26,000) - City Manager
Lamar, Colorado (pop. 7,500) - City Administrator
Lenexa, Kansas (pop. 55,000) - City Manager
Mineral Wells, Texas (pop. 15,000) - City Manager
Orange, Texas (pop. 19,000) - City Manager
Palm Coast, Florida (pop. 86,000) - City Manager
South Windsor, Connecticut (pop. 26,000) - Town Manager
Springfield, Oregon (pop. 62,000) - City Manager
Terrell, Texas (pop. 17,000) - City Manager
Tolland, Connecticut (pop. 15,000) - Town Manager
Vail, Colorado (pop. 5,000) - Town Manager
Venus, Texas (pop. 5,000) - City Administrator
Victoria, Texas (pop. 67,000) - City Manager
West Lake Hills, Texas (pop. 3,000) - City Administrator

2018
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Anna, Texas (pop. 14,000) - City Manager
Bethany, Oklahoma (pop. 19,000) - City Manager
Cameron, Missouri (pop. 10,000) - City Manager
Clackamas County, Oregon (pop. 400,000) - County Administrator
Clallam County, Washington (pop. 75,000) - County Administrator
Clark County, Washington (pop. 471,000) - County Manager
Coffeyville, Kansas (9,500) - City Manager
Craig, Colorado (pop. 9,000) - City Manager
Erie, Colorado (pop. 26,000) - Town Administrator
Forney, Texas (pop. 19,000) - City Manager
Freeport, Texas (pop. 12,000) - City Manager
Fulshear, Texas (pop. 9,500) - City Manager
Green Cove Springs, Florida (pop. 7,500) - City Manager
Humble, Texas (pop. 15,000) - City Manager
Jacksonville, Texas (pop. 14,000) - City Manager
Jupiter, Florida (pop. 60,000) - Town Manager
Lawton, Oklahoma (pop. 94,000) - City Manager
Lebanon, Missouri (pop. 15,000) - City Administrator
Lockhart, Texas (pop. 13,500) - City Manager
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•
•
•
•
•
•
•
•
•
•
•
•

Marshall, Texas (pop. 24,000) - City Manager
Murfreesboro, Tennessee (pop. 130,000) - City Manager
Nixa, Missouri (pop. 21,000) - City Administrator
Paducah, Kentucky (pop. 25,000) - City Manager
Pflugerville, Texas (pop. 60,000) - City Manager
Plant City, Florida (pop. 38,000) - City Manager
Riverside, Missouri (pop. 3,000) - City Administrator
Smithville, Missouri (pop. 10,000) - City Administrator
Springfield, Missouri (pop. 167,000) - City Manager
Sunnyvale, Texas (pop. 6,500) - Town Manager
West University Place, Texas (pop. 14,000) - City Manager
Wethersfield, Connecticut (pop. 26,000) - Town Manager

2017
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Amarillo, Texas (pop. 200,000) - City Manager
Bastrop, Texas (pop. 8,000) - City Manager
Bedford, Texas (pop. 49,000) - City Manager
Bozeman, Montana (pop. 45,000) - City Manager
Brenham, Texas (pop. 17,000) - City Manager
Choctaw, Oklahoma (pop. 12,000) - City Manager
Clute, Texas (pop. 12,000) - City Manager
Colleyville, Texas (pop. 23,000) - City Manager
Forney, Texas (pop. 19,000) - City Manager
Grandview, Missouri (pop. 26,000) - City Administrator
Killeen, Texas (pop. 140,000) - City Manager
Midland, Michigan (pop. 42,000) - City Manager
Parkville, Missouri (pop. 7,000) - City Administrator
Saginaw, Texas (pop. 21,000) - City Manager
San Marcos, Texas (pop. 60,000) - City Manager
Sealy, Texas (pop. 6,500) - City Manager
Stephenville, Texas (pop. 20,000) - City Administrator
Temple, Texas (pop. 75,000) - City Manager
Topeka, Kansas (pop. 127,000) - City Manager
Vail, Colorado (pop. 5,000) - Town Manager

2016
•
•

Angleton, Texas (pop. 20,000) - City Manager
Beavercreek, Ohio (pop. 45,000) - City Manager
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•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Bethany, Oklahoma (pop. 19,000) - City Manager
Canadian, Texas (pop. 2,600) - City Manager
Carrollton, Texas (pop. 130,000) - City Manager
Clarksville, Indiana (pop. 20,000) - Town Manager
Craig, Colorado (pop. 9,000) - City Manager
Davenport, Iowa (pop. 100,000) - City Administrator
Des Moines, Washington (pop. 30,000) - City Manager
Elgin, Texas (pop. 10,000) - City Manager
Forney, Texas (pop. 17,000) - City Manager
Gunnison, Colorado (pop. 6,000) - City Manager
Hot Springs, Arkansas (35,000) - City Manager
Lake Dallas, Texas (pop. 7,000) - City Manager
Lake Worth, Texas (pop. 4,500) - City Manager
Muskegon Heights, Michigan (pop. 11,000) - City Manager
Northglenn, Colorado (pop. 37,000) - City Manager
Palestine, Texas (pop. 19,000) - City Manager
Piney Point Village, Texas (pop. 3,000) - City Administrator
Port Lavaca, Texas (pop. 12,000) - City Manager
Spokane Valley, Washington (pop. 95,000) - City Manager
St. Charles, Missouri (pop. 67,000) - Director of Administration
Stillwater, Oklahoma (pop. 50,000) - City Manager
Sweetwater, Texas (pop. 11,000) - City Manager
Valley Center, Kansas (pop. 7,000) - City Administrator
Williston, North Dakota (pop. 27,000) - City Administrator

2015
•
•
•
•
•
•
•
•
•
•
•
•

Abilene, Texas (pop. 120,000) - City Manager
Altus, Oklahoma (pop. 20,000) - City Manager
Alvin, Texas (pop. 25,000) - City Manager
Azle, Texas (pop. 11,000) - City Manager
Ballwin, Missouri (pop. 30,000) - City Administrator
Baytown, Texas (pop. 75,000) - City Manager
Bridgeport, Texas (pop. 6,000) - City Administrator
Casper, Wyoming (pop. 60,000) - City Manager
Duncanville, Texas (pop. 39,000) - City Manager
Georgetown, Texas (pop. 54,000) - City Manager
Granbury, Texas (pop. 8,500) - City Manager
Kaufman, Texas (pop. 7,000) - City Manager
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•
•
•
•
•
•

Kilgore, Texas (pop. 14,500) - City Manager
Lamesa, Texas (pop. 9,500) - City Manager
Missouri City, Texas (pop. 70,000) - City Manager
Montgomery, Texas (pop. 800) - City Administrator
Sealy, Texas (pop. 6,500) - City Manager
Tyler, Texas (pop. 105,000) - City Manager

Population number is approximate population at the time the recruitment took place.
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SECTION 9

CITY MANAGER
Chanhassen, Minnesota

EXECUTIVE SEARCH PROVIDED BY

THE COMMUNITY
C

hanhassen, Minnesota offers the perfect combination of rural
tranquility, downtown charm, and family-focused amenities.
Whether you’re interested in touring the award-winning 1,200-acre MN
Landscape Arboretum, catching a show at Chanhassen’s famous Dinner
Theatre, or visiting the active museum and state-of-the-art concert venue
of Prince via Paisley Park, you will find every aspect of a high-quality
lifestyle in this beautiful community of 27,000 residents. Chanhassen is
located primarily within Carver County and is situated 15 miles southwest
of the Greater Minneapolis metropolitan area. Five major highways
provide easy accessibility to the Twin Cities region.

Eastern Carver County Schools, General Mills, Chanhassen Dinner
Theaters, Minnesota Landscape Arboretum, Byerly’s, Curtiss-Wright,
SuperValu Headquarters, Entegris, and BC/Lyman Lumber. A bustling and
walkable downtown Chanhassen offers shopping, dining, and a variety
of entertainment options. Since 2008, the City, with its low taxes, has
added 745,000 square feet of office industrial space and 300,000 feet
of commercial space as well as 1,514 additional units to its existing wide
range of housing options to accommodate all budgets and stages of life.
The high-quality standard of living enjoyed by Chanhassen citizens
is accompanied by an equally-high value placed on the education
received by students at the two high-performing school districts
serving the community, Eastern Carver County School District ISD 112
and Minnetonka School District ISD 276. Both are ranked in the “Top
10” school districts out of over 300 statewide. Chapel Hill Academy
and St. Hubert Catholic School provide private education opportunities
to families. For those seeking higher education there are many private
colleges and universities near Chanhassen including the University of
St. Thomas, St. Catherine University, Bethany Global University and the
University of Minnesota-Twin Cities just 20 miles away.

While Chanhassen’s development from a quiet town to a prosperous
suburb of the Twin Cities has been dramatic, it still retains its friendly,
small-town appeal. Chanhassen residents have a strong sense of
community built through longstanding traditions, active civic and
business organizations, and friendly neighborhoods. Residents enjoy
the City’s extensive park and trail system, consisting of 11 lakes wholly
or partially located in Chanhassen, 900-acres of city-owned parks, 14
preserves, one special use park, and over 80 miles of hike and bike
trails as well as excellent schools, and the preservation/enhancement
of natural amenities. The community comes together for local fairs
and festivals throughout the year, including its February Festival, the
Fourth of July Celebration (named one of the Best Community Festivals
in Minnesota), the Annual Tree Lighting Ceremony, Penny Carnival,
Barnyard Boogie, and Halloween party.

The median annual income in Chanhassen is $118,900, and the average
home value is $445,000.

Named by Money Magazine multiple times as one the Best Places to
Live in the United States, a Top Ten Town to Raise a Family, and Highest
Quality of Life in the Twin Cities, Chanhassen continues to be recognized
for its high quality of life, strong financial position, and stable economy.
More than 500 businesses call Chanhassen home and employ
over 8,500 people. Chanhassen’s main industries include printing,
financial services, medical products, engineering, food production,
and high-tech manufacturing. Major employers include Rosemount
Inc., Instant Web Companies, Lifetime Fitness, RR Donnelley, ISD 112
CHANHASSEN, MINNESOTA
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CITY MANAGER

VISION STATEMENT
A Community for Life. Providing for Today and
Planning for Tomorrow.

GOVERNANCE & ORGANIZATION
The City of Chanhassen operates under the “Optional Plan B” form of government authorized by Minnesota
state statutes. Under this plan, the elected City Council consists of a mayor and four council members.
Members are elected at-large and serve four-year terms on a staggered schedule. The City Council also
serves as the City’s Economic Development Authority.
The City places a very high value on the contributions of its residents and business owners who serve
on a number of boards and commissions including: Beyond the Yellow Ribbon, Economic Development
Commission, Environmental Commission, Parks & Recreation Commission, Planning Commission, and the
Senior Commission.

CHANHASSEN, MINNESOTA
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CITY MANAGER

ABOUT THE POSITION
Appointed by and reporting to the Mayor and City Council, the City Manager is the chief
administrative and executive officer for the City, responsible for the day-to-day operations of the
organization and its 75-member workforce. The City delivers a full range of municipal services
including Fire, Police, Community Development, Public Works/Engineering, Parks & Recreation,
Finance, Information Technology, and Administration. Policing services are provided under a
contract with the Carver County Sheriff’s Office. The City’s general fund budget for fiscal year
2019-2020 general fund is $11.9M and the ad valorem tax rate is 21.175%.
Essential functions include, but are not limited to:

• Directs and participates in the development and implementation of short and long-term
		 strategies, programs, and priorities for consideration and approval by the City Council.
• Prepares timely, accurate information and provides appropriate recommendations on
		 policy matters to aid the City Council in the decision-making process.
• Improves and ensures the overall fiscal health of the City through resource management,
		 cost efficiencies, and other strategies.

• Oversees all City operations and activities; ensures that departmental goals, objectives,
		 and policies align with the City Council’s Strategic Priorities.

• Leads the organization with a commitment to best practices; continuously monitors the
		 efficiency and effectiveness of City operations, streamlining where needed.

• Fosters a culture of learning, empowerment, accountability, and growth for all members
		 of the Chanhassen team.

LEADERSHIP & INNOVATION
Key priorities for the new City Manager include:

• Strategic Planning - Engage the Mayor, Council, City staff, and appropriate external stakeholders in a City-wide strategic planning effort that will
		 ultimately result in the establishment and adoption of formalized Strategic Priorities.
• Trust & Relationship Building – Develop and maintain excellent working relationships throughout the City and community. Establish trust and
		 encourage cross-departmental collaboration to prioritize and execute successfully on established Strategic Priorities.
• Maintaining the City’s Strong Financial Position – Lead an interactive long-term financial planning process and present options/impacts to
		 the Council for maintaining/enhancing current service levels.

• Economic Development – Proactively create and support economic growth and development opportunities that drive business attraction and
		 retention, particularly in Chanhassen’s downtown redevelopment area.
• Infrastructure & Asset Management – Work with the Mayor, Council, and City staff to address deferred maintenance, replacement, and/or
		 upgrades of City assets (as applicable) to ensure the current and future needs of the community are met.
CHANHASSEN, MINNESOTA
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CITY MANAGER

IDEAL CANDIDATE
The ideal Chanhassen City Manager candidate will be a strong, confident leader with the ability to bring immediate credibility to the position. Candidates
for consideration must have a verifiable and highly-successful career with a record of demonstrated inclusiveness and transparent leadership guiding
an organization. Candidates considered most suitable for this role will be innovative, proven leaders with the highest standards of professional conduct
and character.
Additional attributes of the ideal candidate include:

• Bringing a fresh perspective, strong business sense, and financial acumen to the role.
• Strong interpersonal skills with a genuine desire and passion for engaging in the community.
• Exemplary written and verbal communication skills with the ability to effectively translate the City Council’s vision into action.
• A strategic thinker who clearly sees the big picture and long-term vision for the City and can articulate that to team members in the context of

		 day-to-day operations.

• A highly collaborative leader with a team-oriented management style who is open to innovative solutions and can cultivate a high performing
		 culture of accountability and empowerment.
• Someone who is responsive, visible, and invested in the community with the ability to foster an organization-wide commitment to service excellence.

EDUCATION & EXPERIENCE
The selected candidate must hold a bachelor’s degree in public administration, business administration, or a related field and have at least five years of
experience as a City Manager, Assistant City Manager, or senior-level public sector administrator. A master’s degree is preferred. A blend of public and
private sector experience would be viewed favorably for this position. The size, scope, complexity, and relevance of previous leadership experience will
be considered.

COMPENSATION & BENEFITS
The salary range for this position is dependent on qualifications and experience. Current benefits include medical, dental, and vision coverage, generous
paid leave, enrollment in Public Employees Retirement Association (PERA) with 6.5% employee, and 7.5% employer contribution.
CHANHASSEN, MINNESOTA
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CITY MANAGER

APPLICATION PROCESS
Please apply online at http://bit.ly/SGROpenRecruitments
For more information on this position contact:
Lynn Barboza, Senior Vice President
LynnBarboza@GovernmentResource.com
702-423-2905

RESOURCES
City of Chanhassen
www.ci.chanhassen.mn.us
City of Chanhassen Economic Development
www.ci.chanhassen.mn.us/1506/Economic-Development
City of Chanhassen Comprehensive Plan
www.ci.chanhassen.mn.us/200/2030-Comprehensive-Plan
SouthWest Metro Chamber of Commerce
www.swmetrochamber.com

FOLLOW US
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CITY MANAGER
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STRATEGIC GOVERNMENT RESOURCES

HONOR THE PAST –
IMAGINE THE FUTURE
THE COMMUNITY
Conveniently situated 35 miles south of downtown Houston and 20 miles northwest of Galveston,
Santa Fe, Texas, covers 17.4 square miles and is located in the heart of Galveston County. The
City offers its 13,624 residents a high quality of life in a community with a small-town feel and
easy access to the attractions and amenities of a major urban center with abundant
opportunities for culture, recreation, shopping, and dining.
Santa Fe became a city on January 21, 1978 after a ballot proposal to incorporate the town of Alta
Loma and parts of the town of Arcadia (a total of nine square miles) passed by a wide margin. In
the years since, Santa Fe has grown to include all of Arcadia and parts of the town of Algoa and has
become an affluent part of Galveston County. Santa Fe is a “Keep Texas Beautiful” recognized city.
Residents and visitors enjoy a variety of recreation and leisure amenities, attractions, and festivals,
including three City parks, two community centers, HAAK Winery, Heritage Festival, Christmas
(Night) Parade, and Christmas in the Park. Major employers in the area are Santa Fe ISD, HEB, City
of Santa Fe, and Southern California Valve.
Area students are served by the Santa Fe Independent School District, serving a total of 4,766
students in grades Pre-K through 12, across five campuses. Higher education is available nearby
at the University of Houston-Downtown, University of Houston-Clear Lake, College of the
Mainland, Alvin Community College, San Jacinto Community College, University of Texas
Medical Branch (UTMB), and Texas A&M at Galveston.
Santa Fe has a median income of $63,681 and an average home value of $178,985.

2 CITY OF SANTA FE, TEXAS: CITY MANAGER

GOVERNANCE & ORGANIZATION
The City of Santa Fe operates under a council-manager form of
government. The City Council is comprised of six members, including
the Mayor, who are elected at-large and serve three-year terms with
no term limits. The City Council appoints a professional City Manager
who is responsible for providing administrative and operational
leadership for all City functions and services.
Current City Manager, Joe Dickson is retiring after proudly serving
the citizens of Santa Fe for the past 23 years. During that time, the
City grew from a population of 9,500 to 13,624, completed six
annexations, passed a half-cent sales tax for ad valorem reduction
and economic development, and widened two major roadways
through Santa Fe (FM 646 and FM 1764.)
The City of Santa Fe has a total of 62 employees, a total fiscal year
budget of $5,673,621, and an ad valorem tax rate of .3262. The City
has a half-cent sales tax for ad valorem reduction, which reduces
the tax rate nine to ten cents.

Council Objectives
)

)

)

)

)

OVERALL MISSION - The City of Santa Fe is dedicated to
making the best use of its resources as a city government human, financial, technical, and legal – to support our unique
quality of life in Santa Fe and make our community a great
place to live, work, and raise a family.
COMMUNITY SAFETY - To preserve and promote the safety of
individuals and property in Santa Fe (police, fire, EMS, code
enforcement, and animal control).
PHYSICAL RESOURCES - To preserve the physical and capital
resources that support the residential and economic health of
the community through well-planned maintenance and
development (streets, drainage, utilities, planning, building,
and development regulation).
COMMUNITY ENRICHMENT – To provide educational, cultural,
and leisure opportunities for Santa Fe residents (library, parks,
and recreation).
GENERAL GOVERNMENT – To provide the leadership and
support services necessary for the efficient and effective
operation of city government (City Council, administration, and
tax collection).
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ABOUT THE POSITION

The primary responsibilities of the City Manager include:
)
)

)

)

)

)

)

)

Executing Council directives and policies
Planning, coordinating, and directing the operation of City departments, programs, and services,
including ongoing evaluation to ensure maximum efficiency and effectiveness
Overseeing the development of strategic goals and policies for the expansion and improvement of
service to residents and support to business owners
Directing the preparation and execution of the City budget and making budgetary
recommendations to the City Council
Administering, enforcing, and ensuring continuous review and update of the City Charter, City
Ordinances, City policies, etc.
Coordinating City emergency management programs, multi-jurisdictional planning activities, and
related communication
Negotiating all collective bargaining agreements with the assistance of the Police Chief and
monitoring/interpreting agreements as needed
Providing overall organizational leadership and advancement of the City’s mission, vision, values,
and goals

LEADERSHIP AND INNOVATION
The City Manager will plan and implement sustainable strategies to meet the infrastructure needs of
this growing city. Building the financial strength of the City will be an important part of this process and
creating an economic development plan to attract and retain businesses will be essential. Additionally,
the City Manager will prepare the organization for the future by evaluating current staff and staffing
needs and providing development opportunities when possible, reviewing and improving processes, and
determining how to best utilize technology and identify areas within the organization that will require
technology upgrades.
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IDEAL CANDIDATE
The City of Santa Fe is seeking a well-rounded servant leader who is both hands-on and strategic as
its City Manager. The successful candidate will have the ability to lead by example with the highest
level of integrity, transparency, and respect for diversity. Those best suited for this role will possess
effective communication and interpersonal skills, with the ability to build trust and rapport with the
City Council, City staff, residents, and community stakeholders.
The City Manager must have knowledge of best practices in municipal operations and the use
of technology to both enhance and improve service delivery and overall community access. An
advocate who positions the City of Santa Fe for funding opportunities, economic growth, and has a track
record of challenging the status quo is strongly desired.
Additional desirable characteristics and experience alignment points include:
Ability to quickly and effectively assess, engage, and acclimate to the needs of the organization;
Respectful, straightforward, and authentic communicator;
Strong background in municipal budgeting and project management;
Practical business acumen with an eye toward continuous process improvement, transparency, and
citizen engagement;
 Desire to be a visible and active member of the community, both personally and professionally.





EDUCATION AND EXPERIENCE
The selected candidate must hold a bachelor’s degree in public administration, business, or a related field
and have at least five (5) years of experience as a City Manager, Assistant City Manager, or
senior government administrator. Within six (6) months of appointment, the City Manager must
establish and thereafter maintain a place of residence within the City of Santa Fe or ETJ for the
duration of his or her employment by the City in such capacity.
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COMPENSATION AND BENEFITS
The salary range for this position is dependent on qualifications and experience. The City participates in
the Texas Municipal Retirement System (TMRS) at a 7% employee deposit rate with a municipal matching
ratio of 1.5:1, vesting at 10 years, and full retirement eligibility at 20 years. A full range of leave and
benefits is also provided.

APPLICATION PROCESS
Please apply online at: bit.ly/SGRCurrentSearches
For more information on this position contact:

Lynn Barboza, Senior Vice President
Strategic Government Resources
lynnbarboza@governmentresource.com
702-423-2905
This position is open until filled. To view the status of this
position, please visit: bit.ly/SGRCurrentSearches
The City of Santa Fe is an Equal Opportunity Employer and
values diversity in its workforce. Applicants selected as
finalists for this position will be subject to a comprehensive
background check.

RESOURCES
City of Santa Fe
ci.santa-fe.tx.us
Chamber of Commerce
santafetexaschamber.com
Santa Fe ISD
www.sfisd.org
Galveston County
galvestoncountytx.gov/Pages/home.aspx

Courtesy of the Santa Fe Education Foundation
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COMPANY INTRODUCTION
GovHR USA, LLC (GovHR) is a certified woman-owned business that provides comprehensive executive
recruitment, interim staffing, human resources consulting and organizational analysis services to local
governments, intergovernmental organizations, school districts, non-profits, and other governmental
entities. GovHR consultants have worked in all areas of local government leadership including city/county
management, human resources, public safety, finance, public works, parks and recreation, utilities, and
school districts. This combined hands-on knowledge and experience has made GovHR a proven leader in
public sector consulting.
GovHR was founded by Heidi Voorhees and Joellen Cademartori to serve as a vehicle for excellence in
public service across the United States. Throughout their careers Ms. Voorhees and Ms. Cademartori have
strongly believed in the importance of local innovation, cost effectiveness, and responsiveness for local
government. Both Ms. Voorhees and Ms. Cademartori have served and excelled in local government
leadership positions, working closely with elected officials, employees, residents, businesses, and related
stakeholders to enhance the quality of life in the communities they serve. GovHR has a staff of over thirty
(30) consultants and eight (8) support staff personnel.
Over the past five (5) years, GovHR has conducted more than sixty (60) Classification and Compensation
Studies. Every Classification and Compensation Plan recommended by GovHR has been successfully
implemented by the client. A complete list of all our clients is located on our website
(www.govhrusa.com).
If selected to complete this Study for the City of Evansville, Joellen Cademartori will serve as Project
Manager and she will be assisted by HR Specialist Alice Bieszczat. Biographies for the Project Team are
included in this Proposal.
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STATEMENT OF UNDERSTANDING
Ms. Melanie Crans
Evansville City Hall
PO Box 529
Evansville, WI 53536
Dear Ms. Crans:
GovHR is pleased to provide you with a Proposal for a Classification and Compensation Study for the City
of Evansville. As a broad overview, GovHR understands the City is interested in a Classification and
Compensation Study, including a review of benefits, for approximately 27 positions. GovHR will work with
the City to ensure that all positions are classified in a manner that is internally equitable and externally
competitive. The end result will be an updated Plan that will allow for an efficient and effective
classification process, offer fair and competitive wages, comply with state/federal laws, conform to
accepted practices and ensure retention of qualified workers.
GovHR has completed over sixty (60) Classification and Compensation Studies. All Studies included the
use of public-sector salary data and all Studies included the following recommendations:


A new Classification and Compensation Plan that ensures internal equity by grouping positions
that perform similar work duties, responsibilities, and skills into the same classification.



Recommendations for job title changes where appropriate.



A Compensation Plan that incorporates external market data.



Recommendations on how to deal with specific problems that arose during the course of the
study (i.e., compression issues, internal equity issues, market discrepancy issues, etc.)



A Compensation Plan that is tied to performance.

The final Plan will establish clearly defined promotional ladders, opportunities for lateral career
development and recognizable compensation growth. These advancement opportunities will be
evidenced by the logical grouping of occupational classifications and hierarchies. Each classification will
be established based on the position’s Job Factor Analysis Score and the external comparability of all
positions within a classification, creating justifiable pay differences between each classification.
GovHR understands that human resource management continues to be a significant concern as
governmental services continue to increase in cost and complexity, and the resources to fund local
governments are constrained. Day-to-day operations present challenging administrative problems in
planning, organizing, and directing human resource functions to achieve maximum efficiency and
effectiveness in the delivery of municipal services. A properly developed and administered Classification
and Compensation Plan forms the foundation for meeting these challenges. It helps to ensure that the
City can not only recruit the best and brightest employees but can also retain those employees, even in a
competitive marketplace. By retaining qualified, experienced employees the City avoids the costs of rerecruitments and lost productivity, while maximizing the benefits of the investments it has made in
employees and the institutional and community knowledge acquired by those employees over their
tenures.
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We understand the high expectations that have been established in Evansville in recruiting and retaining
excellent employees. These factors will be taken into consideration in the analysis and reflected in the
Study results.
GovHR prides itself in adhering to the timeframe outlined in our Proposal. Our past clients will confirm
our diligence in delivering our report and other deliverables on time. It is a pleasure for GovHR to provide
the City of Evansville with a Proposal for these services. Our Proposal is good for three months following
the date of submission. We appreciate your consideration and look forward to the opportunity to work
with the City.
Sincerely,

Judith M. Schmittgens
Corporate Secretary and Compliance Manager
GovHR USA, LLC

630 Dundee Road, Suite 130 | Northbrook | Illinois | 60062 | 847-380-3240
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PROJECT APPROACH AND METHODOLOGY
JOB ANALYSIS
Study Preparation and Project Meeting:
Meet with City Representatives to discuss the project, share information and review the project
timeline. During this time, the Consultants will review organizational charts, personnel
rules/regulations and any existing Classification and Compensation Plans. GovHR will seek to
determine any potential problem areas and answer questions. Prior to the meeting, GovHR will
require copies of the materials mentioned above.
Establishing Comparables:
GovHR uses a broad-based cohort methodology to choose entities most comparable to the City.
We will work closely with the City’s leadership team to establish the specific criterion that will be
used to determine the comparables. We typically use some sort of geographical boundary, but
we can also include organizations of similar size in a broader area. The chosen comparables are
communities that impact the compensation market of the City. The purpose of the methodology
is to choose jurisdictions that most comparable to Evansville. A sample of criteria that has been
used in past studies is shown below:
Criterion

Total Possible Points

Factor Weight

1. Equalized Assessed Value

20

20%

2. Per Capita Income

20

20%

3. Population

15

15%

4. General Fund Expenditures

15

15%

5. State Income Tax Revenue

10

10%

6. Number of Full Time Employees

10

10%

7. General Obligation Bond Debt

5

5%

8. Proximity

5

5%

100

100%

For each category, ranges of comparability will be established. For instance, the closer a
community is to matching the population of Evansville, the closer the community would be to
receiving the maximum of fifteen (15) points. A community whose population was significantly
larger or smaller would receive fewer or even zero (0) points. Thus, a community achieving a total
of one hundred (100) points would be considered the most comparable to Evansville. GovHR will
use the chosen comparables to collect external market data through a survey.
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Employee Kickoff Meeting:
After the initial project meeting, GovHR will meet virtually with all employees covered in the Study
to explain the scope of the project and distribute the Job Analysis Questionnaire (JAQ). GovHR
understands that most employees have not participated in this type of process before; thus, the
Consultants will take the time to carefully explain the project and answer any questions they have.
If an employee is unable to attend one of the meetings, GovHR will provide them with a video
that explains the process and they will be able to contact the Consultants with any questions.
The JAQ will be completed by all employees covered in the Study. Employees will have about two
(2) weeks to complete the questionnaire. All JAQs will also be reviewed by each employee’s
supervisor and then returned to GovHR within three (3) weeks of distribution.
Upon return of the JAQs by the City, GovHR will perform the following:
 Read each JAQ and corresponding Job Description, in their entirety.
 Virtually (through Zoom) interview at least one (1) employee from each position to
further understand the scope of their job.
 Apply a measurement system of job evaluation factors, using the nine (9) main factors
used in our Job Evaluation instrument to evaluate the internal/comparable worth of
each position.
Upon completion of the Job Evaluation measurements, a new Classification Plan will be
developed. It is important to emphasize that the job, not the qualifications or performance of the
employee, is being evaluated. Part of this process will include the evaluation of current job titles;
GovHR will make recommendations for job title changes, where appropriate, to assure that the
job title and related recommended pay range matches what the employee is doing.
Based on the results of the Job Evaluation process outlined above, GovHR will assign all positions
to skill levels. Logical breaks in the continuum of points determine the skill levels used for
determining the Classification Plan. For example, skill level five (5) might contain jobs that scored
between 350 and 400 points, skill level six (6) between 405 and 455 points, and so on. This process
establishes internal equity.
Note: A formal Job Evaluation system, such as the one utilized by GovHR, is an attempt to objectify
the reasons that jobs are compensated differently. Most compensation practitioners agree that
three (3) basic factors are important in determining compensation. These are: skills required,
responsibility and working conditions. The Equal Employment Opportunity Commission recognizes
these three (3) basic factors, along with seniority and performance, as valid determinants of
compensation. The nine (9) factors used by GovHR are essentially subdivisions of the first three (3)
factors mentioned above. In addition, it is GovHR’s practice that, under Title VII of the Civil Rights
Act of 1964, the Americans with Disabilities Act (ADA), and the Age Discrimination of Employment
Act (ADEA), it is illegal to discriminate in any aspect of employment. GovHR will not use
discriminatory practices based on race, color, religion, sex, national origin, disability, or age when
performing a classification analysis. Decisions and recommendations will not be based on
stereotypes or assumptions about the abilities, traits, or performance of individuals of a certain
sex, race, age, religion, or ethnic group, or individuals with disabilities.
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SALARY AND BENEFITS SURVEY
Benchmark Positions and Creation of Salary Survey:
GovHR will design and send out the salary and benefits survey to gather salary and benefits data
for benchmark positions in the comparable communities. To accomplish this, GovHR will work
with the City’s leadership team to select approximately fifteen to twenty (15 - 20) benchmark
positions from the positions covered in the Study. These positions will be chosen on the criteria
of those that are most common in all communities and that cover all the various pay grades in
Evansville. In addition to job titles, a brief position description will be included in the salary survey
to make sure we are receiving salary data for “like” positions in the comparable communities.
While GovHR will prepare all the materials to be sent out for the survey, we have found that
sending out the survey through the client’s email address generates a better/faster response from
the survey respondents than when it is sent out under our name. In addition, the City may be
asked to make one follow up contact to those municipalities that do not initially respond to the
survey request.
Salary Survey Analysis:
The following steps will be included in this component of the Study:

GovHR will tabulate, summarize, and analyze comparative salary information obtained
through the surveys. For the salary survey, our pay tabulations compare the City’s
salaries for the surveyed positions, with the average minimum and the average
maximum of the survey data for each surveyed position. Data is displayed for each
jurisdiction on each position and summarized in an overall table. This data is analyzed to
determine the percentage difference between the City’s present pay for each position
and the survey data.


The Consultants will work with the City at the initial meeting to determine the City’s
policy with respect to compensation (i.e., 50th percentile; 75th percentile, etc.). Once this
is determined, the Consultants will use the salary survey data to develop and
recommend new salary schedules for the City’s positions. This process will include a
recommendation regarding how employees are inserted into the new Plan and how they
move through the proposed Compensation Plan. The salary schedules will outline what
the specific percentages are between ranges and grades. GovHR always recommends
that there be a merit component associated with the granting of wage adjustments and
a recommendation for this will be included in the City’s final report.



This part of the Study ensures external equity in the new Compensation Plan based on
the market data. GovHR will adjust ranges based on the market data that is gathered
through the salary survey and based on the compensation percentile chosen by the City.



Tabulate, summarize, and analyze comparative benefit information obtained through
the survey, and make suggestions and recommendations where City benefits are
inconsistent with the survey group. (Note: regarding health benefits, GovHR typically
requests respondents to provide information regarding employee and employer
contribution amounts and for a copy of their health summary, which is provided to the
Client. If a more detailed analysis is desired, GovHR can provide this for an additional
cost at hour hourly rate.)

630 Dundee Road, Suite 130 | Northbrook | Illinois | 60062 | 847-380-3240
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PROGRESS REPORTS, FINAL REPORT, SUPPORT AND TRAINING
Progress Reports:
GovHR prides itself on our attention to and communication with our clients as the project
proceeds. As such, GovHR will maintain regular contact with the City’s Representatives and to be
available to address the Client’s questions, concerns and needs. GovHR will make regular progress
reports to the City as requested, particularly at critical points in the Study.
Draft/Final Report and Presentation:
A draft report will be prepared by the Consultants and sent electronically to the City that includes:
 An Executive Summary highlighting the overall scope of the Study and the general
observations, outcomes and recommendations contained within the Report.


A summary of all aspects of the Study, including recommendations, methods and guidelines
for achieving the overall aspects of the Study as well as recommendations for annual
maintenance and review of the new Plan.



Pay range options that are consistent with the City’s pay policy, outlining the pros and cons
of each option.



Assignment of each position to an appropriate classification and pay grade based on internal
equity and marketplace considerations.



Recommendations on keeping the Plan current, equitable and up to date over the next ten
(10) years.



An implementation plan for implementing the Study’s findings and recommendations.

GovHR will make a presentation of findings to the City detailing the results of the Study and a copy
of the draft report. The price in the Proposal is based on completing this presentation virtually,
an onsite cost can be provided upon request. Once the City’s leadership team returns comments,
a final report will be prepared and sent to the City electronically. The final report will include a
procedure manual and appropriate forms for Human Resources staff and/or supervisors to
maintain the recommended Classification and Compensation Plan.
GovHR will work with the City’s leadership team during one or more of the several planned
meetings with the City and will train them on the use of the Job Evaluation System until they have
a proper understanding of the System. A Positions Evaluation Manual will also be provided to the
City to allow for future classification updates. In addition, GovHR will provide support services for
one year following completion of the Study at no charge to the City to answer any questions that
arise concerning application of the system, inserting new positions into the Plan, etc.
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PROPOSED PROJECT TIMELINE
GovHR is available to start this project within two (2) weeks of acceptance of the Proposal. A
project of this size would normally take approximately 120 days. GovHR can work with the City
on a different timeline if needed.
The schedule below is a four (4) month schedule and is contingent upon the City adhering to the timeline
as well as the timely response from the comparable entities supplying the salary data and the employees
and supervisors in returning the completed JAQs. Any delays in receipt of this information are beyond
the control of GovHR and will lengthen the completion of the report.
Week 1:

Meet with the City’s leadership team via video and/or conference call to discuss
study methodology and expectations.

Week 2-3:

Determine comparable communities, prepare, and distribute salary survey to
comparable communities.

Week 4:

Distribute employee letter, video, and JAQ.

Week 5-6:

Return of JAQs and salary surveys.

Week 7:

Reading of JAQs and job descriptions.

Week 8:

Interview all positions covered in the Study.

Week 9-11:

Analyze data; prepare a new Classification and Compensation Plan and
send draft analysis to Evansville.

Week 12:

Meet with the City’s leadership team to review preliminary findings.

Week 13:

Receive return comments from the City and train the City’s leadership team on
the implementation of the Plan and the Positions Evaluation Manual.

Week 14:

Prepare Draft Report and send to Evansville; receive return comments.

Week 15:

Present findings to the City.

Week 16:

Prepare Final Report and send electronically to the City.
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PRICE PROPOSAL
The cost of the services described in our proposal is based on the time of our professional and
support staff to complete the work. This proposal is based on the Study being completed virtually,
if the City would like GovHR to come onsite, we can provide an additional fee for travel expenses
and time.
The fee for the entire Study is $14,250 ($14,000 for professional fees and $250 for expenses). We
have listed the cost of our professional fee for each study component below.
Study Phase Breakdown – On-Site Meetings

Hours

Cost

Study Preparation and Project Meeting

2

$250

Employee Kickoff Meeting (Virtual)

2

$250

Reading of JAQs and Job Descriptions

6

$750

Employee Interviews (Virtual)

18

$2,250

Analyzing Job Factor Analysis Scores

6

$750

Assigning Skill Levels and Establishing Classifications

12

$1,500

Establish Comparable Communities
(deduct if using same comps from 2015 Study)

8

$1,000

Prepare and Send Out Salary and Benefits Survey

12

$1,500

Analyze Salary and Benefits Data

16

$2,000

Establish New Salary Schedules

8

$1,000

Summarize Benefits Comparisons

4

$500

Review Preliminary Analysis with Client

4

$500

Write Draft Report

8

$1,000

Prepare Final Report

2

$250

Train Staff on Use and Upkeep of System

2

$250

Presentation of Findings (Virtual)

2

$250

I. Establishing Classifications and Internal Equity

II. Salary Survey and External Market Data

III. Progress Reports, Final Report, Support and Training

Total Cost for Study:

112

$14,000

Payment terms are 50% of the professional fees due after the initial project meeting, and the balance
of the fee plus expenses due after the client receives the draft final report. Invoices will be submitted
and are payable within 30 days, after which a 2% monthly charge will be added.
NOTE: GovHR will discount its fee for the Study by $500 if it is also selected to conduct the City
Administrator/Finance Director search in 2020-2021.
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REFERENCES
Below is a list of four (4) professional references. Please visit our website for a full list of our clients, at
www.govhrusa.com. We are happy to provide you with contact information for any of these additional
clients upon request.
Village of Montgomery, IL
Classification and Compensation Study (2019)
Contact: Meghan Ostkero, Human Resources Manager
200 N. River Street
Montgomery, IL
Email: mostreko@ci.montgomery.il.us
Telephone: 331-212-9032
Village of Arlington Heights, Illinois
Classification and Compensation Study (2016)
Contact: Mary Rath, Human Resources Director
33 S. Arlington Heights Road
Arlington Heights, Illinois 60005
Mrath@vah.com
Telephone: (847) 368-5153
City of Princeton, IL
Classification and Compensation Study (2019)
Contact: Pete Nelson, City Clerk/HR Manager
2 S. Main Street
Princeton, IL 61356
Email: pnelson@princeton-il.com
Phone: 815-875-2631 ext. 1007
City of Keokuk, Iowa
Classification and Compensation Study (2019/2020)
Contact: Cole O’Donnell, City Administrator
415 Blondeau St
Keokuk, IA 52632
Email: codonnell@cityofkeokuk.org
Telephone: 319-524-2050 x 109

630 Dundee Road, Suite 130 | Northbrook | Illinois | 60062 | 847-380-3240

Joellen Cademartori
Joellen Cademartori is the chief executive officer and co-owner of GovHR USA and has nearly 30
years of cumulative experience working in the public sector as a municipal leader, and in human
resources and management consulting. Joellen’s exceptional communication style has enabled her
to develop and maintain strong relationships with her peers, elected and appointed officials, and
The public sector human resources and management projects Joellen has worked on have earned her respect in local governments across
the country. Due to her commitment and dedication to local government, she is known an industry leader in executive recruiting, interim
staffing, in addition to human resources and management consulting work.
Throughout her career, Joellen has been privileged to serve on numerous local, state and national committees. A personal and professional
highlight for her was being on the International City/County Management Association (ICMA) Executive Board as a representative from the
Northeast Region. Joellen regularly speaks in front of groups, and writes about a variety of local government topics, which include
organizational analysis, generational diversity, succession planning, performance management, resume development and interviewing skills
and techniques. She is dedicated to developing the next generation of managers and remains passionate about excellence in local
government.

PROFESSIONAL EDUCATION
•

•
•

Master of Public Administration, Northeastern University,
Boston, MA
Bachelor of Economics, Worcester State College, MA
Senior Executive institute, Leading, Education & Developing
(LEAD) Program, University of Virginia, Weldon Cooper Center
for Public Service

PROFESSIONAL DEVELOPMENT AND SPEAKING
ENGAGEMENTS
•
•
•
•
•
•

•
•
•
•

Executive Recruiter Panel – Investing in the Next Generation of
Leaders, NFBPA – Emerge 2020
Re-Evaluating Your Employee Evaluation, MMA 2020
Succession Planning for the Public Sector Webinar, NPELRA
2020
What Does it Take – Landing Leadership Positions, ICMA 2019
Achieving Your Leadership Potential Thinking Strategically
About the Next Steps in Your Career, NFBPA 2019
Succession Planning tips to Achieve Unity Through Diversity,
MMA 2019
Putting Your Best Foot Forward – Interview Skills for Women,
including Posture, Presence and Bias, WCMA Women’s
Leadership Seminar 2018
Tips for a Successful Recruitment Process – MMA 2018
Hire Hard, Manage Easy – Tips for Getting the Best Employees,
IPELRA 2018
Achieving Your Leadership Potential: Thinking Strategically
About the Next Steps in Your Career, LGHN 2018

MEMBERSHIPS AND AFFILIATIONS
•
•
•
•
•

International City and County Management Association (ICMA),
Member
ICMA – Task Force on Deputy/Assistant Managers 2017-2018,
Current Member
Illinois City and County Management Association (ILCMA),
Current Member
ICMA - Task Force on Women in the Profession 2012 – 2014,
Member
ICMA - Conference Planning Committee 2010 – 2011, Chair

PROFESSIONAL BACKGROUND
24 Years of Local Government Leadership and Management
•
•
•
•
•

•

Evanston, IL
Director of Administrative Services
Director of Human Resources
Catawba County, NC
Assistant County Manager
Barnstable, MA
Assistant Town Manager
Yarmouth, MA
Assistant Town Administrator
Northborough, MA
Assistant Town Administrator
Acting Town Administrator
Administrative Asst. to the Town Admin
Holden, MA
Intern

2009-2011
2007-2009
2004-2007

2000-2003
1993-2000
1992-1993
1991
1988-1990
1987

Click here to view full biography at GovHRusa.com

P: 847.380.3240

www.govhrusa.com

ALICE BIESZCZAT

Alice Bieszczat is a Human Resources Specialist with GovHR USA, and brings over 20 years of
experience spanning the private, non-profit and public sectors to the organization.

Ms. Bieszczat has provided human resources consulting services for both Voorhees Associates and the PAR Group, as well as non-profit
consulting services for clients including the Ann & Robert H. Lurie Children’s Hospital of Chicago, the North Shore Senior Center, Aurora
Healthcare and the Archdiocese of Milwaukee. Her most recent consulting assignments for GovHR USA have included Classification and
Compensation Studies in Wisconsin, Indiana, Iowa, Illinois, Massachusetts and Michigan.
Ms. Bieszczat also worked for the Chaddick Institute of Metropolitan Development at DePaul University. During her tenure there she helped
implement programs advancing the field of urban planning and design review for municipalities in metropolitan Chicago. Her research on
transportation innovations was published in the Transportation Research Journal and featured in national media such as the New York
Times, Atlantic Cities and Planning Magazine. She has lectured on transportation innovations in conference, seminar and university
settings. At Lurie Children’s Hospital of Chicago, Ms. Bieszczat led the Foundation Gifts team in securing leadership gifts to support its
community-based outreach programs and the construction of its new facility in downtown Chicago. Ms. Bieszczat began her career in
telephony. As a Radio Frequency Engineer for Sprint Cellular and Alltel, she partnered with local maintenance technician teams to plan,
design, implement and optimize cellular phone networks nationwide.

PROFESSIONAL EDUCATION

PROFESSIONAL BACKGROUND

•
•

More Than 20 Years of Experience in Private, Non-Profit and Public
Sectors
• GovHR USA/Voorhees Associates 2008;
2012 – Present
• Chaddick Institute of Metropolitan
Development at DePaul University, IL
2009 – 2012
• Lurie Children’s Hospital of Chicago
2005 – 2008
• American Diabetes Association
2004 – 2005
• Accelerated Fundraising Solutions
2000 – 2003
• Sprint Cellular/Alltel
1996 – 2000

Master’s in Public Service Management, DePaul University, IL
Bachelor of Science in Mathematics, DePaul University, IL

PROFESSIONAL DEVELOPMENT AND
SPEAKING ENGAGEMENTS
• Published research on transportation innovations in
•

Transportation Research Journal and Transport Policy
Lecturer on Transportation Innovations

PROFESSIONAL CONSULTING
• Aurora Healthcare and the Archdiocese of Milwaukee
• Ann & Robert H. Lurie Children’s Hospital of Chicago
• North Shore Senior Center
• Logan Square Neighborhood Association

P: 847.380.3240

www.govhrusa.com

City of Evansville, Wisconsin
Proposal to provide a compensation study
November 5, 2020

Baker Tilly US, LLP
380 Jackson Street, Suite 300
St. Paul, MN 55101
T: +1 (651) 223 3000
F: +1 (651) 223 3046
bakertilly.com

November 5, 2020
Ms. Melanie Crans
City of Evansville
PO Box 529
Evansville, WI 53536
Dear Ms. Crans:
In accordance with the City of Evansville’s (the “City”) request for proposals, Baker Tilly US, LLP (“Baker
Tilly”) is pleased to submit our qualifications to conduct a classification and compensation study to
update the current classification and compensation plan for the City’s employees covered by its current
program.
Our firm has assisted numerous jurisdictions throughout the United States in addressing human resources
and compensation issues, as well as performing specialized management studies. We have created an
extensive consulting service that provides in-depth study and analysis on a variety of management topics.
In addition, Baker Tilly ensures that we have the staff, capabilities and experience required for the study
the City has outlined.
Baker Tilly has developed specialized expertise in performing personnel and compensation studies and
currently serves as the ongoing position classification consultant for several cities throughout Wisconsin,
the Midwest region and the Country. We feel that this experience, coupled with our technical and human
resources specialties, will bring extensive expertise to your study in the areas of human resources administration.
Included in this proposal are the qualifications of our firm, a detailed scope of services, our study methodology
and a list of client references. The project’s time frame is also provided, along with the resumes of the
consulting team.
Very truly yours,
BAKER TILLY US, LLP

Kathleen Aho
Principal
T: +1 (651) 223 3048
E: kathy.aho@bakertilly.com

Ann Antonsen
Director
P: +1 (651) 223 3057
Email: ann.antonsen@bakertilly.com
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Baker Tilly US, LLP, trading as Baker Tilly, is a member of the global
network of Baker Tilly International Ltd., the members of which are
separate and independent legal entities.

1. Contact information
Firm name and address
Baker Tilly US, LLP
380 Jackson Street, Suite 300
Saint Paul, MN 55101
T: +1 (651) 223 3000
F: +1 (651) 223 3046
W: www.bakertilly.com

Project contacts
Ann Antonsen, Director
Project Director
380 Jackson Street, Suite 300
Saint Paul, MN 55101
T: +1 (651) 223 3057
E: ann.antonsen@bakertilly.com

City of Evansville, Wisconsin

Kathleen Aho, Principal
Authorized Representative
380 Jackson Street, Suite 300
Saint Paul, MN 55101
T: +1 (651) 223 3048
Email: kathy.aho@bakertilly.com
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2. Project team
The Baker Tilly project team is designed specifically for the City
of Evansville.
This project team represents experienced professionals who will be working on this project.
Our service team is selected to meet four very specific objectives for the City: 1) It represents
the staff who will be directly responsible for your projects; 2) It provides a range of expertise
to cover the range of service requirements; 3) It provides a national perspective of experience
and institutional knowledge to achieve your future objectives; and 4) It represents the
commitment to take personal and professional responsibility for the services and outcomes
for the City.

Organizational chart

City of Evansville, Wisconsin
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2. Project team

Project team bios
Director

Ann Antonsen
Qualifications: Ann is a consultant with a strong background in
organizational management and human resources that she uses
effectively in developing position analyses, classification and
compensation studies, performance management and evaluation system
development and staff training and in conducting executive search
efforts for the public sector. She also specializes in performing
organizational studies, revising and developing personnel policies and
manuals and in conducting organizational management training sessions
and providing general human resources assistance. Ann has been with
the firm since 2005 and earned a Bachelor of Arts in Psychology from
the University of Minnesota.

Manager

Jada Kent, CCP
Qualifications: Jada is a manager with a background in public sector
human capital consulting, including classification & compensation,
organization management, and executive recruitment over the last 5
years with Baker Tilly. Jada has earned a master's degree in Public
Administration (MPA), a Certified Compensation Professional (CCP)
designation from WorldatWork, and is a member of the North Texas
Compensation Association (NTCA).

Brenda Turner, CCP

Project Manager

Qualifications: Brenda is a human capital senior associate with a
background serving in compensation and human resources. Prior to
joining Baker Tilly, Brenda served most recently as the senior director of
global compensation for a global technology company. She has also
served in varying compensation, finance and accounting roles in the
hospitality, travel and technology industries. Brenda is a Certified
Compensation Professional (CCP) through World at Work and is also a
member of the Society for Human Resources Development (SHRM).
She earned a Master of Business Administration from the University of
Texas and joined Baker Tilly in February of 2020.

Senior Consultant

Jama McClung
Qualifications: Jama joined the executive recruitment team supporting
Mid-Atlantic executive recruitment work in 2010. Now her specialty focus
is classification and compensation studies, performance evaluations and
benefits review. Jama has performed prior consulting support work as a
capital project assistant for healthcare IT financial system conversions
and IT infrastructure upgrades and has served as a public finance
assistant, supporting senior living and healthcare public finance bankers.
She attended Glenville State College and is currently completing
coursework toward a bachelor’s degree in Business Administration.

Full Project Team Resumes can be found in Appendix II.

City of Evansville, Wisconsin
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3. Abilities and expertise
Firm introduction
Baker Tilly is a nationally recognized firm with a long history
of service to clients located throughout the country — and
internationally. As a member of Baker Tilly International, the
world’s 10th largest accountancy and business advisory
network, we are able to extend our reach through trusted
relationships with firms located across the country and
throughout the world.
Baker Tilly was founded in 1931 with one central objective:
to use our industry specialization to help our clients improve
their businesses. For more than 85 years, Baker Tilly has
understood that our business demands absolute integrity, a
belief in the value of trusted relationships and a willingness
to collaborate with every client. We will strive to continue to
deepen and enhance our relationship with Evansville as we
seek to become your Valued Business Advisor.
Key facts about Baker Tilly:
−

Headquartered in Chicago and employing more than
1,400 throughout the Midwest

−

Provides a wide range of accounting, tax, assurance
and consulting services by more than 4,000 total staff
members, including 375 partners

−

Ranked among the 15 largest accounting firms in the U.S.

−

Serving clients with industry-focused teams

Baker Tilly has provided high quality, independent financial
and management advisory services to public and not-forprofit organizations for more than 60 years. Baker Tilly’s
staff has been advising their clients in organizational
development for more than 30 years. Baker Tilly’s human
capital practice group is comprised of a knowledgeable, experienced staff with direct
experience in managing and leading local city and county governments. Our team of
professionals brings practical, realistic and creative solutions to the challenges faced by
public entities.
Our compensation consulting team is focused on position classification, compensation and
performance evaluation. Our work is competitive, current, court tested and copyrighted to
deliver pragmatic outcomes. Our organizational management focus ranges from human
resource consulting, executive recruitment, group facilitation, strategic planning, budget
analysis, resource sharing and building collaborations to organizational improvement and
efficiency studies.
City of Evansville, Wisconsin
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3. Abilities and expertise
Public entities are under a great amount of pressure to deliver high quality services in a
fiscally constrained environment. Traditional methods and means don’t necessarily work
anymore and this scenario is not likely to change at any time in the future. To that end,
elected officials and public administrators are under pressure to employ new and innovative
solutions that require progressive leadership, creative collaboration, cautious risk taking
and an investment in their personnel and organizational foundation. Success in the public
sector is hard to define, but those public entities that enhance and enrich their people,
their process and their systems are more likely to deliver more value by maximizing the
use of public resources, thus achieving more success in the marketplace of public opinion.
Since our firm’s beginning, we have emerged as a leader in human resource management
consulting and executive recruitment. It is our 30+ years of consulting experience, coupled
with our unique approach and personal touch, which drive our internal standard for delivering
only outstanding services and leading-edge products.

Why Baker Tilly is ideally suited to serve Evansville
–

Our team has successfully performed hundreds of similar studies nationwide,
having been successfully implemented in governments large and small.
Baker Tilly has been performing compensation and classification studies for more than
30 years. We have successfully implemented hundreds of studies in public organizations
across the country. Our focus is on the public sector and our personnel have extensive
experience in public sector pay and classification.

–

With us, you do not just get a study, you get a system. We train you in the system
and leave you prepared to utilize it, as needed, as your workforce needs evolve.
Upon completion of the study Evansville will have the necessary tools to manage the
classification and compensation system moving forward. As the City changes and
evolves, the SAFE® system provides the City with a tool to evaluate positions as they
change or as they are created.

–

Our SAFE® classification system is solid, tested and is proven as a methodology
for fairly and appropriately distinguishing classifications between public employees.
In today’s environment, organization’s need to know that their methods are proven and
sound. SAFE® gives you a tested methodology that works to properly differentiate
between job classes in your organization.

–

We know that quality studies rest on quality data.
To achieve this goal, we carefully identify benchmark positions for use in the study process
and ensure that we collect data on a comparative basis. When the study is completed,
we support our work with regression analysis to document your proposed payline to
your benchmarked competition.

Overall, we pride ourselves in doing high-quality work that is defensible, transparent and
fair to both the organization and its employees, as we realize that a pay and classification
study is critical to your ability to maintain and grow the quality of workforce that you
need to perform at the level expected by your citizenry. We proudly stand by our work
and will defend and support it through adoption.

City of Evansville, Wisconsin
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4. Experience
There are a number of factors that set Baker Tilly apart from
other consulting firms performing studies such as the proposed
engagement for the City of Evansville.
Although we have included below a lengthy list of organizations for whom Baker Tilly has
provided classification and compensation services, to simplify Evansville’s evaluation
process, we have augmented this list by including a brief narrative of select experience
our staff provides, as well as a generalized list of outcomes consistent to our many
custom compensation engagements.
–

Evaluating the appropriateness of (and potentially consolidating) job titles: The
assignment of job titles (including the potential for consolidation where warranted) is
an integral part of each comprehensive classification and compensation study that Baker
Tilly conducts. Baker Tilly provides a consistent, easy to explain and understand
rationale for the assignment of job titles, which would be vital to Evansville’s success
in this project given the diversity of jobs included in the scope of work.

–

Analyzing extensive total compensation
survey data: Baker Tilly has assigned to the
Evansville project a consulting team with diverse
public and private sector experience gathering
and analyzing survey data. This group has
extensive experience in customized classification
and compensation studies for numerous
organizations.
Providing detailed implementation cost
estimates: Although discussed in greater detail
below, Baker Tilly has the experience and
capability to guide Evansville in the most
effective implementation costing scenarios and
to prepare highly complex financial models
leveraging our staff’s Microsoft Excel skillset.

–

–

Our engagement team
has completed nearly
250 successful
compensation and
classification studies
since 2015

Presenting compensation results: Baker Tilly’s staff has broad experience interacting
with employees at all levels in our client organizations. From executives primarily in
office working environments to individual contributors in the field, we have successfully
engaged employees to establish credibility in our methodology and results. Likewise,
our staff has a distinct ability to present the results of classification and compensation
studies in such a way that elected officials from all walks of life can understand.

City of Evansville, Wisconsin
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4. Experience
Although each engagement is different, the following are the general results Baker Tilly
has achieved on behalf of our public sector clients:
–
–
–
–
–
–

Established fair and equitable relationships among positions throughout various pay
structures (internal equity);
Identified relevant market conditions to strategically select benchmark organizations;
Included employee input and participation to promote transparency and consistency
in the job classification and compensation processes;
Developed pay structures that reflect the defensible, quantifiable alignment of
positions and market competitiveness;
Maintained compliance with state and federal laws (FLSA, for example); and
Implemented modified job classification and compensation systems within our client’s
defined budget parameters.

Following is a partial list of Baker Tilly’s previous Human Capital studies.
List of relevant projects: 2015 – present
Year

Client

State

2015

Amherst

VA

Pay & Class Study

2015

Appomattox River Water Authority

VA

Comp Study

2015

Bloomington

MN

SAFE Database

86,319

2015

Bluffton

SC

Class & Comp Study

15,199

2015

Cass Lake

MN

Comp Study

2015

Chesapeake Bay Bridge Tunnel Dist Com

VA

Salary Update Study

2015

Clarkfield

MN

Class & Comp Study

832

2015

Coweta County

GA

Class & Comp Study

133,180

2015

Dinwiddie County

VA

Comp Study

2015

Emporia

VA

Comp & Class Study

5,588

2015

Franklin County

VA

External Comp Study

56,335

2015

Harris County

GA

Class & Comp Study

32,663

2015

Hutchinson Utilities Commission

MN

Job Eval and Comp Syst

13,871

2015

Independent School District No. 0206

MN

Salary Study

11,580

2015

Kannapolis

NC

Class & Comp Study

44,359

2015

La Crosse Public Library

WI

Class & Comp Study

51,522

2015

Lake Geneva

WI

Comp Study

2015

Lake Worth

FL

Class & Comp Study

2015

Le Sueur

MN

Comp Study

2015

Lee County

NC

External Comp Study

60,266

2015

Lexington

NC

SAFE Training

18,993

2015

Little Falls

MN

Class Study

8,232

2015

Luray

VA

Comp Study

4,860

2015

Maple Lake

MN

Class & Comp Study

2,093

2015

Maryville

TN

Class & Comp Study

27,992

2015

Midlands Auth for Conv, Sports & Tourism

SC

Class & Comp Study

City of Evansville, Wisconsin

Project

Population
2,219

747

27,904

7,710
36,000
4,041
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4. Experience

List of relevant projects: 2015 – present
Year

Client

State

2015

Monroe

NC

Class & Comp Study

2015

Mukwonago

WI

Comp Study

7,494

2015

New Ulm

MN

Comp Study

13,210

2015

Newnan

GA

Comp & Class Study

34,847

2015

Newport

MN

Class & Comp Study

3,461

2015

NC Assn of County Commissioners

NC

Comp & Class Study

9,944,000

2015

Orange Water and Sewer Authority

NC

Comp Study

2015

Otsego

MN

Class & Comp Study

14,254

2015

Pine County

MN

Class & Comp Study

29,104

2015

Plymouth

MN

Class Study

73,987

2015

Quin Rivers Inc.

VA

Comp Study

2015

Red Lake Falls

MN

Comp Study

2015

Rivanna Water and Sewer Authority

VA

Class & Comp Study

2015

Rockbridge County

VA

Class, Comp & Perf Eval

2015

Rockingham County

NC

Class & Comp Study

2015

Rowan County

NC

Comp Plan Study

138,323

2015

Scott County Community Development Agency

MN

Class & Comp Study

137,232

2015

Sherburne County

MN

Class & Comp Study

90,158

2015

Shorewood School District

WI

Comp Study

13,337

2015

Siler City

NC

Class & Comp Study

8,169

2015

South Boston

VA

Comp Study

7,989

2015

Southampton County

VA

Class & Comp Study

18,128

2015

Warrenton

VA

Class & Comp Study

9,862

2015

Washington Housing Auth & Mid-East Reg. Housing Auth

NC

Class & Comp Study

2015

Whitewater

WI

Class & Comp Study

14,732

2015

Wilson

NC

Comp Study

49,628

2015

Wythe County

VA

Class & Comp Study

29,344

2016

Altavista

VA

Class & Comp Study

3,490

2016

Ankeny

IA

Class & Comp Study

51,567

2016

Belle Plaine

MN

Comp Plan

6,838

2016

Bertie County

NC

Comp Study

20,344

2016

Blacksburg

VA

Comp Study

43,609

2016

Branson

MO

Class & Comp Study

11,064

2016

Cabarrus County

NC

Comp Study

2016

Cannon Falls

MN

Class & Comp Study

4,078

2016

Chapel Hill

NC

Class & Comp Study

59,635

2016

Cleveland County Water

NC

Pay & Class Study

97,047

2016

Cologne

MN

Comp Study

2016

Crosslake

MN

Class & Comp Study

2016

Dallas Area Rapid Transit Authority

TX

Comp Services

City of Evansville, Wisconsin

Project

Population
33,975

140,352

1,410
22,307
91,898

187,226

1,564
2,193
1,318,000
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4. Experience

List of relevant projects: 2015 – present
Year

Client

2016

Daniel Boone Regional Library

MO

Class & Comp Study

2016

Dare County

NC

Class & Comp Study

35,019

2016

Eagan

MN

Class & Comp Study

65,453

2016

Eastern Shore of Virginia 911 Commission

VA

Comp Update

2016

El Paso

TX

Class & Comp Study

674,433

2016

Gastonia

NC

Class & Comp Study

73,209

2016

Grant County

MN

Class & Comp Study

5,989

2016

Greenville Housing Authority

NC

Class & Comp Study

89,130

2016

Hibbing Housing and Redevelopment Authority

MN

Class & Comp Study

16,301

2016

Hoboken Housing Authority

NJ

Comp Study

52,575

2016

Independent School District No. 0206

MN

SAFE System

11,580

2016

Kenosha Joint Services

WI

Wage & Comp Study

99,889

2016

Lake Zurich

IL

Class & Comp Study

19,984

2016

Lawrence Public Library

KS

SAFE Database

2016

League of Wisconsin Municipalities

WI

Market Survey

2016

Louisa County Public Schools

VA

Comp Study

33,945

2016

Manassas

VA

Class & Comp Consult

41,705

2016

Moorhead Public Housing Agency

MN

Salary Study

39,398

2016

Newport News Redevelopment & Housing Authority

VA

Comp Study

182,385

2016

Nisswa

MN

Class & Comp Study

2016

Port of Corpus Christi Authority

TX

Comp & Ben Struc

2016

Rappahannock Juvenile Facility

VA

Class & Comp Study

2016

Richmond Behavioral Health Authority

VA

Comp Update

2016

Richmond Heights

MO

Comp & Class Study

2016

Roanoke Valley Juvenile Detention Center

VA

Salary Study

2016

Selma

NC

Class & Comp Update

2016

Shenandoah County

VA

Salary Survey

42,684

2016

Spring Hill

TN

Class & Comp Study

32,576

2016

St. Charles City-County Library District

MO

Comp & Benes Analysis

2016

St. Cloud Housing and Redevelopment Authority

MN

Comp Study

66,297

2016

Stevens Point

WI

Comp Study

26,670

2016

Stevens Point Area Public School District

WI

Comp Study

26,670

2016

Sumter County

FL

Comp Study

105,056

2016

Washington County Community Development Agency

MN

Class & Comp Update

251,597

2016

Willmar

MN

Comp Study

2016

Wilmington

NC

Comp Practices and Market Pay Study

112,067

2016

Winston Salem

NC

Class & Comp Study

236,441

2017

Aitkin

MN

Class & Comp Study

2,087

2017

Appalachian Regional Library

NC

Class & Comp

2017

Association County Commissioners of Georgia

GA

Class & Comp

City of Evansville, Wisconsin
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5,779,000

2,004
316,381

8,508
6,237

19,680

10,100,000
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4. Experience

List of relevant projects: 2015 – present
Year

Client

2017

Bath County Public Schools

VA

Pay & Class

2017

Baudette

MN

Market Survey

2017

Baxter

MN

Comp Study

2017

Cabarrus County

NC

Class & Comp Study

2017

Cabarrus Health Alliance

NC

Comp Benefit Study

2017

Caroline County

VA

Pay & Class Study

29,298

2017

Chapel Hill

NC

Comp Study & FLSA Rev

59,635

2017

Chincoteague

VA

Comp Study

2017

Cleveland County

NC

Comp & Benes Study

2017

Craven County

NC

Comp Study

2017

Dunn County

WI

Market Survey

2017

Florida Municipal Power Agency

FL

Comp Study

2017

Fort Wayne City Utilities

IN

Class and Comp

2017

Harnett County

NC

Comp Study

2017

Harrisburg

PA

Class & Comp Study

49,188

2017

Hopewell

VA

Class & Comp Consult

22,163

2017

Independent School District No. 0013

MN

Job Desc/Pointing Agree

19,674

2017

Le Sueur County

MN

Market Survey

27,810

2017

Lee's Summit

MO

Comp & Benefit Study

93,184

2017

Lufkin

TX

Comp Study

36,085

2017

Meeker McLeod Sibley Community Health Services

MN

Class & Comp Study

2017

Mendota Heights

MN

Class & Comp Study

11,222

2017

Middlesex County

VA

Comp & Class Study

10,762

2017

New Brighton

MN

Market Survey

21,867

2017

New Hope

MN

Market Survey

20,877

2017

North Mankato

MN

Anal of Comp Syst Structure

13,439

2017

Osseo

MN

Class & Comp Study

2017

Person County

NC

Phase II Implementation

2017

Pine Island

MN

Class & Comp Study

2017

Piqua

OH

Comp Study

2017

Pleasant Hill

IA

Class & Comp Study

2017

Polk County

MN

Market Survey

2017

Pulaski

VA

Class & Comp Plan

2017

RC Hospital and Clinics

MN

Class & Comp Study

2017

Richland

WA

Class & Comp Study

53,019

2017

Roanoke County

VA

Benefits Survey

93,524

2017

Robbinsdale

MN

Comp Study

14,302

2017

Saginaw County

MI

Class & Comp

195,012

2017

Salem

VA

Class & Comp

25,483

2017

Sammamish

WA

Class & Comp Study

50,169

City of Evansville, Wisconsin

State
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7,781
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97,047
103,451
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List of relevant projects: 2015 – present
Year

Client

2017

Santa Fe

NM

Class & Comp Study

83,875

2017

Shelby

NC

Class & Comp Study

20,325

2017

Stacy

MN

Comp Plan

2017

Story County

IA

Class & Comp Study

2017

Topeka and Shawnee County Public Library

KS

Comp Study

2017

Upper Trinity Regional Water District

TX

Comp & Class Study

2017

Vienna

VA

Class & Comp Study

16,370

2017

Watauga County

NC

Class & Comp Study

52,372

2017

West Point Public Schools

VA

Class & Comp Study

2017

Wyoming

MN

Market Survey

2017

Yellow Medicine County

MN

Market Survey

2018

Battle Creek

MI

Comp Study

51,833

2018

Bemidji

MN

Comp Study

14,435

2018

Blue Springs

MO

Pay Plan Design

53,294

2018

Bonner Springs

KS

Comp and Class Study

2018

Broad River Water Authority

NC

Class and Comp Study

2018

Burnsville

MN

Class and Comp Study

2018

Carver

MN

Comp Study

2018

Cleveland County

NC

SAFE Database

97,047

2018

Cloquet

MN

Comp Plan Update

12,050

2018

Craven County Schools

NC

Comp Study

2018

Dallas Area Rapid Transit Authority

TX

Comp Study

2018

Dayton

VA

Class and Comp Study

1,609

2018

DeSoto

TX

Class and Comp Study

52,599

2018

Dinwiddie County Schools

VA

Review of Compensation Study

2018

Elko New Market

MN

Pay Equity Report

2018

Eudora

KS

Class and Comp Study

2018

Grain Valley

MO

Class, Comp & Benes Study

2018

Harris County Housing Authority

TX

Salary/Wage Comparability Study

2018

Housing Authority of the Durham

NC

Salary Comparability Study

2018

Ingleside

TX

Class & Comp Study

2018

Intermediate School District No. 917

MN

Job Description Updates/Training

2018

Johnson County

IA

Comp and Class Study

2018

Lakeville

MN

Class & Comp Study

58,562

2018

Laurinburg

NC

Class & Comp Study

15,774

2018

Leavenworth

KS

Comp Study

35,891

2018

Mansfield

CT

Class & Comp Study

25,959

2018

Minnehaha Creek Watershed District

MN

Class and Comp Study

2018

Minnehaha Creek Watershed District

MN

Pay Equity Report

2018

Minnetonka

MN

Class & Comp Study

City of Evansville, Wisconsin

State

Project

Population

1,426
92,406

7,750
9,875

7,665
61,290
4,628

4,513
6,211
13,125
263,016
10,488
144,251

1,124,000
51,638
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4. Experience

List of relevant projects: 2015 – present
Year

Client

2018

Northwest Regional Library

NC

Class & Comp Study

2018

Person County

NC

Phase III C&C Implementation services

2018

Rappahannock Regional Jail

VA

Comp Study

2018

Scott County Community Development Agency

MN

Pay Equity Report

2018

Thibodaux

LA

Market Study

14,566

2018

Verona

WI

Market Survey

10,632

2018

Wabasha Soil and Water Conservation District

MN

Class Study

2018

Willmar

MN

Comp Study

2018

Winston Salem

NC

Class & Comp Study-Phase II

2018

Wright Soil & Water Conservation District

MN

Class and Comp Study

2019

Adams County

WI

Class & Comp Study

2019

AppalCART

NC

Class & Comp Study

2019

Bellingham

WA

Comp Market Study

89,045

2019

Brooklyn Center

MN

Comp Study

30,712

2019

Capital Region Water

PA

Class & Comp Study

2019

Circle Pines

MN

Comp & Class Study

4,978

2019

Council Bluffs

IA

Class & Comp Study

62,316

2019

Dallas Housing Authority

TX

Comp Study

2019

Fillmore Soil & Water Conservation District

MN

Class & Comp Study

2019

Gastonia

NC

Class & Comp Study

75,536

2019

Gatesville

TX

Class & Comp Study

12,387

2019

Independent School District No. 2769

MN

Job Desc/Pay Equity Review

2019

Intermediate District 0287

MN

Pay and Class

2019

Iowa League of Cities, Des Moines

IA

Comp Study

2019

King County Housing Authority

WA

HR Management Consulting

2019

Local Government Information Systems

MN

Comp & Benefit Study

2019

McFarland

WI

Market Survey

2019

Montgomery

MN

Class & Comp Study

2,907

2019

Morehead City

NC

Class & Comp Study - Maintenance

9,203

2019

North Central Regional Library

WA

Comp & Benefits Study

2019

Pottawattamie County

IA

Class & Comp Study

2019

Payson

AZ

Class & Comp Study

15,476

2019

Pittsylvania County

VA

Comp Study

62,426

2019

River Falls

WI

Class & Comp Study

15,510

2019

Rocky Mount

VA

Comp Study

2019

Saginaw County

MI

Class & Comp Phase II

195,012

2019

Saginaw County

MI

Class & Comp Phase III

195,012

2019

Salem

VA

Class & Comp

25,483

2019

Sartell

MN

Class & Comp Study

13,917

2019

Scandia

MN

Class & Comp Study

4,120

City of Evansville, Wisconsin

State

Project

Population
39,276
137,232

19,680
236,441
19,973

3,146,000

93,386

4,798
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4. Experience

List of relevant projects: 2015 – present
Year

Client

State

Project

2019

St. Charles City-County Library District

MO

Market Study

2019

Stutsman County

ND

Comp Study

2019

Tyler

TX

Class & Comp Study

2019

Wheaton

IL

Market Survey

2019

Wright County

MN

Class & Comp Study

2019

Zimmerman

MN

Comp Study

2020

Population

104,991
53,373
131,311
5,499

Rappahannock County

VA

Comp & Class Study

7,321

Current

Amelia County

VA

Class & Comp Study

13,145

Current

Crystal

MN

Comp Study

22,463

Current

Elko New Market

MN

Pay Plan Update

Current

Fertile

MN

Class & Comp Study

833

Current

Fosston

MN

Class & Comp Study

1,481

Current

Horicon

WI

Class & Comp Study

3,595

Current

Independent School District No. 0625

MN

Principal Wage Study

Current

Middleton

WI

Comp Study

Current

Moorhead Public Housing Agency

MN

Pay & Classification

Current

Onalaska

WI

Class & Comp Study

18,712

Current

Otsego

MN

Comp Study

17,357

Current

Richmond

IN

Comp Study

35,353

Current

Traverse County

MN

Class & Comp Study

3,308

Current

Waite Park

MN

Comp Study

7,718

Current

Windsor

VA

Class & Comp Study

2,626

City of Evansville, Wisconsin
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5. Planned approach
Baker Tilly is uniquely positioned to assist the City of Evansville
to ensure an equitable, competitive classification and compensation
system is in place that supports its mission of competent, expeditious,
courteous and cost-effective services.
Overview of approach
The City of Evansville is seeking the assistance of a qualified consultant or firm to conduct
a classification and compensation study and provide recommendations to ensure that
the City remains competitive in the marketplace and can continue to attract and retain a
talented workforce at market rates. This includes an overall evaluation of the City’s current
pay structure and benefits compared with that of other relevant competitors; a detailed
analysis of the City’s classification and compensation structure and recommendations for
implementing proposed changes.
Baker Tilly’s methodologies are consistent with these goals, as we base our studies on
the following guiding principles:
–

Classification and compensation studies should include employee involvement and
promote transparency to ensure that, at the commencement of the project, ambassadors
are created who will build confidence in the process at all levels in the organization

–

As classification and compensation systems are a key aspect of many other human
resources (HR) programs, they must be strategically structured to achieve the stated
compensation philosophy and greater operational goals

–

Position classification should be a defensible process, the assignment of positions
into pay grades should be based on a quantifiable system of job evaluation

–

Compensation surveys should include relevant benchmark organizations. Who does
the City compete with for talent? Are the demographic characteristics similar? Is there
consistency in the services provided? What is the appropriate competitive position?

Adhering to these principles will ensure the proposed compensation study meets its stated
goals and best practices, is objective and has the most support during and after implementation.
To facilitate an effective comparison between Baker Tilly’s proposal and that of other
respondents, we have outlined below key project phases, inclusive of deliverables. Please
note that this reflects multiple options for your consideration. Should our subsequent
timeline or fee structure exceed those of other consultancies, we’d be pleased to discuss
both if identified as a semi-finalist/finalist for your procurement.

City of Evansville, Wisconsin
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1. Project initiation – data collection
a. Kick-off materials and presentation
b. Project schedule
c. Initial data request and review
d. Meetings with project team and department heads
2. Employee communication sessions
a. Position Analysis Questionnaire (PAQ)
b. Employee presentations
3. Job classification/development of job evaluation system
a. SAFE® job evaluation
b. Classification recommendations and corresponding employee allocation
4. Total compensation survey and update/development of pay plan
a. Salary range comparisons using a customized survey and reputable, industrystandard sources of published survey data
b. Job summaries and salary survey
c. Market comparisons
d. Preliminary and final pay plan(s)
5. Implementation strategy and staff training
a. Implementation costing scenarios (up to three)
b. Staff training
c. Administrative guidelines
d. SAFE® job evaluation scoresheet for ongoing administration
6. Final report
a. Draft and final reports
b. Concluding presentation

Our understanding of Evansville’s needs
Baker Tilly will conduct a comprehensive classification and compensation study and
analysis for the City’s approximately 27 positions. Baker Tilly will assist the City in the
review and analysis of the current job classification and compensation system, conducting
a comprehensive market survey, evaluating internal equity and recommendations for
improvements to the existing system or development of a new system which meets the
goals established by the City of Evansville. The proposed system will be understandable
and explainable to administration, elected officials, employees and citizens and can be
maintained by the City. The system will allow the City of Evansville to recruit and retain
quality, qualified employees and will be competitive with comparable organizations. The
system Baker Tilly will develop will:
–
–
–
–
–

Establish fair and equitable compensation relationships between positions within the City
Reflect relevant market conditions outside the organization
Apply to all City positions professionally, consistently and objectively
Include employee input and participation as an integral part of the study process
Provide a strategic plan for implementation and ongoing maintenance in accordance
with best practices

City of Evansville, Wisconsin
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Proposed solution to meet Evansville’s needs
Baker Tilly would value the opportunity to assist the City of Evansville with its compensation
study. Our experience working with other comparable government entities in Wisconsin
and around Evansville gives us a thorough understanding of the scope of the study that
the City is seeking.
The services to be provided by Baker Tilly include:
–
–
–
–
–

–

–

–

Meetings conducted with administration, department heads and other relevant staff to
gain an understanding of the needs and expectations of the City and to collect information
on the City and department structure, operations and staffing
Conduct employee orientation meetings; employees and supervisors complete Position
Analysis Questionnaires (PAQs)
Evaluate positions to determine internal comparability of City positions
Determine FLSA status of City positions
Develop and conduct a comprehensive salary and benefits survey of comparable
organizations selected in conjunction with the City. Survey information is requested
directly from the selected participants. Baker Tilly does not rely on published survey
information for public sector participants; this information is used to supplement
information collected directly from the selected survey participants. We will use a
variety of resources to collect relevant private sector information. Summaries of City
positions are included in the survey instrument to ensure comparability of positions.
Provide recommendations for revisions to the City’s current compensation plan,
including options for implementation based on the City’s financial resources that will
enable the City to recruit and retain qualified employees, is competitive in the established
market, eliminates compression and ensures fair and equitable internal compensation
of City positions
Provide a manual and training of key City employees on maintaining the classification
and job evaluation system and the compensation plan, how to place new positions
within the classification, evaluation and compensation system and how to ensure the
system remains internally equitable and competitive with the City’s established market
Presentation of study findings and final report to the City.

The manner in which we approach a project takes into consideration two key variables:
process credibility and outcome credibility. Process credibility is the realization to all
involved, in particular City staff, that the methodology used is credible, reasonable and
fair to all concerned. In addition, the information and communication must be transparent,
honest and timely. Outcome credibility is the realization that the information and data
used to develop the findings and conclusions is comprehensive, complete and applied
consistently and appropriately without bias or preference to any particular person, persons
or individual agenda. If these two objectives are realized, the recommendations, outcomes
and future implementation are based on a strong foundation. This distinction is unique in
our business and is a contributing factor to the benefits and strengths of the Baker Tilly team.
In summary, extensive expertise, human capital consulting experience and a collaborative
approach positions Baker Tilly as the most logical choice to serve the City of Evansville’s
needs.
We are confident that you will find our assertions substantiated by the information presented
in this proposal and the comments provided by our references. We look forward to a
successful and lasting relationship.
City of Evansville, Wisconsin
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As described in this proposal and outlined below, Baker Tilly is an ideal candidate for meeting
your needs. Choose Baker Tilly and you will be joining forces with a strategic ally with vast
experience in collaboration with clients. We offer the requisite depth of experience, knowledge
and skills to effectively meet the City’s needs. Evansville will receive a solution tailored to
your needs and objectives from our collaborative process.
What we heard you seek
1.

Classification structure

2.

Market survey

3.

Compensation schedule

4.

Compensation
philosophy

5.

Classification manual

6.

Financial impact

How we will deliver
–

Assignment of positions to the appropriate classification
and alignment of internal relationships

–

An up-to-date market survey of those organizations with
whom you are competing for talent

–

We recommend a pay structure that is appropriate and
meets all state and federal requirements for all employees
included in the study

–

We will assist with the development of a pay philosophy
that makes sense – both for taxpayers and the organization.

–

You are buying a system, not just a study. We’ll train you
on our SAFE system and leave you with a manual and
the tools to manage the system thereafter

–

Options and our recommended path towards
implementation that meets both your fiscal and
operational goals, coupled with implementation cost for
each option

Project approach
Baker Tilly is pleased to submit this proposal to conduct an analysis of the City of Evansville’s
classification and compensation system. The proposed project approach and study
methodology are outlined below. The scope of services, tasks and staffing necessary to
successfully complete this project are discussed in subsequent sections of this proposal.
The project approach was developed to include employee and management involvement
and communication as requested by the City of Evansville. Baker Tilly is willing to adjust
any aspect of this study to respond to the City’s needs.

Project initiation
The Baker Tilly Project Director will meet with the designated City staff and appropriate
officials to establish working relationships and to finalize a comprehensive work plan and
timetable. At these meetings we will request that the designated project manager provide
us with the background materials necessary to conduct this study, including current job
descriptions, classification and compensation documents, a copy of each labor agreement
currently in effect, the City’s personnel policies, fringe benefit information and other relevant
data. This information will be evaluated to determine the status of existing human resource
management programs and to identify apparent issues and opportunities. The purpose of
the meeting(s) is to:
–
–
–

Introduce the Project Director and the consulting team
Discuss the background and experience of Baker Tilly and the consulting team
Discuss, in detail, the methodology to be used in conducting the study, the role of the
consulting team, management and the employees, and the amount and type of employee
participation

City of Evansville, Wisconsin
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–
–
–
–

Ascertain the major issues the City wants the study to address
Review the project schedule and determine significant milestones
Determine the frequency and content of status reports
Discuss methods of communicating the status of the study to employees

Baker Tilly will also meet individually with department heads to become familiar with
department structure and service levels, hiring and retention issues, any concerns with
the current compensation plan and any other issues that may need to be addressed
during the study

Data collection
Employees play a major role in providing the data needed for this study. Therefore, it is
imperative that employees receive information about the study and why it is being conducted,
be given opportunities for employee involvement throughout the process, learn the expected
outcomes, as well as have an opportunity to ask questions and express concerns.
Baker Tilly will conduct employee informational meetings to introduce the study, explain
study procedures and answer any questions employees may have about the process.
These meetings will be scheduled and conducted to ensure that all employees have an
opportunity to attend and so as not to disrupt the operations of the City.
Employees will be introduced to our Position Analysis Questionnaire (PAQ) at this time. The
questionnaire provides an opportunity for each employee to provide input on education,
training, certifications, licenses and experience requirements of the position and provide
input on the various job factors which apply to their position. Employees will also identify
the specific physical requirements and working conditions of their position to assist in the
consultant’s review for compliance with the Americans with Disabilities Act (ADA). Baker
Tilly will spend time at the meeting reviewing the PAQ and responding to employee questions.
The information gathered from the PAQs, along with the City’s updated job descriptions
will provide the information to be used during the job evaluation process and to assist in
gathering wage data from comparable organizations. Baker Tilly will also review each
position’s designation under the Federal Fair Labor Standards Act (FLSA). During the
informational meeting(s), we will also explain the supervisors’ roles in completing and
signing off on the PAQs and reviewing and providing input for changes to current job
descriptions. The questionnaire is designed to allow supervisors to comment on employee
responses without altering employee responses. This allows the consultant to review
complete, unedited responses from employees and supervisors. In instances where the
employee and supervisor view the position requirements differently, Baker Tilly will
conduct job audits (as necessary) to obtain more information. Audits will be scheduled to
minimize disruption to City operations. If necessary, meetings can be scheduled at the
beginning or end of a shift to facilitate employee attendance.
A sample PAQ is provided in Appendix I.

Market Survey Job evaluation and development of pay plan
In order to determine appropriate salary levels of positions in the workforce and address
the issue of comparable compensation, Baker Tilly will conduct an extensive salary and
benefits survey to compare City positions with analogous positions in other comparable
agencies in the area labor market. By gathering and analyzing information on wages,
wage equivalents and benefits, a comparison of total compensation can be reviewed in
comparison to the City’s established market area. External market comparisons for

City of Evansville, Wisconsin
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positions will be based on similar organizational structure, population, geographic location,
job responsibilities, scope of authority, financial, socio-economic, growth and other
relevant factors. The study team will consult with the City management and designated
staff in identifying the appropriate sources of survey data, which will include public and
private sector organizations. Baker Tilly will develop the salary survey in conjunction with
the City.
It is recommended that potential survey data pertain to organizations comparable to the
City, relate to those organizations with which the City is competing for employees and
represent the appropriate labor market.
There are different labor markets for positions. Some positions are recruited from the local
area, while others are recruited regionally and/or nationally. The consulting team will work
closely with the staff in determining the appropriate labor market for positions.

Job evaluation and development of pay plan
While salary survey data will assist the City in establishing its position in the competitive
market, job evaluation is the mechanism that ensures that internal relationships are equitable.
Baker Tilly has developed and copyrighted a job evaluation system known as Systematic
Analysis and Factor Evaluation (SAFE®) system. The SAFE® system is a unique job
evaluation method designed to measure job factors which apply specifically to local
government. This system has been successfully used for many years throughout the country
and has been reviewed by the United States District Court in conjunction with an Equal
Employment Opportunity (EEO) suit and found acceptable to the Court.
The system rates and ranks jobs based on various skill levels and work factors. The
result is an equitable and consistent method of evaluating jobs and relating positions to
the compensation plan. The system facilitates proper and equitable comparisons between
and among positions and minimizes the appearance of favoritism in evaluating, rating
and ranking jobs.
The elements considered in determining the relative value of classifications are:
−

Training and ability

−

Experience required

−

Level of work

−

Human relations skills

−

Physical demands

−

Independence of actions

−
−

Working conditions/hazards
Impact on end results

−

Supervision exercised

This system can be maintained by the City. Baker Tilly provides training to individuals
assigned by the City to this task on utilizing the SAFE® system to evaluate newly created
positions and re-evaluate revised positions.
Based on the wage and benefits data analysis and the job evaluation system, Baker Tilly
will develop a recommended compensation plan. The plan will be developed in accordance
with information obtained from the City regarding its pay philosophy as well as goals and
objectives established for its compensation program, including the option for a performance
based component. In the development of the proposed compensation plan, Baker Tilly
will attempt to equal the market rate for all positions and identify any deviations from the
market rate in writing in the Final Report prepared for the City. Baker Tilly will review options
City of Evansville, Wisconsin
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with the City to address compensation plan structure, the spread for pay ranges, the
relationship between ranges and adjustments needed to ensure that the City remains
competitive with the labor market.

Development of Evansville’s compensation policy
A pay philosophy guides the design of a compensation system and answers key questions
regarding pay strategy. It generally takes a comprehensive, long-term focus and explains
the compensation program’s goals and how the program supports the employer’s longrange strategic goals. Without a pay philosophy, compensation decisions tend to be viewed
from a short-term tactical standpoint apart from the organization’s overall goals.
Market competitiveness and internal equity are among the most important areas addressed
in a pay philosophy. An organization’s desired market position involves defining the market
and identifying where the organization wants to be positioned within that market. Market
position should balance what it takes to attract new employees and retain skilled employees
(in other words, eliminate higher pay as the reason employees leave the organization)
with the organization’s financial resources. Internal equity expresses an organization’s
desire to provide comparable pay to positions with comparable duties and responsibilities.
A pay philosophy should be developed that establishes a compensation program based
on individual employee performance as a key feature of the pay philosophy. Therefore,
we emphasize references to performance in the pay philosophy discussion. As part of the
study, it is recommended that the City consider these concepts in the adoption of a formal
pay philosophy:
–
–
–
–
–
–
–
–
–

Providing fair and equitable rates of pay to employees
Defining the City’s market area
Developing a system that establishes a “market rate” for each position and states the
minimum wage and maximum rates that the City will pay individuals within a position
Establishing rates of pay that allows the City to compete successfully for new employees
within its market area
Establishing a market position that is fiscally responsible with public resources
Ensuring that pay rates for existing employees are based on individual performance
that meets or exceeds expectations and reflects changing economic conditions
Developing a compensation system that allows employees to progress through the
pay range as long as their performance consistently meets expectations
Developing pay administration policies and procedures that ensure their consistent
application between departments
Ensuring that the compensation program is understandable to employees, supervisors,
managers, the City officials and the public

Employee communications
Baker Tilly will develop a communications strategy to inform employees of job evaluation
and pay grade assignments. Employee communications will be developed explaining the
study methodology, employee input opportunities, study recommendations and the process
used for reviewing requests for reconsideration by employees who do not agree with the
assigned classification. The consultant will participate in the review of employee requests
for reconsideration.

City of Evansville, Wisconsin
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Implementation strategy
At the conclusion of the study, Baker Tilly will work with the staff in developing a plan for
implementing the study recommendations. The plan will coincide with the needs of the
City and the employees while maintaining the City’s financial integrity. An estimate of the
cost of implementation will be provided.

Staff training
At the conclusion of the study, Baker Tilly will train members of the staff in the methodology
used to develop, maintain and update all aspects of the classification and compensation
plan and how to determine the validity of requests for reclassification. The training program
will include the rating, ranking and salary grade assignments of positions. Instruction manuals
pertaining to the job evaluation system will be prepared and presented. The Baker Tilly
team will remain available to the staff for additional consultation after the study has been
completed.

Final report
The final report will be a document that contains the following:
–
–
–
–
–
–

Detailed study methodology
Discussion of the consulting team’s findings, conclusions and recommendations
regarding employee classification, salary structure, compensation philosophy, fringe
benefits, compensation plan, estimated cost and implementation plan
List of positions and the assignment of each to the compensation plan
FLSA Status recommendations for all positions
Salary and benefits survey results
Job evaluation factor analysis for each position

Post contract maintenance
Baker Tilly Incorporated can provide ongoing assistance to clients after completion of a
classification and compensation study. Post-contract maintenance services include assisting
Evansville with assignment of positions to the classification plan, determining the FLSA
status of a new or revised position and conducting job evaluations for reclassification
requests and new positions created by the City.

City of Evansville, Wisconsin
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5. Planned approach

Project timeline
Baker Tilly takes pride in meeting its time commitments.
The schedule to commence this project coincides with Baker Tilly’s completion of other
studies. This will ensure that the proposed staff members will be available to concentrate
on this study. Baker Tilly is prepared to initiate the study within 10 days after receiving the
official notice to proceed and will complete the study within 120 days. A detailed project
schedule is provided below.

There are factors that impact upon meeting the schedule that are beyond the
consulting team’s control. The proposed time frame is contingent upon a timely
decision, the receipt of requested data, and the timely receipt of feedback and
comments on the submitted preliminary data.

City of Evansville
Classification and Compensation Study
Activity

Target Date

–

Authorization to proceed

November 16, 2020

–

City completes initial data request

November 27, 2020

–

Initial planning meeting, executive briefing, and
employee communications

Week of December 7, 2020

–

PAQ distributed

Week of December 7, 2020

–

PAQ due to next-level supervisor for review

December 18, 2020

–

PAQ due to Baker Tilly

December 30, 2020

–

Baker Tilly submits salary, benefits and pay practices
survey for City approval

January 13, 2021

–

Baker Tilly distributes salary, benefits and pay practices
survey to benchmark organizations

January 22, 2021

–

Market survey due date

February 12, 2021

–

Baker Tilly prepares draft salary structures and
compiled salary survey results

March 5, 2021

–

Baker Tilly prepares modified salary structures (as
necessary, based on City feedback) and approximate
implementation costs

March 19, 2021

–

Baker Tilly submits final report and works with City to
schedule final report presentation

City of Evansville, Wisconsin
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6. References
The following references are for projects that Ann Antonsen,
proposed Project Director for the City of Evansville engagement,
recently completed.
The following references will attest to Baker Tilly’s ability to leverage our proven
classification and compensation methodologies, tailor them to fit specific needs and
concerns, and provide actionable implementation plans that consider the current and
future situation of our clients.
City of Middleton, WI
Name

Mike Davis

Title

City Administrator

Phone

(608) 821-8358

Email

mdavis@ci.middleton.wi.us

Services

Comprehensive classification and compensation study; on-going support and
compensation plan update (current)

City of Onalaska, WI
Name

Eric Rindfleisch

Title

City Administrator

Phone

(608) 392 0212

Email

erindfleisch@onalaskawi.gov

Services

Comprehensive classification and compensation study (current); City
Administrator was with the Village of McFarland during the study conducted in
2014

City of Stevens Point, WI
Name

Lisa Jakusz

Title

Human Resource Manager

Phone

(715) 346-1594

Email

ljakusz@stevenspoint.com

Services

Comprehensive classification and compensation study and on-going support

City of Waite Park, MN
Name

Shaunna Johnson

Title

City Administrator

Phone

(320) 252-6822

Email

shaunna.johnson@ci.waitepark.mn.us

Services

Comprehensive classification and compensation study; market survey; on-going
support; and compensation plan update (current)

City of Evansville, Wisconsin
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7. Proposed fee schedule
Professional fee
Baker Tilly will perform all the tasks delineated as described in this proposal for a professional
fee of $11,475. This fee is based on 27 positions, one employee orientation session as well
as required meetings with administration, three implementation options and associated
work outlined in this proposal to provide the City of Evansville with a classification and
compensation study. This proposal includes a maximum of two on-site visits by the project
manager. In person site visits are subject to the City and/or Baker Tilly precautionary travel
and personal contact measures in place due to COVID-19, for the safety of all employees.
Baker Tilly maintains systems to facilitate virtual meetings for all study phases.
If the City of Evansville selects Bakr Tilly to conduct both the executive search and the
classification and compensation study, Baker Tilly will discount the fees by 10%.
Baker Tilly would invoice the City for work completed based on the following schedule:
Percentage
Invoiced

Cumulative
Percentage

Completion of Project Initiation (or Employee Orientation)

25%

25%

Completion of Position Analysis Questionnaires

25%

50%

Distribution of Comprehensive Market Survey

20%

70%

Completion of Draft Pay Structure(s) or Pay Structure Updates

20%

90%

Completion of Final Report

10%

100%

Time of Invoice

Out-of-pocket expenses
Baker Tilly would charge the City of Evansville, at cost, for actual out-of-pocket expenses.
Out-of-pocket expenses include, but are not limited to, travel and sustenance, overnight
or messenger deliveries, conference calling beyond our internal capabilities, photocopying
and mailing costs. Direct out-of-pocket expenses are not expected to exceed $1,500 for
the project.

Additional work
Should the City of Evansville request and authorize additional work, we would invoice the
City at an agreed upon fee or our standard hourly fees. Additional Implementation Plans
will be billed at a cost of $750/plan. In addition, we would charge, at cost, for any related
out-of-pocket expenses.
Additional work would include work outside the scope of services as agreed to including,
but not limited to:
–
–
–

Additional position descriptions
Additional job audits
Additional on-site meetings

City of Evansville, Wisconsin
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Additional reports
Work related to a special request
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7. Proposed fee schedule
Title

Hourly Rate

Principal, Partner, Firm Director

$320

Director, Senior Manager

$270

Manager

$225

Senior Staff

$195

Staff

$165

Support

$80

Professional fee and project schedule
Our experience has shown that the greatest risk in a study of this nature is the City’s ability
to conduct an “apples to apples” comparison of the services recommended by different
vendors. For example, various job evaluation/classification approaches, from the “slotting”
of positions based on perceived internal equity considerations, to the development and
implementation of quantifiable systems of job evaluation (which Baker Tilly has included
with our SAFE® process), have been used successfully in local government. The City of
Greeley, therefore, will no doubt be faced with the challenge of evaluating the various proposed
methodologies, fee structures and timelines received as part of your procurement process.
Baker Tilly’s staff understands the impact these differences have on project deliverables
and would welcome the opportunity to discuss the advantages and disadvantages of
each approach so the City can make an informed decision for its compensation study.
Finally, if Baker Tilly is identified as the most responsive provider, whether due to our detailed
proposal, experience in similar environments or the strength and validity of our SAFE®
process, but our professional fees or timeline exceed those of other submittals, we would
be pleased to review the competing scope of services and prepare a best and final offer
relative to those modified deliverable expectations.

Negotiations
If selected, we will provide the City of Evansville with our standard engagement terms.
Should the City wish to provide alternate terms or proceed on the basis of its own format
agreement, we would require the ability to negotiate mutually acceptable terms and
conditions prior to executing a final contract.

City of Evansville, Wisconsin
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Appendices

Appendix I: sample PAQ

City of Evansville, Wisconsin

i

Baker Tilly US, LLP
380 Jackson Street, Suite 300
Saint Paul, MN 55101-2887
Tel: 651-223-3000
Fax: 651-223-3002
www.bakertilly.com

Instructions for Completing Your Position Analysis Questionnaire
Please read these instructions before completing your Position Analysis Questionnaire (PAQ). This form
is used to obtain information about your position. The questionnaire consists of multiple-choice and fill-in-theblank questions; please be clear, accurate and complete. For multiple-choice questions, please check only the
appropriate box on the left-hand side of the document; the right-hand box is for your supervisor or
department/division head to complete; check only one box per question, except for question 20 and the
American with Disabilities Act section. Please complete and return the PAQ to your supervisor.
Tips for Completing Your PAQ
• Spell out acronyms – acronyms may be exclusive to your department and mean something else nationally or
to another part of the organization
• Minimum Requirements – Answer the questions based on the minimum requirements needed to perform the
duties of the position
(you may have 10 years of experience, but would a new hire need that to do the job?).
TO:
Supervisors and/or Division/Department Heads
SUBJECT:
Instructions for Completing Position Analysis Questionnaire
After the employee or group of employees under your day-to-day supervision has completed a PAQ, they should
return them to you for your review and verification. You will want to check the appropriate boxes on the righthand side of every page, either agreeing or disagreeing with the boxes the employee has checked on the lefthand side. There is a section on Page 5 where you can comment on the accuracy and completeness of the
employee’s response. Please note any comments in this section and do not make any changes to employee
responses.

Position Analysis Questionnaire
1.

Name(s) (Last, First)

2.

Current Position Title

3.

Current Annual Salary

4.

Immediate Supervisor’s Title

5.

Department/Division

6.

Date of Hire with Agency

7.

How many hours are you scheduled to work in a week?
35
37.5
40
43
56
Other

Explain shift rotation, standby, call back, etc.

8. Date of Hire in Position

9. Education and Experience - Please indicate the minimum education and minimum experience level needed to complete the
normal, day-to-day tasks:
Employee (check one)
Supervisor (check one)
Less than High School Diploma or GED ...............................................................................................................
High School Diploma or GED. ..............................................................................................................................
Associates Degree ................................................................................................................................................
Bachelors Degree .................................................................................................................................................
Masters Degree ....................................................................................................................................................
PhD .......................................................................................................................................................................
Other
........................................................................................................................................................
Major/Coursework:
Type of Experience

_______________________________________________________________________

Years of Experience
No experience .......................................................................................................................................................
Less than one year (minimal)................................................................................................................................
One to three years (moderate)..............................................................................................................................
Three through five years (considerable) ...............................................................................................................
Six or more years (extensive) ...............................................................................................................................
10. Licenses, Certificates and Registrations - Please indicate if there are any licenses, certificates and/or registrations required to
perform your job (e.g. driver’s license) (Supervisor’s comments regarding this information may be provided in the Supervisor’s
Comments section)

Are these required:
Upon Hire
Within 6 months
Within 1 year
Within 2 years
If requirement is specific to the license, certification or registration, please indicate timeframe by each one individually.
11. Special Training - Please indicate if there is any special training required to perform your job. (Supervisor’s comments regarding
this information may be provided in the Supervisor’s Comments section)

Are these required:
Upon Hire
Within 6 months
Within 1 year
Within 2 years
If requirement is specific to the training, please indicate timeframe by each one individually.

Position Analysis Questionnaire
12. Work Level - Level of work required to complete your normal, day-to-day duties satisfactorily.
Handles everyday, reoccurring basic assignments and problems (basic) ...............................................................................
Handles a variety of typical assignments and problems independently (intermediate)............................................................
Senior or supervisory level; handles all advanced assignments and problems except those requiring policy or procedural
change (difficult) .......................................................................................................................................................................
Managerial in nature; directs all assignments and deals with all problems (complex) .............................................................
13. Work Complexity - Complexity and difficulty level associated with the tasks necessary to complete your work. Consider the level of
judgment, analytical ability and creativity required and whether there are standards, policies and procedures that guide your actions.
Regular and repetitive tasks, processes or operations requiring the selection and execution of actions based on defined
procedures ...............................................................................................................................................................................
Fairly standard procedures and tasks where basic analytical ability is required, such as comparison of numbers and facts
to select the correct actions. Detailed guidelines and procedures are generally used to make decisions or determine actions.
.................................................................................................................................................................................................
Requires the application of a variety of procedures, policies and/or precedents and moderate analytic ability in adapting
standard methods to fit facts and conditions. ...........................................................................................................................
Considerable analytical ability is needed to select, evaluate and interpret data from several sources; interpretation of guidelines,
policies and procedures is required. ........................................................................................................................................
Widely varied and involving many complex and significant variables, requiring analytical ability and inductive thinking
in adapting policies, procedures and methods to fit unusual and complex situations. .............................................................
14. Working Conditions - Conditions you are subjected to during your day-to-day duties:
Absence of disagreeable conditions (excellent) .......................................................................................................................
Involves occasional exposure to some disagreeable elements (dust, heat, fumes, cold, noise, vibration or wetness)
and accidents are improbable other than minor injuries (good). .............................................................................................
One or more elements above; involves frequent exposure to hazards where lost-time accidents are definitely possible
(somewhat disagreeable) ........................................................................................................................................................
Several elements above are occasionally present to the extent of being objectionable or regular exposure to work situations
that could result in incapacitating accidents or, on occasion, loss of life (disagreeable). ........................................................
One or more of the above elements are regularly present and objectionable, or continuing exposure to work situations that
could
result in incapacitating accidents or periodic exposure to situations involving hazards that could result in total disability, critical
illness
or loss of life (hazardous) .........................................................................................................................................................
Continuous exposure to work situations involving hazards that could result in total disability, critical illness or loss of life, despite
the provision and/or implementation of available safety measures (very hazardous). ............................................................
15. Mental Stress and/or Effort - Conditions you are subjected to during your day-to-day duties:
Limited mental effort and/or stress ...........................................................................................................................................
Some mental effort and stress involved resulting in inconvenience and frustration. ...............................................................
Considerable mental effort and stress .....................................................................................................................................
Serious mental stress involved that could, over a period of time, result in temporary nervous disorder and severe mental
anguish. ...................................................................................................................................................................................
Severe mental stress involved that could result in permanent nervous disorder/mental instability .........................................
16. Interpersonal Skills and Communication Skills - Skills required during your day-to-day duties:
Little or no contact required except with immediate associates and direct supervisor (limited). ..............................................
Regular contact within the department and periodic contacts with other departments, outside agencies and the general public
(general)...................................................................................................................................................................................
Regular contact within the department and other departments, outside agencies and general public (supplying or
seeking information) on specialized matters (reactive). ...........................................................................................................
Outside and inside contacts to carry out organization programs or occasional contacts with officials at higher levels on matters
requiring cooperation, explanation and persuasion, or work requiring enforcement of laws, ordinances, policies and procedures
(proactive) ...............................................................................................................................................................................
Regular contact with persons of importance and influence involving considerable tact, discretion and persuasion (influential).
.................................................................................................................................................................................................
Continuing contact involving difficult negotiations calling for well-developed sense of timing and strategy; representing
department
or organization in policy settings (managerial) .........................................................................................................................
Please list people or groups with whom you must interact and/or communicate in the performance of your job.
(e.g.: citizens, customers, clients, elected officials, supervisors, subordinates, consultants, engineers, etc.)

Position Analysis Questionnaire
17. Level of Responsibility - How much freedom or independence is required or allowed in the performance of your normal duties:
Close supervision, or tasks are so routine and standardized that they do not require supervision (prescribed). ....................
Moderate supervision within standard operating procedures; supervisor or senior workers are generally nearby to answer
questions, make “judgment calls” and/or prioritize work (standardized) ..................................................................................
Limited supervision with general autonomy in determining how objectives are achieved; supervisors generally set operating
benchmarks, goals and objectives (directed) ...........................................................................................................................
General direction, based on broad goals and policies (broad) ................................................................................................
Involves setting policies and goals for the department or organization operation (strategic) ..................................................
18. Organizational Impact and Consequences - How your daily duties impact the organization and the consequences of those duties:
Supportive, informational, recording or other services to assist others in producing correct and effective results; minor
consequences (incidental) .......................................................................................................................................................
Assisting and supporting others or individually providing data or facilitating services for use by others; minor to moderate
consequences (advisory) .........................................................................................................................................................
Daily actions or services affect individual clients/citizens; activity has moderate impact on specific cases in service area
(operational). ............................................................................................................................................................................
Participating with others (within and/or outside of community/agency) in program development, service delivery and supervision
of subordinate staff; moderate to serious impact (contributory). ..............................................................................................
Major individual impact on and accountability for end results affecting organizational unit or total community/agency (primary)
.................................................................................................................................................................................................
19. Financial - Please indicate the dollar amount over which you have accountability, approval and/or authority. (Supervisor’s
comments regarding this information may be provided in the Supervisor’s Comments section)
$0 (N/A)
$20,000 - $49,000
$1,000,000 - $4,999,999
$1 - $999
$50,000 - $99,999
$5,000,000 - $19,999,999
$1,000 - $4,999
$100,000 - $499,999
$20,000,000 – 49,999,999
$5,000 - $19,999
$500,000 - $999,999
$50,000,000 +
20. Supervision and/or Oversight - The scope and type of responsibility that you exercise as a supervisor or lead worker of other
employees. (Supervisor’s comments regarding this information may be provided in the Supervisor’s Comments section)
Do you supervise or have oversight of other positions:

Yes, continue in this box

No, continue to next section

Please check all that apply:
N/A
Work Group/Team
Unit/Section
Department
Division
Organization
List the positions by title, along with number of individuals within the position, that you have responsibility for:

For the positions listed above, do you effectively recommend or take action on the following:
Effectively
Take
Effectively
Take
Recommend Action
Recommend Action
Hire
Assign Work
Direct Work
Reward
Transfer
Promote
Adjust Grievances
Train
Inspect Work

Suspend
Terminate
Discipline (Oral Reprimand)
Discipline (Written Reprimand)
Evaluate Performance
Demote
Coach and/or Counsel
Develop Staff Schedules
Other

Position Analysis Questionnaire
Supervisor’s Comments (To be completed by immediate supervisor of employee)
Are the statements provided by the employee accurate and complete?
Yes
incomplete items.

No Please indicate any inaccuracies or

I certify that the answers to the above questions are my own and to the best of my knowledge and belief are correct and complete.

Employee(s) E-Signature(s)

Date

Supervisor or Dept/Div Head E-Signature

Date

Americans with Disabilities Act
Supplemental Information Form

In order to assist in developing class descriptions which recognize and accommodate the requirements of the Act, each employee is requested
to complete the attached ADA supplemental information form. Please check only those physical requirements or activities and sensory
requirements that are absolutely necessary to perform the essential functions of your job and those environmental conditions which apply.
If options provided are not applicable, please do not check the corresponding box.
The employee should check the appropriate box on the left side of the form. Supervisors should review information provided by the employee
and verify the requirements of the position by checking the appropriate box on the right side of the form.
1.

The physical requirements of this position.
Does this job require that weight be lifted or force be exerted? If so, how much and how often? Check the appropriate boxes below.
Employee Amount of Time
Supervisor’s Input
None
up to
1/3 to
2/3 &
None
up to
1/3 to
2/3 &
1/3
2/3
up
1/3
2/3
up
Up to 10 pounds of force
Up to 25 pounds of force
Up to 50 pounds of force
Up to 100 pounds of force
In excess of 100 pounds of force
What is being lifted:

2.

The physical activity of this position.
How much on-the-job time is spent in the following physical activities? Show the amount of time by checking the appropriate boxes
below.
Employee Amount of Time
Supervisor’s Input
None
up to
1/3 to
2/3 &
None
up to
1/3 to
2/3 &
1/3
2/3
up
1/3
2/3
up
Stand
Walk
Sit
Speak or hear
Use hands to finger, handle or feel
Climb or balance
Stoop, kneel, crouch or crawl
Reach with hands and arms
Taste or smell
Push or pull
Lifting
Repetitive Motions

3.

The sensory requirements of the position are:
Visual Acuity
Standard vision requirements................................................................................................................................................................
Close vision ............................................................................................................................................................................................
Distance vision ......................................................................................................................................................................................
Ability to adjust focus .............................................................................................................................................................................
Depth perception....................................................................................................................................................................................
Color perception ....................................................................................................................................................................................
Night vision .............................................................................................................................................................................................
Peripheral vision ....................................................................................................................................................................................
Vocal Communication
Expressing or exchanging ideas by means of the spoken word. .........................................................................................................
Detailed or loud talking to convey detailed or important spoken instructions to others accurately, loudly or quickly.........................
Hearing Perception
Ability to recognize information at normal spoken word levels.............................................................................................................
Ability to receive detailed information through oral communications and/or to make fine distinctions in sound. ...............................
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Employee (check all that apply)

Supervisor (verify job requirement)

Sensory Utilization
Preparing and analyzing written or computer data ...............................................................................................................................
Visual inspection involving small defects and/or small parts ................................................................................................................
Use of measuring devices .....................................................................................................................................................................
Assembly or fabrication of parts within arms length .............................................................................................................................
Operating machines...............................................................................................................................................................................
Operating motor vehicles or equipment ................................................................................................................................................
Observing general surroundings and activities .....................................................................................................................................
4.

The environmental conditions the worker will be subject to in this position.
How much exposure to the following environmental conditions does this job require? Show the amount of time by checking the appropriate
boxes below.
Employee Amount of Time
Supervisor’s Input
None
up to
1/3 to
2/3 &
None
up to
1/3 to
2/3 &
1/3
2/3
up
1/3
2/3
up
Wet, humid conditions (non-weather)
Work near moving mechanical parts
Work in high, precarious places
Fumes or airborne particles
Toxic or caustic chemicals
Outdoor weather conditions
Extreme cold (non-weather)
Extreme heat (non-weather)
Risk of electrical shock
Work with explosives
Vibration
Breathing apparatus
Exposure to blood borne pathogens
Other:
Other:
Other:

5.

Typical Noise Level
Employee (check only one)
Supervisor (verify job requirement)
Very Quiet (e.g. park trail, storage or file room) ....................................................................................................................................
Quiet (e.g. library, private offices)..........................................................................................................................................................
Moderate Noise (e.g. business office with typewriters and/or computer printers, light traffic) ............................................................
Loud Noise (e.g. heavy traffic, large earth-moving equipment) ...........................................................................................................
Very Loud Noise (e.g. jack hammer work, garbage recycle plant) ......................................................................................................
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Ann Antonsen
Ann Antonsen, a director with Baker Tilly, has been with the firm since 2005.
Ann is a consultant with a strong background in organizational
management and human resources which she uses effectively
in developing position analyses, classification and compensation
studies, performance management, evaluation system development
and staff training for the public sector. She is dedicated to using
her well-honed abilities to assist governmental agencies in
developing and growing meaningful legacies
Specific experience

Baker Tilly US, LLP
Director
380 Jackson Street
Suite 300
Saint Paul, MN 55101
United States
T +1 (651) 223 3057
M + 1 (612) 382 4491
ann.antonsen@bakertilly.com
bakertilly.com
Education
Bachelor of Arts, Psychology
University of Minnesota – Minneapolis

City of Evansville, Wisconsin






Performs organizational assessments and studies, revises
and develops personnel policies and manuals and conducts
organizational management training and provides general
human resources assistance
Strong background in organizational management and
human resources
Experience serving government organizations
Provides human resources management services for large
suburban communities and regional centers
Human resources experience in both public associations
and private corporations

Industry involvement


International Public Management Association in Human
Resources (IPMA)
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Jada Kent, CCP
Jada Kent, a manager at Baker Tilly, has been with the firm since 2015.
Jada is a Manager in the Plano, Texas office experienced in
providing comprehensive classification and compensation
services to public sector organizations. Prior to this role, she
provided other Management Consulting Services within Baker
Tilly, such as Organization Management and Executive
Recruitment. Before joining Baker Tilly, Jada served in the
United States Army and the Texas Air National Guard,
respectively, as a Public Affairs Specialist.

Baker Tilly US, LLP
Manager
2500 Dallas Parkway
Suite 300
Plano, TX 75093
United States
M +1 (940) 368 3033
jada.kent@bakertilly.com
bakertilly.com
Education
Master of Public Administration (MPA)
University of Texas – Dallas
Bachelor of Arts, U.S. History
University of North Texas (Denton, TX)

Specific experience
− Base pay structure design
− Compensation philosophy design
− FLSA review; job classification/job architecture
− Job description development
− Job evaluation (Point Factor)
− Market survey and analysis
− Pay compression analysis
− Pay equity analysis
− Pay plan/project implementation
− Pay policy development
− Supervisor/management training
− Compensation consulting experience in Arizona,
Connecticut, Florida, Indiana, Iowa, Louisiana, Michigan,
Minnesota, Mississippi, Missouri, New Hampshire, New
Mexico, North Carolina, Ohio, Oregon, Pennsylvania,
Tennessee, Texas, Virginia, Washington, Wisconsin
− Compensation consulting experience with: Cities,
Counties, State Legislatures, Judicial Branch, Libraries,
Housing Authorities, Municipal Associations, Power
Agencies, Transportation Authorities, Utilities, and
Water/Wastewater Authorities
Industry involvement
− North Texas Compensation Association (NTCA)
− International Public Management Association for Human
Resources (IPMA-HR)
− National Form for Black Public Administrators (NFBPA),
North Texas Chapter
Continuing professional education
− Certified Compensation Professional (CCP)
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Brenda Turner, CCP
Brenda Turner, a project manager with Baker Tilly, recently joined the firm in 2020.
Brenda is a project manager on the human capital team. She
is experienced in providing compensation design, implementation
and program management services in a variety of industries.
Before joining Baker Tilly, Brenda served in compensation
leadership and analyst roles in the airline and technology
industries. She has also served in finance and accounting
roles in the hospitality and technology industries.
Specific experience

Baker Tilly US, LLP
Project Manager
2500 Dallas Parkway
Suite 300
Plano, TX 75093
United States
M +1 (214) 543 3383
brenda.turner@bakertilly.com
bakertilly.com
Education
Master of Business Administration
University of Texas (Dallas, Texas)
Bachelor of Business Administration
Dallas Baptist University (Dallas, Texas)

−

Compensation structure design and implementation, including
market-based and point factor approaches

−

FLSA and internal pay equity analysis and implementation

−

Job documentation and job description development and
publication

−

Base salary, short term and long term incentive design
and program management

−

Executive compensation VP to C-Suite to CEO program
design and management

−

Organization transactions (M&A, IPO, Private Equity)

−

Compensation management technology design,
implementation and administration

Industry involvement



World at Work (WAW)
Society for Human Resource Management (SHRM)

Continuing professional education
−

City of Evansville, Wisconsin
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Jama McClung
Jama McClung, a consultant with Baker Tilly, has been with the firm since 2010.
Jama joined Baker Tilly as part of the executive recruitment
team. She now works as a consultant with the human capital
team specializing in classification and compensation studies,
performance evaluations and benefits review.
Specific experience


Baker Tilly US, LLP
Senior Consultant
9097 Atlee Station Road
Suite 200
Mechanicsville, VA 23116
United States



Specialty focus is classification and compensation studies,
performance evaluations and benefits review
Performed prior consulting support work as a capital project
assistant for healthcare IT financial system conversions and
IT infrastructure upgrades
Served as a public finance assistant supporting senior living
and healthcare public finance bankers

T +1 (804) 622 6991
jama.mcclungl@bakertilly.com
bakertilly.com
Education
Coursework completed
Glenville State College (Glenville, West Virginia)
Currently completing coursework toward a bachelor’s
degree in Business Administration
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PROPOSAL FOR COMPENSATION STUDY
CITY OF EVANSVILLE, WISCONSIN

November 5, 2020
(This proposal is valid for 90 days)

Strategic Government Resources
P.O. Box 1642, Keller, Texas 76244
Office: 817-337-8581
Jennifer Fadden, President of Executive Recruitment
and Interim Management
JenniferFadden@GovernmentResource.com

November 5, 2020
Hon. Mayor Bill Hurtley and City Council
City of Evansville, Wisconsin
Dear Mayor Hurtley and City Council:
Thank you for the opportunity to submit this proposal to assist the City of Evansville with your
2021 Compensation Study.
SGR is a full-service firm with over 700 local government clients nationally. We have a reputation
for excellence and for going “above and beyond” for our clients. Many of our clients have used
our consulting services for multiple projects, reflecting the high quality of our work and the longterm nature of our relationships.
Your project will be managed by Leigh Corson, Director of Consulting & Embedded Services. Leigh
has extensive experience in local government human resources and has worked with many
clients on human resources projects. She will be accessible at all times throughout the
compensation study and can be reached via cell phone or email as questions arise. You can count
on SGR staff to be available, to be prepared, and to respond promptly.
We recognize that the COVID-19 pandemic has created unique operating challenges for local
governments in a myriad of ways, including recruitment efforts. SGR has invested in a variety of
technologies that will allow a safe social distancing recruitment process, and we will continue to
improve, adapt and provide a variety of alternatives to in-person meetings during this uncertain
time.
We are truly excited about the prospect of working with the City of Evansville on this project. We
look forward to discussing this project with you in more detail, and we are available to visit with
you at your convenience.
Respectfully submitted,

Ron Holifield, Chief Executive Officer
Ron@GovernmentResource.com
Cell: 214-676-1691

PO Box 1642, Keller, TX 76244

817-337-8581

www.GovernmentResource.com
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SECTION 1

Company Profile
Background
Strategic Government Resources, Inc. (SGR) exists to help local governments become more
successful by Recruiting, Assessing, and Developing Innovative, Collaborative, and Authentic
Leaders. SGR was incorporated in 2002 with the mission to facilitate innovative leadership in local
government. SGR is fully owned by former City Manager Ron Holifield, who spent two high-profile
decades in city management and served as a City Manager in several cities.
SGR’s Core Values are Customer Service, Integrity, Philanthropy, Continuous Improvement,
Agility, Collaboration, Protecting Relationships, and the Golden Rule.
SGR is a full-service firm, specializing in executive recruitment, interim placements, online
training, onsite training, leadership development, psychometric assessments, strategic visioning
retreats, one-on-one employee coaching, and other consulting services designed to promote
innovation, team building, collaboration, and continuous improvement in local governments.
SGR has approximately 700 local government clients in 47 states for all of our business lines
combined. SGR has been, and continues to be, a leader in spurring innovation in local
government.
SGR’s corporate headquarters is in the Dallas/Fort Worth Metroplex. SGR also has virtual offices
in California, Florida, Minnesota, New York, North Carolina, and Oklahoma.
SGR Executive Leadership – Consulting
•

Ron Holifield, Chief Executive Officer

•

Jennifer Fadden, President, Executive Recruitment & Interim Services

•

Wendle Medford, Sr. Managing Director, Interim Services & Consulting

•

Leigh Corson, Director, Consulting & Embedded Services

View all SGR team members and bios at: governmentresource.com/about-us/meet-the-team

SECTION 2

Project Personnel

Leigh Corson, Director
Consulting & Embedded Services
LeighCorson@GovernmentResource.com
Phone: 817-337-8581

Leigh Corson joined SGR in July 2017. Prior to joining SGR, she worked for the City of Forney as
Director of Human Resources, Director of Administrative Services, and Assistant City Manager.
She began her public service career over 20 years ago in Big Spring beginning as Grants
Coordinator before moving to the City Manager’s office and then serving as Director of
Administrative Services.
Leigh has extensive and varied municipal human resources experience having overseen the
Human Resources function in the City of Big Spring and serving as the first Director of Human
Resources for the City of Forney. This involved building the department from the ground up
during a time of rapid growth for the organization. With SGR, she has served as the lead for
several Human Resource consulting projects and is currently providing Strategic Human
Resource Leadership services for the City of Fate as part of SGR’s Embedded Services.
Leigh earned a BA in International Relations from Southwestern University and MPA from Texas
Tech University.

2

Project Personnel

Wendle Medford, Senior Managing Director
Interim Services & Consulting
WendleMedford@GovernmentResource.com
Phone: 817-753-3157

Wendle Medford has more than 20 years of municipal leadership experience as a business
partner and community visionary. His most recent post was as Assistant City Manager in
Forney, Texas, where he also served a stint as acting city manager. Wendle holds BBA and MPA
degrees and is a U.S. Air Force veteran having earned the Distinguished Graduate designation.
In addition, he is a Certified Public Manager and a Certified Government Chief Information
Officer. He is also a graduate of Leadership North Texas.
Medford has served on various leadership development, total quality management (TQM) and
customer service advisory teams during both military and civilian careers. He is a former
Remington College advisory board member and served as a member of the Dallas Interface
Technology Advisory Council.
Wendle has experience in directing and supervising business operations for the city of Forney,
developing and implementing technological advancements for the cities of Murphy, Hurst, and
Dallas and developing and facilitating training programs for the city of Dallas. He is a resultsoriented leader with a unique combination of strong business acumen and technical expertise.
He has a reputation for using a consultative, holistic approach toward the advancement of
public services by applying advanced technology, providing transparency, and refining business
processes.
In his role with SGR, Wendle is responsible for the successful delivery of interim management
services and consulting projects for our clients.
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LEIGH CORSON
SUMMARY

Dedicated public administrator with over 20 years of municipal experience
that focused on implementing strategic visions that improved service
delivery and quality of life for current citizens and future generations.

SKILLS &
ABILITIES

Experience in managing multiple projects and priorities
Ability to work independently with minimal supervsion
Problem solver with the ability to grasp complex issues and turn them into
manageable tasks
Broad knowledge of human resource functions
Strong financial and budget management skills

EXPERIENCE

DIRECTOR OF CONSULTING AND EMBEDDED SERVICES SGR
EXECUTIVE RECRUITMENT MANAGER
MANAGER OF INTERIM SERVICES AND CONSULTING
TALENT RESEARCH MANAGER
JULY 2017-PRESENT
• Provide Strategic Human Resource Leadership for Embedded
Service clients.
• Act as lead consultant on Human Resources consulting projects
including department evaluations, compensation and staffing
studies, personnel policy revisions and drafting job descriptions.
• Prepare proposals and contracts as required; prepares
management reports as required.
• Assist with project proposals and media searches for executive
searches
INTERIM DIRECTOR OF HUMAN RESOURCES CITY OF ATHENS
JANUARY 2017-MAY 2017
•

•

Contract position through Strategic Government Resources (SGR)
responsible for oversight of all Human Resources functions
including benefits administration, policy
development/implementation, recruitment, training, workers’
compensation, employee relations, and civil service
administration.
Responsible for special projects including updating the personnel
policies, development of a Request for Proposals (RFP) for a
compensation study and revising the performance evaluation
instrument.
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ASSISTANT CITY MANAGER CITY OF FORNEY
MAY 2015-NOVEMBER 2016
•
•
•

Oversaw Finance, Information Technology, Human Resources,
Community Development and Public Works Departments.
Responsible for operating budget development and management
as well as CIP program funding and management.
Assisted with strategic plan objective implementation including
management of the street reconstruction/rehabilitation program,
negotiation of residential and retail development agreements,
negotiation for industrial water and sewer rate agreement with a
major employer and implementation of an IT Master Plan.

DIRECTOR OF ADMINISTRATIVE SERVICES CITY OF FORNEY
JUNE 2012-MAY 2015
•
•
•
•
•
•
•

Oversaw Finance, Human Resources, Utility Billing, Municipal
Court and General Administration Departments.
Developed and implemented a comprehensive compensation
study.
Responsible for annual budget preparation including revenue and
expenditure forecasts and development of the capital
improvements plan and financing.
Managed the process for debt refinancing and the issuance of
Certificates of Obligation.
Served as Investment Officer.
Assisted with implementation of alternative financing tools such as
Tax Increment Financing and Public Improvement Districts.
Coordinated process for development of a new City website.

DIRECTOR OF HUMAN RESOURCES CITY OF FORNEY
JUNE 2006-JUNE 2012
•
•

•
•
•

This was a new department serving approximately 75 FTEs at
inception (currently serves 135 FTEs – 48% growth)
Responsible for payroll and benefits administration, policy
development/implementation, recruitment, training, workers’
compensation, employee relations, internal investigation and
disciplinary issues.
Developed and implemented a 3-tier health insurance benefit plan
in conjunction with the City’s broker.
Developed salary and benefits projections for the organization.
Implemented the “Forney University” program to develop
leadership skills and organizational understanding throughout the
organization.

DIRECTOR OF ADMINISTRATIVE SERVICES CITY OF BIG SPRING
DECEMBER 2001-JUNE 2006
•

Oversaw Human Resource and Fleet Maintenance Departments
as well as general administrative staff.
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•

•
•

Responsible for payroll and benefits administration for 265 FTEs,
policy development/implementation, recruitment, training, workers’
compensation, employee relations, internal investigation and
disciplinary issues.
Oversaw and implemented a comprehensive compensation study.
Served as Civil Service Director with responsibility for testing and
compliance with state law.

ASSISTANT TO THE CITY MANAGER CITY OF BIG SPRING
1998-2001
GRANT ADMINISTRATOR CITY OF BIG SPRING
1997-1998
GRANT ADMINISTRATOR BIG SPRING ECOMONIC DEVELOPMENT
1995-1997
EDUCATION

TEXAS TECH UNIVERSITY, LUBBOCK, TX
MASTER OF PUBLIC ADMINISTRATION
Pi Alpha Alpha Honor Society
SOUTHWESTERN UNIVERSITY, GEORGETOWN, TX
BACHELOR OF ARTS: INTERNATIONAL RELATIONS

PROFESSIONAL
AFFILIATIONS
AND TRAINING

Currently studying to sit for SHRM-SCP exam
William “King” Cole Effective Government Local Government Series
Government Finance Officers Association of Texas
Texas Municipal Human Resources Association
Society for Human Resources Management
Texas Municipal Retirement System Certified Benefits Administrator
Leadership Kaufman County
Leadership Big Spring
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WENDLE MEDFORD, MPA, CPM, CGCIO
Dallas/Ft. Worth, TX
CITY MANAGEMENT EXECUTIVE
A servant leader with a passion for connecting with community leaders, citizens and city employees to enhance
services and resolve issues. Starting with a vision, pushes information out to citizens and collaborates in developing
solutions. Uses disciplined methodology for achieving results and managing projects. Known for ability to lead the
transformation of growing cities, incorporating 21st century technology to collect and analyze data, streamline
workflow and improve processes. A handworker who leads by example with an approachable leadership style.
Innovative Strategies for Growth – City Transformation
STRATEGIC GOVERNMENT RESOURCES

2019 - present

SGR exists to help local governments be more successful by Recruiting, Assessing, and Developing Innovative,
Collaborative, Authentic Leaders. Specialize in executive recruitment, interim management, live training, online
training, leadership development, assessments, consulting, and various other services geared to promote innovation
in local governments.
Senior Managing Director of Interim Services and Consulting
Reporting to the President of Executive Recruitment and Interim Services, the Senior Managing Director of Interim
Services and Consulting is responsible for leading the interim management services division for administrative
positions and the management consulting business line.
CITY OF FORNEY, TX
2017 – 2019
Just east of Dallas, TX, the fastest growing community in Kaufman County with a population of 20,000. With a rapid
increase in economic development to match the rise in population, business development projects, retail expansion
and new school district facilities highlight the city’s growth. Council-manager form of government.
(www.cityofforney.org)
Instrumental in the initial phases of moving a rural community to a high-growth suburb
with a focus on customer service, infrastructure planning and maintaining growth momentum
Assistant City Manager
Appointed as Interim City Manager during September 2017 to August 2018 following resignation of City Manager
while nationwide search was conducted.
As Assistant City Manager, managed a budget of $17 million and oversaw 161 employees in multiple departments
to ensure completion of goals and objectives established by the City Manager, compliance with operating and
capital budgets and resolution of problems or conflicts in the organization. Responsibilities include overseeing
department workflows, preparing activity reports and agenda material for the City Council, supervises key
projects, participates in budget development and management, implements and manages outreach and publicity
events and participates in long-range planning.
As Interim City Manager, directed all operations of the City of Forney, including department performance, policy
implementation and operating / long-range plan development. Provided advice to Mayor and City Council.
Key Projects
Community & Economic Development
• Oversaw Forney’s Downtown Enhancement Project
• Instrumental in increasing city’s tax base by adding new commercial and residential development to 2,000acre master plan mixed use development
• Implemented responsible growth management plan allowing the city to acquire undeveloped tracts of land
and expand ETJ boundaries to allow for future growth
• Instrumental role in facilitating the addition of new single-family and multi-family development
Government Operations
• Received FEMA grant for Fire Department Air Packs
• Received FEMA Safer grant for partial salary and benefits for 6 additional fire fighters
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Wendle Medford
•
•

Page 2 of 2

Implemented Internet safe exchange zone
Implemented employee compensation plan resulting in competitive pay for general government employees
and public safety forces

CITY OF MURPHY, TX
2010 – 2017
One of the fastest growing communities in North Texas with a population of 20,000. (www.murphytx.org)
Instrumental in transforming public service delivery by providing state-of-the-art technology
Received the City Manager’s Leadership & Excellence Award
Director of Innovation & Technology (2013 – 2017)
Director of Technology (2010 – 2017)
Reporting to the City Manager, responsible for budget of $1.5 million and oversaw a team of 8 employees in
developing, securing, enhancing, maintaining and supporting infrastructure products and technical systems
citywide including GIS, water, wastewater, SCADA, payroll, public safety, fire and polity systems requiring 24/7/
support. Supported 911 call center technology and served as public spokesperson for any system failures. Also
worked with all city departments’ “innovation think tanks” in identifying opportunities to use technology to
enhance city processes and public services.
Key Projects
Citywide
• Developed the city’s 1st 5-year IT strategic plan
• Drafted the city’s 1st public communications guide
• Construction Projects: Murphy Activity Center, Murphy Animal Shelter
Internal Technology-Driven Improvements
• Assisted with implementation of NEOGROV HR application
• Implemented the Cartegraph Operations Management System
• Replaced legacy physical access control and CCTV system
• Implemented wireless network infrastructure for city-wide wireless utility meter reading system
• Implemented video streaming solution to allow online broadcasting of city meetings
• Managed and architected joint fiber optic project with the Plano Independent School District
• Designed telecom, AV, video surveillance and physical access control system for all city campuses
CITY OF DALLAS, TX
2009 – 2010
9th largest city in the U.S. and 3rd largest in Texas with population of more than 1 million.
IT Analyst
Responsible for maintenance, support and repair of computer software/hardware and LAN systems. Focused on
supporting the Dallas City Attorney’s Office and the Dallas Community Courts.
CITY OF HURST, TX
1998 – 2008
North Texas suburb with a population of 35,000 at that time. Early adopter of many management best practices.
Senior IS Analyst (2002 – 2008) | Network Specialist (1999 – 2002) | Network Technician (1998 – 1999)
Reporting directly to IS Director, responsible for development, implementation and management of technical
plans for the maintenance, up-grade and repair of 350 workstations throughout WAN serving 13 city campuses.
\

Served on several committees including Customer Service Advisory Team, Community Relations Committee, and
Leadership & Succession Planning Task Force. Chaired Hurst United Way Campaign in 2003 – 2004.
UNITED STATES AIR FORCE RESERVES, (Distinguished Graduate)
EDUCATION & CERTIFICATIONS
Master of Public Administration (MPA), University of Texas at Arlington
BBA, LeTourneau University
Texas Certified Public Manager (CPM)
Certified Government Chief Information Officer (CGCIO)
Texas Credentialed Mediator
PROFESSIONAL AFFILIATIONS
International City Managers Association | Texas City Managers Association
Leadership North Texas, North Texas Commission
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SECTION 3

Project Methodology
Project Understanding
The City of Evansville is seeking a qualified firm to conduct a comprehensive compensation study
and analysis for 27 regular full-time and part-time positions. The objectives of the study are as
follows:
1. Establish fair and equitable compensation relationships within the organization
2. Relate compensation to relevant market conditions outside the organization
3. Consider historical trends in wage/compensation inequality when making
recommendations
4. Make recommendations that are organization-wide, professional, consistent, and
objective
Recommended Project Methodology
1. Project Initiation
a. Meet with City Leadership (either virtually or in-person, as preferred by the City
and subject to any COVID-related travel restrictions) to discuss project goals and
to develop an understanding of compensation philosophy, objectives, and
organizational culture.
b. Determine the City’s desired market position.
c. Work with City Leadership to determine up to 10 comparable organizations to be
surveyed. Note: It may be appropriate to utilize different comparison
organizations for compensation and staffing comparisons.
d. Collect City data for review, including current salary data, historical salary data (if
applicable), job descriptions, pay plans, applicable policies, and any other
relevant documents.
e. Establish project reporting schedule.
2. Develop and Administer Compensation and Benefits Survey
a. Draft a survey instrument to collect compensation and benefits information from
comparable municipalities. The instrument will include job summary match,
salary range, and requested staffing information.
b. Distribute the survey, conduct follow-up with participants as needed, and
summarize the data. SGR will contact selected participants prior to sending the
survey in order to secure their participation.
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3. Review and Analysis of Survey Data
a. Review job matches utilizing survey and other City data such as organization
charts and staffing levels to ensure comparable job matches.
b. Develop salary survey data sheets for each benchmarked position. The data
sheets will include the pay range for each survey respondent, calculation of the
mean and median base salary, other compensation, and comparison of the
benchmarked position’s salary range to the calculated mean and median
salaries.
4. Prepare Draft Salary and Benefits Report
a. Update existing salary ranges based on market data and the City’s desired
market position.
b. Develop a recommended compensation plan structure and determine
appropriate placement for existing employees
c. Develop implementation cost estimates.
5. Presentation of Final Report
a. Review the draft report and recommendations with City Leadership. Finalize the
reports based on staff feedback and resolution of any outstanding issues. All
reports and data collected will be provided in digital format.
b. Upon acceptance of the final reports, SGR will present the final report to City
Leadership (virtually or in-person, as preferred by the City and subject to any
COVID-related travel restrictions.)

10

SECTION 4

Project Cost
Professional Service Fee for Compensation Study and Written Report:

$ 12,000

Professional Service Fee if SGR is selected for City Administrator Recruitment:

$9,600

If selected for the City Administrator/Finance Director Recruitment, we will discount the not-toexceed price for the Compensation Study by $2,400 (equivalent to 20% of the Professional Service
Fee), in addition to discounting the Professional Service Fee for the City Administrator/Finance
Director Recruitment by 20%.
Supplemental Expenses not Included in Professional Fee:
•

Reproduction. The completed assessment report and other materials will be provided in
a digital format. Should the organization request printing of those materials, the
reproduction and shipping of briefing materials will be outsourced and be billed back at
actual cost. Flash drives are billed at $10 each, plus the cost of shipping.

•

Travel. Travel expenses will be billed as follows: Meals are billed at a per diem rate of $10
for breakfast, $15 for lunch, and $25 for dinner. Mileage will be reimbursed at the current
IRS rate. All other travel-related expenses are billed back at actual cost, with no markup
for overhead.

•

If the City desires any supplemental services not mentioned in this section, an estimate
of the cost will be provided at that time, and no work shall be done without approval by
the City.

Billing
Forty percent (40%) of the professional fee will be billed after completion of Step 2, Development
and Administration of Compensation and Benefits Survey. The remaining sixty percent (60%) of
the professional fee will be billed after Step 5, Presentation of Final Report. Expense items will
be billed with each installment, as appropriate. Invoices are due within thirty (30) days of receipt.
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SECTION 5

References
Michael Kovacs, City Manager
City of Fate, Texas (pop. 6,500)
mkovacs@cityoffate.com
972-771-4601, ext. 105
Pat Allen, General Manager
Green Valley Special Utility District - Marion, Texas (14,000 connections)
pallen@gvsud.org
830-914-2330
Michelle Fischer, City Administrator
City of Dripping Springs, Texas (pop. 6,100)
mfischer@cityofdrippingsprings.com
512-858-4725
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