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Great Work, Done by
Great People
Jerry Deschane, Executive Director, League of Wisconsin Municipalities

Local government workers in Wisconsin are some of the
most productive in the country. That’s not a boast, it’s a
mathematical fact. According to the United States Census
Bureau, Wisconsin ranks near the bottom, 35th, in the number
of state and local government employees as a percentage of
the population. In spite of this fact, Wisconsin has excellent
services and a lot of them. We have one of the nation’s largest
networks of paved local roads, more police departments than
all but two states (regardless of population), and excellent fire
protection ratings. One in six election officials nationwide is
a Wisconsin election official. I could go on about the quality
of our libraries, parks, and municipal utilities, but I think you
get the point. Despite doing a lot of things for the people of
Wisconsin, local governments do it with very few people. As a
result, the cost of local services as a share of resident income is
at its lowest point in 50 years.

But now here’s your challenge. The Baby Boom Retirement
wave has hit us full force. Local government employees are
retiring at a rapid clip and replacements are getting harder
to find. Police departments struggle to find new recruits, and
sewer system operator positions are officially listed by the state
as an area of “critical” workforce shortage. And let’s not even
begin talking about the challenges of keeping clerks’ offices,
EMS, and fire departments at full strength.
This issue of The Municipality is all about hiring. We’re
looking at it from every angle, from providing day care to
hiring veterans. From diversity to turnover. We talked to some
of the best minds on employment in Wisconsin and we’ve
boiled it all down for you. Hiring good people is a challenge.
We offer up this month’s issue in hopes that you’ll find a few
new ideas to make that critical job a little easier.

The League appreciates the
support of the following Business Members:
* American Fidelity

•N
 ational Insurance
Service

• American Transmission Co.

• River Valley Bank

• Boardman & Clark LLP

•S
 tafford Rosenbaum LLP

• Ehlers Associates

•W
 EA Trust

• MSA Professional Services Inc.

•W
 eld, Riley, S.C.

• Municipal Property Insurance Company

•W
 isconsin Housing & Economic
Development Authority (WHEDA)

• AARP Wisconsin

For more information, contact Gail Sumi: gsumi@lwm-info.org | (608) 267-4477
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Hiring for Many Different Hats
Andy Kurtz, Administrator, Clerk, Treasurer, Director of Economic Development,
Director of Public Works, Zoning Administrator, and Human Resources Director,
Village of Marathon City
The Village of Marathon City is typical of many of
Wisconsin’s smaller cities and villages. We have a dedicated
group of employees – 10 in our case – whose job descriptions
don’t really cover all of their responsibilities. Many of our
employees have been in their positions for their entire
career. What might not be typical is that by the end of the
first quarter of 2019, the village staff will have undergone a
complete transformation driven by an 87.5% turnover of staff.
That could have been catastrophic, but well – let me set the
stage for you.
I accepted my position in 2014 after the early retirement of
my predecessor. At that point, the village had a staff of eight.
Seventy-five percent of the staff had been with the village
over 10 years, 50% over 15 years and 38% over 25 years. Of
the staff who were with the village on January 1, 2014, six
employees have retired and two took positions in larger cities.
In addition, we added a full-time police officer. Only one
employee hired prior to 2014, our Chief of Police, is still with
the village and he is eligible for retirement within three years.
As a result, we had to recruit and hire for three categories of
staff (Administrative, Public Works, and Protective Services)
to fill the positions vacated by retirements, a resignation, and
to hire for new positions.

Managing the Significant Turnover
As the Administrator of the village, I was responsible for
managing the significant turnover of the staff. We adapted
a process for recruiting and selecting employees that I had
used in the private sector. The process includes a series of
standardized questions with a 5-point scoring scale. The
questions focus on personality, professional background
and goals, experience, communication skills, and the
responsibilities of the position. We avoided specific technical
questions because the interview committee didn’t have the
knowledge to gauge whether the responses were on point.
Members of our Village Board and our Utility Commission
participated in the interview and selection process based
on the positions being hired. The system worked well and
aided in our selection process, but ultimately, we found that
our questions for management positions hadn’t generated an
accurate assessment of the applicant’s first-time department

head capabilities. The candidates we selected could manage the
day-to-day operations, but were overwhelmed by the complete
responsibility of being “the resource” for everything – but more
on that later.
Our first round of hiring was early 2014 for two administrative
positions. The positions were posted in the local newspaper
and we received a number of applications from qualified
individuals. The interview process went smoothly and we hired
two employees, one for Deputy Clerk and Utility Clerk/Police
Secretary. I’m glad to say that both are just finishing their fifth
year of service with the village.
As part of the 2016 budget process, we identified the need to
transition our police staffing from a two full-time and multiple
part-time staff to a complete full-time department. This was
driven by a couple factors. First, the Village of Marathon City
had experienced increased frequency in turnover of part-time
officers. Once they completed their training with the village,
the new officers quickly moved to full-time positions in other
communities. The costs related to the training cycles were
significant. Second, the number of part-time candidates was
declining drastically and department workload was not. The
Village Board approved hiring a third full-time officer and the
process of filling the full-time police officer position began. The
village received five applications for the full-time position we
were offering, which was far fewer than we received for parttime positions only a few years prior. In talking with our peers in
neighboring communities, we discovered that we were not alone
in having low applicant numbers. Surrounding departments
faced the same challenge. While we were able to hire an officer
right out of recruit school, we learned through discussion with
the local technical college that the number of enrolled students
in their programs was significantly lower and the number of
those students who would make it to recruit school was even
lower. Fewer individuals are willing to pursue careers in law
enforcement because of increased levels of risk, the negative
press, low starting wages, and the challenging shift times that
they work until they gain seniority. Regrettably, shortly after
completing our hiring for the third position, one of the full-time
officers accepted a position with another department. We then
extended an offer to our second candidate luring him away from
a county corrections department where he was working as a

▶ p.5
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jailor. Both of our new officer hires are entering their third year
of service for the village.

Unexpected Openings Lead to Additional Challenges
Entering the second quarter of 2017, within weeks of each
other we received the required 60-day notice of a retirement
and the required two-week notice of a resignation in our
utility department. Both of these openings were unplanned.
We began advertising the positions via our website, industry
association websites, the League website, and the newspaper.
We received 10 applications for the two positions, completed
the interview process and made offers to two individuals,
which they accepted. Both individuals were hired away from
other utilities within the state. For both, Marathon City was
their first position as facility managers.
Unfortunately, a series of factors created significant difficulty
in the successful transition of our utility department to new
staff. As is typical, our departing staff had all the institutional
knowledge of our operations including the role and the
challenges of our systems, but much of this information was in
their heads and not on paper, creating a gap. When combined
with aging infrastructure, equipment failures, incomplete
documentation, and limited transition time with the previous
operators, this gap was overwhelming for the new staff. In
addition, the new staff had an opportunity to return to their
previous employers as the positions they vacated were not filled
and that resulted in the departure of both employees by late
September of 2017. The village then scrambled to restart the
process and hire qualified staff to fill the vacancies. In addition,
both members of the streets department announced their
retirement plans for 2018.
The second round of recruitment produced fewer applicants,
and as a result the Utility Department was reorganized and
staffing requirements were modified. Ultimately, the village was
able to hire a single licensed operator for both our water and
waste water facility as the Superintendent of Public Utilities
and an FTE who would work under the Superintendent.
(Unfortunately, the struggle continued when in April of 2018,
the village was again faced with hiring utility staff as the FTE
resigned due to personal issues.)
The village rapidly reviewed the staffing requirements, the
challenges that had been identified, opportunities to address
turnover, and the potential solutions to staffing structure.
Through these discussions the village moved toward a
consolidated Public Works Department. Under this model,
Public Works staff would have primary duties, but would
be cross-trained to fully function in other roles within the

department to provide
redundancy and
additional resources
as need arose. The
village developed new
job descriptions for
the Public Works staff,
posted the positions, and
received 15 applications.
Again, several of
the applicants were
employed by other local
or county governments.
After multiple rounds of
interviews, the village hired three individuals from the private
sector. By October of 2018 all three of the new staff were
onboard and adapting to their roles in the village.

Multiple Lessons to Take Away
Through our experience, there are multiple lessons to take
away. First, in small communities with limited staff in
each department, developing a “farm team” and promoting
from within may not be possible. Larger communities can
develop staff internally to fill roles as openings occur. As we
experienced, with a utility department of only two individuals,
there isn’t opportunity to develop talent. Second, as a small
community the positions hired likely include management
responsibility at some level. In many cases, the position you are
hiring for is the first management position for that individual.
As a result, you should tune your evaluation criteria to assess
the capabilities of the candidate to deal with the management
responsibilities. Some candidates don’t fully appreciate the
management responsibilities and may not make successful
transitions to management. Third, smaller communities are
often more challenged in dealing with staff turnover than
larger communities. This is due to the fact the small staffs
fill multiple roles and don’t have as much time or resources
to dedicate to planning. However, transition planning,
documentation and transfer of institutional knowledge,
internal training programs, and access to external resources
need to become more critical in operations. Fourth, just like
the private sector, the current public workforce is aging, there
is a skills gap, and shortage of qualified individuals to replace
retirees. As municipal officials, we need to be engaged to help
develop our next generation of public sector workers and
take opportunities to work with our local school district, tech
college, or university to discuss the needs and opportunities
in the public sector at job fairs or other forums. For example,
while there has been an increased focus on the trades recently,

▶ p.6
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it will take time to create a new pool of skilled workers to fill
positions in Public Works Departments statewide. Fifth, the
specialized skill sets required for many public sector positions
often result in hiring staff away from other communities,
which ultimately just pushes the staffing challenges to another
community. You can recruit from the private sector, but don’t
focus on salary only. The total benefit packages provided by
local governments are still attractive – I’ve found that the
major element for most potential recruits is the Wisconsin
Retirement System (WRS). WRS is one of the premiere
retirement plans in the county and is nearly 100% funded.
This value to employees should not be understated in the
recruitment process.

About the Author:

Andy Kurtz is the Administrator, Clerk, Treasurer, Director of
Economic Development, Director of Public Works, Zoning
Administrator, and Human Resources Director for the Village
of Marathon City. Andy serves on the Board of Directors
of the Local Government Institute and is a member of the
League Lobby Team. Andy entered the public sector in
2014 after a 19-year career in the private sector as a Product
Manager and Account Manager for a Wisconsin-based
technology company focused on financial institutions, payment
automation, and document management systems. Contact
Andy at AKurtz@marathoncity.org

Trends: League Employment Postings
The League posts municipal positions on our website at no cost to member municipalities (and RFPs, for sale, and wanted).
Visit our website at lwm-info.org and search for “Classified Ads” to learn more.
Most posted positions 2018
1) W
 ater/Wastewater Operators and Utility Workers
2) Building/Plumbing/Electrical Inspectors
3) Clerks
4) Police Chiefs/Police Officers
Most viewed positions 2018
1) Administrator
2) Finance Director
3) Parks & Rec Director
4) Department of Public Works Director
Postings most likely to have deadlines extended
and/or salary range increased:
1) W
 ater/Wastewater Operators and Supervisors
2) Planners/Engineers
3) Building/Plumbing/Electrical Inspectors
4) EMT/Police Officers
Average length of time positions stay open on the
League website:
4 Weeks
Other states that shop for municipal workers here:
1) M
 innesota (usually offers higher starting pay than
similar Wisconsin postings)
2) Michigan (usually offers less pay for similar Wisconsin
positions)

6

3) Iowa (pay offered is most comparable to Wisconsin
salary ranges)
Notable changes to how ads are constructed:
1) Very few municipalities use job titles containing
“man.” For example, “Lineman” is more often
“Lineworker.”
2) Communities use ads to showcase the advantages
of living and working there. Even entry level ads are
starting to tout excellent school systems, low crime
rate, parks, affordable housing, or proximity to major
attractions.
Advice for posting information on the League website:
1) Be sure your ad tells people how to apply.
2) Label your position with the most important words
first: “Intern – Special Events” will get more hits
than “Special Event Intern” because our listing is
alphabetical and potential interns might not look
under “S.” “Administrative Assistant/Utility” will get
more hits than “Utility Administrative Assistant”
because those starting letters are nearly a whole
alphabet apart.
3) S
 end posting information in Word or as plain text
within an email; PDF versions of ads often lose
formatting when text is transferred to our web
program.
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Janesville is Intentional in
Recruiting Diversity
all backgrounds, perspectives, and experiences to consider
employment with the City of Janesville and serve the residents
of “Wisconsin’s Park Place.”
ii. C
 onduct refresher diversity training, mandatory for all staff
	Upon hire, all staff are required to complete diversity
training. Then, every other year, the City requires that all
employees complete refresher diversity training. We have
used CVMIC as well as a local organization, the Diversity
Action Team of Rock County, for these trainings.
iii. Target recruiting efforts in cities with large minority
populations
The City of Janesville Clerk-Treasurer’s Staff had some fun as they
worked in-person absentee voting on Halloween in 2018!

Objective on City’s Strategic Plan: “Improve City workforce
diversity to reflect the community and broaden perspectives”:
i. C
 ity developed diversity statement and uses in recruiting
efforts
CITY OF JANESVILLE DIVERSITY STATEMENT:
The citizens of Janesville choose this community, not just as
a place to live, but as a place to realize life’s opportunities.
We strive to sustain a community culture where differences
are recognized, understood, and appreciated. As such, the
City of Janesville recognizes the importance of developing
an environment where diversity is not merely accepted but
embraced and celebrated. As public servants, we believe
everyone has the right to be treated with dignity and respect.
To this end, we will diligently recruit and retain the most
talented employees in an environment that fosters maximizing
one’s potential. Therefore, we encourage individuals from

	Given our proximity to cities with larger minority
populations (Madison, Rockford, Beloit), our HR Office
uses resources (job fairs, job posting boards) to target
recruitment in these areas.
iv. Department level activities
1. P
 ublic Works decided in 2015 to discontinue the CDL
license requirement for certain entry level Public Works
positions (Water Laborer, Customer Service Trainee,
and Public Works Maintenance Worker). They did this
first to get other people besides truck drivers applying for
these positions, and also to open the recruitment pool to
more diverse applicants. When we get the right person on
board, they can be trained to get the CDL.
2. P
 olice officers reach out to persons from minority
backgrounds and urge them to apply for open positions.
3. J anesville Fire Department visits schools to expose young
people, including diverse individuals, to the field and
recruit their interest.

In the Community: Appleton
City of Appleton Communications Coordinator Chad Doran rides along with
Public Works Department Operator Troy Mohr on fall leaf collection in Appleton.
Showing residents first-hand the how and why of what the city does is one of the ways
Appleton uses a communications position to engage its residents in meaningful ways.
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Survive & Advance in Local Government
A Top 10 List
Eric Lucas, Director of Parks, Recreation & Culture for the Town of Windsor, Colorado
This article was first published in the Winter 2017 Colorado Byline, the Colorado Parks
and Recreation Association magazine. It is reprinted with permission.

Oftentimes throughout our career people impart words of
wisdom. Lots of times we don’t remember it all but every
now and then someone’s words resonate with you and they
become part of who you are. For me, this occurred while I was
in graduate school at East Carolina University. I met the now
retired Director of Greenville, NC Parks & Recreation
H. Boyd Lee who provided me with his top 10 list for surviving
in local government. It hangs by my monitor in my office and
has guided me as I have progressed in my career. It is my hope
by passing these along that they guide you in your career!
11. Be Willing to Relocate (I added this one)
Way too many people never reach their full potential because
they are afraid to relocate. It’s my biggest pet peeve!
10. Be Loyal to Your Boss
It is ok to disagree, but as long as you have been provided
direction and it’s not illegal, immoral or unethical follow it.
Your boss has your back, you should have theirs.
9. Don’t Embarrass Politicians in Public
This one seems simple but it boils down to respect! They
were elected and represent a segment of your community.
Remember they are human! Work behind closed doors to
bridge gaps, correct inaccuracies and educate!
8. Have Loyalty of Staff
It’s earned not given. Without it you will fail. Read the book
“Leaders Eat Last” by Simon Sinek.
7. Always Be Honest
In work and in life, honesty goes a long way. Remember, no
one is perfect but everyone can be honest. Once you lose it,
it’s very difficult to get it back.

Chuck Griggs
Chuck
Griggs

Commercial & Municipal
Municipal division
Commercial
Division
chuckg@giertsenco.com
chuckg@giertsenco.com
www.giertsenco.com
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6. No Votes Before Your Presentation
We work in a political arena! Lay the groundwork for a
successful presentation before actually presenting, whether it’s
with your boss or elected officials.
5. If You Don’t Know the Answer, Get Back to Them
“I don’t know” is not an acceptable answer! Learn great
customer service and how to respond when you don’t know.
4. Treat Everyone the Same
Regardless of money, fame, position or title your mission in
this field is to provide recreation for ALL! Favoritism will get
you nowhere.
3. Know Where the Landmines Are
Landmines are things that can derail a project or your career
path. Figure them out and be adept at identifying them when
they arise.....because they will.
2. The Harder You Work, the Luckier You Are
Branch Rickey once said that “luck is the residue of
design.” It is true! Work hard and good things will happen.
Remember there is always someone out there working harder
than you.
1. Outlive the SOBs
Self-Explanatory!
About the Author:

Eric Lucas holds a masters degree in Parks & Recreation
Management from East Carolina University and for the
past 15 years has served as Parks & Recreation Director in
Pennsylvania, North Carolina, Missouri, and Colorado. He has
overseen numerous park, playground, and community center
building projects. Contact Eric at elucas@windsorgov.com

Full Service Restoration Contractor
FULL SERVICE
RESTORATION
CONTRACTOR
24/7 Emergency
Service: 262-522-1918
24/4 Emergency Service: 262-522-1918
Fire • Water • Wind • Biohazard
Fire • Water • Wind • Biohazard

Nielsen Madsen + Barber
CIVIL ENGINEERS AND LAND SURVEYORS
Municipal / Transportation / Land Surveying
Airports / Planning / Construction Management

Services Include:

Services Include:
MultipleSite
SiteProject
ProjectManagement,
Management,Project
ProjectConsultation
Consultation
Multiple
Environmental
Building
Environmental BuildingRemediation,
Remediation, Mitigation
Mitigation&&Drying
Drying

Racine, Wisconsin ■ (262) 634-5588 ■ www.nmbsc.net
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What Talent Really Wants
Hint: It’s Not Ping-Pong
Amanda Daering, CEO, newance

Talent wants to belong.
People today are more in touch than ever, yet reports of social
isolation are rising. So much noise from apps and alerts has
talent feeling overwhelmed and disconnected in life and at
work. True talent attraction is about creating connections that
cut through that noise.
Connection starts with a community that someone can see
themselves in. That may be a busy urban area or a charming
small village depending on the person. In the private sector, it
may be a formal business environment or a small casual startup.
The best way to attract talent to your city or village is to be
authentic to what you can offer and show that in a meaningful
way. For example, a place with an amazing culinary scene may
use beautiful photos of food. Or, as a local government you
may showcase stories of how what you do makes a difference
in people’s everyday lives. The key is to be clear and honest.
Next is engagement. The most powerful way for talent to
see themselves in a community or workplace is to be there
in person. There is energy in the human experience of a
group or environment. People need to feel to make a major
change like moving or switching jobs. No one is going to
make a major change based solely on a billboard or a cute ad.
The environment may be the workplace or it could be the
community where a job is located that makes an impact.
It’s ok if the environment isn’t perfect. Nowhere is perfect. If
your need to recruit is coming from many unhappy departures,

you will need to start by improving your current neck of the
woods. Identify both the challenges and the solutions that
would best suit the kind of talent you’re hoping to attract. The
loudest voices aren’t always the most accurate. Instead focus on
who you want there and what they are looking for. Prioritize
and go one at a time.
If you’re ready to bring people in, think about how to entice
them. Remember that their lives are busy like yours and they
will need a reason to show up. The draw could be an event
like an art show or a reputation built through engaging online
content. Or both! A municipality could partner with local
businesses for events. This step is about engaging and not about
selling. Engaging is: “I know you. I like you. I know what you do
in simple terms.” vs. selling as “You’re telling me why I should
need you. This is an advertisement and I’m skeptical.”
Once the engagement starts, the mutual interview begins.
In the case of a job this is more formal with designated steps
and stages. These stages need to be equal parts selling and
screening. There’s nothing wrong with being selective in a
hiring process. It is wrong to take advantage of someone’s time,
treat them poorly or intentionally make them uncomfortable.
The best way to screen is to replicate to the best of your ability
the actual environment, job, and tone of the job. To sell, the
candidate should get time to ask questions and see the work
environment. Even if they don’t work out, a declined advocate
is much better than a bitter critic.
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The work does not end once someone accepts a job or moves
into town. Instead the work of growing roots begins. This can
start with a comprehensive on-boarding program or can be as
simple as making personal introductions. It’s intimidating to
be in a new place with new people. Without growing roots,
it is too easy for the multitude of other options to look like
greener grass. Ongoing shared experiences build trust over
time. Trust is the most powerful kind of root. Lavish events
may be fun but a real conversation over a cup of coffee can
also connect people in a meaningful way. Even when pingpong works, it isn’t about looking cool. It’s about a place for
conversation and movement combined. A shared experience.
As roots grow, so does the network of advocates. Former
transplants can now be out spreading the word about your

opportunity. The people who saw their place in your world and
showed up for the experience will begin to invite others in.
That momentum is community.
It’s belonging.
About the Author:

Amanda loves people and questions. So, the world of talent
is meant to be. She is the CEO of newance, a NEWaukee
powered talent agency, bringing creative solutions to talent
challenges across Wisconsin. With over a decade of experience
in engaging tough to find and even tougher to recruit talent,
she’s passionate about growing Wisconsin’s talent community.
Contact Amanda at amanda@newance.co

In the Community: Wauwatosa
“I’ve lived in the area my whole life. My kids go to school here. My dad grew up here. My plow
route is my neighborhood. I take pride in the work I do because it’s my home, too.”
Joseph Ingrelli, DPW Field Supervisor, tells us why he serves Wauwatosa.

Courage. That’s what it takes to serve, and Michael Dziewit is proud to serve Wauwatosa as a
firefighter and paramedic.

E V E RY A N G L E C OV E R E D
Professional Civil, Municipal & Structural Engineering
Architecture • Grant Writing • Land Development • Planning & CADD Services

Phone: (608) 348-5355 ▲ Website: www.delta3eng.biz ▲ Platteville, WI

Madison
(608) 273-3350
Rhinelander (715) 420-0579
Kenosha
(262) 925-3210
www.tcengineers.net

LeagueCREATIVE
Ad 2017

SOLUTIONS FOR YOUR COMMUNITY SINCE 1981

PAA
Kevin Brunner







Recruitment Services
public-administration.com
paassoc@northnet.net
Interim Administration
920.235.0279
Compensation Plans
Fire and Emergency Services Studies
Strategic Planning/Organizational Audits
Stephen Hintz

William Frueh

Denise Frueh

PUBLIC ADMINISTRATION ASSOCIATES, LLC
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Planning ● Economic Development
Landscape Architecture

●

Environmental

800-472-7372
www.cedarcorp.com
Dedication, Quality, Success

State and local taxes as a share of income: Wisconsin’s overall tax
burden, defined as state and local taxes as a share of income, fell in
2018 to its lowest level in nearly 50 years – 10.5% of income. In 2011 the
combined state and local tax burden was 11.7% of income.*
Local taxes as a share of income: Local taxes as a share of personal
income remained flat at 3.7% in both 2018 and 2017. This is the lowest
percentage in nearly 50 years.*
Local versus state tax revenue growth: Over the past five years, local
tax revenues rose 3.4% while total state collections grew 10.5%.* (The
state’s sales and income tax revenues grow when the state’s economy
grows. The state’s revenue automatically increases as it continues to impose strict limits on the growth in
local property tax levies.)
Public employees relative to population: Based on 2015 Census Bureau numbers, Wisconsin ranked
35th in state and local government employees as a percentage of the state population. For every 100
public employees in other states, Wisconsin has only 98.**
*The Wisconsin Taxpayer, Volume 86, Number 11, December 2018
**Wisconsin Budget Project.org

DISCOVER THE
COMMUNITY
ADVANTAGE

Community Insurance Corporation provides
liability, workers’ compensation and property
insurance coverage for cities, towns villages
and school districts. We offer broad
coverage, designed specifically to meet the
needs of Wisconsin public entities under ONE
single liability policy form.

COVERAGES
»
»
»

LOCAL GOVERNMENTS ARE
THE FOUNDATION OF OUR
COMMUNITIES.
WE’LL HELP MAKE THEM STRONGER.

»
»
»

General Liability
Automobile Liability
Public Officials Errors &
Omissions
Property
Workers’ Compensation
Cyber Liability

VALUE-ADDED SERVICES
»

»
»

Broad-range risk management
and loss control services, including
on-site training
Online safety training
Community Insurance Care Line 24/7 nurse triage service for workrelated injuries

To learn more, please contact
Josh Dirkse, Aegis Corporation,
1.800.236.6885 or josh@aegis-wi.com
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Strategies to Win the War for Talent
Mari Kay-Nabozny, CEO, Northwest Wisconsin Workforce Investment Board

With historically low unemployment, an aging workforce,
and a skills gap, the war for talent is a battle waged across
all industries and geographic regions. Cities and villages
are not spared from the struggle. In many cases, budget
constraints make the challenge to fill vacant positions even
greater, particularly in rural communities. Workforce boards
throughout the state are helping employers find solutions to
the labor shortage crisis. Municipalities can learn from these
initiatives and best practices used by the private sector and
scale them to meet their own staffing needs.
The Superior Talent initiative developed by the Northwest
Wisconsin Workforce Investment Board (NWWIB) focuses
on a particular geographic region and industry demand.
The goal of the 2018 Superior Talent event held in Ashland
was to recruit high-demand healthcare professionals to
the Chequamegon Bay area. Students in their final year of
schooling in speech language pathology, occupational therapy,
physical therapy, and nursing came together for a three-day
weekend to network and learn about job opportunities
in northwest Wisconsin. Local businesses and healthcare
employers sponsored the event and had opportunities to meet
participants and promote their facilities and the region as a
place to live and work.
Participants learned about the event through social media,
posters, and other printed material. NWWIB staff made
on-campus presentations to students in related healthcare
courses to draw interest in the event. Students could register
and get more information on the Superior Talent website,
superiortalent.org. All event expenses were covered, including
lodging, meals, and a travel stipend. While in Ashland, event
participants had time to explore local hot spots, hike, and
participate in other outdoor recreation.
Work is already underway for the 2019 Superior Talent event,
which will focus on recruitment for manufacturing in the
Phillips/Park Falls area. These events highlight the amenities
and positive aspects of rural areas while providing realistic
insight into what their work / life balance could be. Drawing
professionals into small rural regions is imperative, but
development of a sustainable pipeline is also a key strategy.

The National Federation of Independent Businesses reports
that 45 percent of small businesses are unable to find qualified
applicants to fill vacancies. Employers of all sizes are working
with colleges, high schools, even middle schools, to build a
talent pipeline. Municipalities can also implement strategies
to engage with youth and provide opportunities for youth
to explore occupations within local government. Several
initiatives statewide expose youth to careers and occupations in
in-demand industries.
The Heavy Metal Tour, sponsored by the North Central
Wisconsin Workforce Development Board, Nicolet
Area Technical College, Northcentral Technical College,
Northwoods Manufacturers Alliance, and the Central
Wisconsin Metal Manufacturers Alliance, targets 8th grade
students in north central Wisconsin. The initiative includes
facility tours and presentations by various manufacturers with
a goal of changing the perception that manufacturing jobs are
low-skilled, dirty, and dangerous, and developing an interest
in manufacturing locally as a career. The 13 and 14-yearold participants are exposed to high-demand manufacturing
careers and technical college education options. Since its
creation eight years ago, more than 20,000 students from 41
school districts have participated in the Tour. Twenty-seven
regional manufacturers were involved in the 2018 event.
The South Central Wisconsin Workforce Development
Board (SCWWDB) launched a similar initiative in October
2018 called Dane County Manufacturing Works, using a
mix of printed materials, video, and social media to highlight
available manufacturing jobs in Dane County. Students
from 21 Dane County high schools learn about good-paying
high-tech careers in electronics, mechanical engineering, IT,
project management, and more, now available at manufacturers
throughout the region
The Dane County initiative models the Dodge County
Manufacturing Works, launched in 2015. That effort also
uses videos and interactive posters to highlight manufacturing
careers and opportunities in Dodge County. The Manufacturing
Works website, manufacturingworks.org, features additional
information on both initiatives, along with video and audio
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testimonial from individuals working in various careers in
manufacturing. The posters used in both the Dane County and
Dodge County Manufacturing Works initiatives depict career
pathways in starting, mid, and advanced-level manufacturing
careers. Also listed are job outlook, pay potential, and skills
needed for positions in each level. Tours at select facilities and
presentations at local high schools are also part of the drive to
highlight manufacturing as a career choice worth considering.
Manufacturing is not the only industry actively engaged in
the battle for skilled workers. Construction careers were the
focus of the Trade Up campaign, introduced by SCWWDB in
2013. Trade Up used banners and presentations from industry
leaders to inform high school students, parents, and educators
about careers in construction. Information includes job growth
statistics, wages, required education, and opportunities for
apprenticeships in various construction trades.
Cities and villages can use similar tactics to raise awareness of
available positions and career pathways in the public sector.
The city of River Falls recently created a staff recruitment
video on their YouTube channel that invites potential job
candidates to consider a position where they can make a
positive contribution to their community and work in a
high-energy environment that values good work. The video
highlights the benefits of working for the City of River Falls
and features the city’s entertainment scene, downtown, and
educational facilities. Perks mentioned include competitive
pay, training, healthcare, and paid time off. View the video at
rfcity.org/280/human-resources

not only mitigates the skills gap, it also creates a culture where
employees feel valued and have opportunities for learning and
advancement. That positively impacts employee retention.
Keeping high-performing, qualified employees should be part
of your overall strategy.
Employ Milwaukee has several programs designed to assist
with training workers for municipal jobs and projects. The City
of Milwaukee Northwestern Mutual Life campus, Milwaukee
Bucks Greater Arena, and the Streetcar projects all utilized
workers through the Residence Preference Program (RPP), a
program that helps underemployed and unemployed residents
gain access to employment and helps employers find workers
to get the job done. RPP promotes the use of city residents for
publically funded projects. Typically 40 percent of workers on a
project must be RPP-certified individuals.
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COMMUNITY MATTERS
Proud to help build the places we live,
learn, work and play

Incentives and Training
Incentives used to attract and retain workers across a range of
industries include on-site day care and health clinics, housing
benefits, and transportation to and from work. Some employers
tap current staff for referrals of qualified candidates to fill
vacancies, offering cash bonuses or paid time off to employees
whose recruits end up employed with the company for at least
six months. Businesses in some rural regions are using creative
ways to entice people back to their rural hometown roots by
offering student loan repayment and/or tax incentives for
purchasing a home in the community. Additionally, several
workforce boards are working on solutions to childcare and
housing shortages with municipal partners.

Financial Management Planning
Debt Issuance & Management
Economic Development
& Redevelopment
Investment Advisory
Learn More:

 800-552-1171

 info@ehlers-inc.com

Training may be the key to creating a candidate pool with
the skills you need. Companies today are taking a chance
on candidates who may lack a complete set of desired skills
and putting more effort into extensive training once they are
hired. You may also be able to train entry-level staff for more
advanced hard-to-fill positions. Upskilling current workers
The Municipality | February 2019
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Earn & Learn is another example of building pathways
to public employment. The program recruits and places
Milwaukee area students in a range of temporary summer
employment opportunities on the city and county payroll.
Through the program high school youth can earn a wage for a
six to eight-week period, working up to 20 hours a week.
Statewide, the workforce boards’ business services staff are
also involved in recruitment, retention, customized training,
hiring events, and youth apprenticeship programs – placing
high school students with local employers – at the request
of local mayors and businesses. The business services staff
actively engages with regional employers to work toward
alleviating hiring pain points. Municipalities can also utilize
the knowledge and skills of the Workforce Boards to develop
talent attraction strategies.
The exodus of older workers is an immediate issue for the
public sector where the average age of workers exceeds that
of the private sector by 5+ years. More tenured workers
have a wealth of information about their function within
an organization, much of it intangible and invaluable.
Apprenticeships, internships, and employee mentoring
programs are great ways to prepare young people for upcoming
job opportunities. Utilizing such strategies now will capture
the in-depth knowledge of resources, operating procedures,
and company culture before key personnel retire.

What Next?
What can Wisconsin cities and villages do to prepare for what
some call the Silver Tsunami? If you are not already doing
it, implement your own training initiatives, apprenticeships,
internships, or job shadowing opportunities for local youth.
Your regional workforce board may be available to help if you
are not sure where to start. Contact information for the state’s
workforce boards is available at wwda.org/boards
Workforce boards throughout the state have helped to
facilitate apprenticeship training in various industries,
including healthcare, IT, and manufacturing. Apprenticeships
combine classroom instruction with on-the-job training
to help individuals gain valuable skills and employers gain
skilled workers. Apprenticeships are available for many of the
occupations that exist in municipal government and new
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apprenticeships can be explored and developed based on
identified need.
Wisconsin’s workforce boards can offer unique solutions to
municipal hiring needs in terms of administration. Southwest
Wisconsin Workforce Development Board operates a
leased employee program through which municipalities and
nonprofits can access a talented, contingent workforce. Often
nonprofits and county agencies have several projects with
limited terms or hiring restrictions and this arrangement allows
employees to enjoy all of SWWDB benefits and the placement
site has a flexible workforce. Fees average 7% of total costs.
Consider joining nearby villages or cities to host a hiring
fair or internship event. Several municipalities in southwest
Pennsylvania joined together to host a Municipal Internship
Fair in 2018 that encouraged college students and graduates
to get involved in specific projects and introduced them to
internships that could lead to careers in municipal government,
planning, public safety, and more.
Want to start an internship position or job shadowing option?
Contact local high schools and/or post to local college job
boards or career offices. Training interns and upskilling current
employees takes time, but you will be glad you did it.
The war for talent is indeed on. Now is the time to plan your
talent attraction and retention strategy. Whether you implement
training initiatives, host hiring events, or launch a branding and
marketing effort, a well-thought-out strategy will help your
community recruit the candidates you need to declare victory.
About the Author:

Mari Kay-Nabozny is a workforce development professional
who collaborates with nonprofit organizations, municipalities,
and other entities to grow the regional economy and connect
employers to workers and vice-versa. After spending seven
years working as the Chief Information Officer for the
Wisconsin Workforce Development Association, Mari
knows the hard work and creativity necessary to successfully
implement local Workforce Board solutions across Wisconsin.
Mari has served as the C.E.O. of the Northwest Wisconsin
Workforce Investment Board since 2012 and continues to
pursue innovation and inspiration in every aspect of her work.
Contact Mari at mari@nwwib.com
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DESIGNING UTILITIES
THAT FIT YOUR GROWING NEEDS

1-888-364-7272
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Housing Resources
A key component
to attracting and
retaining workforce
is providing housing.
The April 2017 The
Municipality magazine
was focused on
housing issues and
included a long list
of resources.
Highlights include:
Affordable Housing
Resources, Elderly Housing Resources, Home Owner
Repairs, and Landlord Tenant Resources.
You can find that list on the League’s website here:
http://www.lwm-info.org/1473/Housing
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Specialized DWD Employment Services
Available to Municipal Governments

The Department of Workforce Development (DWD)
provides employment services to employers, including state,
county, and municipal governments. DWD’s Office of Veteran
Employment Services (OVES) focuses on connecting military
talent with local Wisconsin employers. Wisconsin’s military
veterans leave the military with highly desired, transferable
skills that will provide value to your local government.
OVES staff are located throughout the state at area job
centers. You can connect with a Local Veterans Employment
Representative (LVER) to recruit veteran job seekers, identify
transferrable skills between military and civilian occupations,
access incentives for hiring veterans, and more.

In the Community:
Mukwonago
John S. Weidl is a US Air Force Veteran,
serving in Operation Iraqi Freedom II,
and has spent the last five years serving the Village of
Mukwonago as the Village Administrator and Economic
Development Director. Weidl also serves as the Chair for
Northern Illinois University’s Board of Advisors for the
Department of Public Administration. In 2016, Weidl
received the Young Economic Development Professional
of the Year Award from the International Economic
Development Council (IEDC) and in 2019 was
named one of the rising stars under 40 in the economic
development industry by Development Counselors
International (DCI).
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LVERs are connected with local veteran’s services agencies
and can act as a liaison between county, state, and federal
programs that may assist your agency in hiring veterans
or providing training to veterans. These connections with
local agencies give LVERs access to the veteran job seekers,
knowledge of their skills, and the ability to find the right
veteran for your open position. Discover the benefits veterans
can offer your community and connect with your local LVER:
dwd.wisconsin.gov/veterans/vetreps.htm
Another innovative DWD employment service includes
connecting qualified individuals with disabilities to public and
private sector employers statewide through its Division of
Vocational Rehabilitation (DVR).
At any given time, the DVR talent pool includes roughly
16,000 individuals who want to work. DVR Business Services
Consultants can help you recruit, train, retain, and promote
DVR talent within your organization. Consultants provide
useful information on incentives, accommodations, the labor
market, and other disability and employment-related topics.
Through its programs and services, DVR has been successful
in meeting job seeker and employer expectations. In 2017,
Wisconsin employers hosted nearly 3,500 internships and
hired over 4,000 individuals with disabilities through the DVR
program. As Wisconsin’s need for talent grows, DVR offers
an excellent opportunity for you to connect to individuals who
are motivated to work and add value to your agency.
Learn more about the benefits of connecting to DVR’s skilled
talent pool today! To contact your local Business Services
Consultant, visit: dwd.wisconsin.gov/dvr/business
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Community Perspectives on Child Care:
An Essential Workforce Support
Ruth Schmidt, Executive Director, Wisconsin Early Childhood Association

The challenges presented by a fragile under-resourced child
care market are ubiquitous. It is virtually impossible to point
to even one community in our state that is not grappling with
the myriad issues that arise when we cannot offer affordable
high-quality early childhood options to all working families.
It’s a challenge that impacts children, families, businesses, and
early childhood educators alike.

Intentional Conversations Around Children and
Their Care

I spend quite a bit of time on the road traveling across
Wisconsin; and whether I am at a community meeting in
Milwaukee, Appleton, New Glarus, or Viroqua, I hear the
same stories. Let’s take a listen to what has community leaders
across our state concerned:
• The largest employer in the area, which offers among the
best paying jobs around, can’t recruit the quality of talent
needed to take their business into the future because potential
employees have little access to regulated child care. Job
openings remain vacant for over three months. The business
loses productivity and profits.
• A child care center that provides 30 percent of all the child
care slots in a rural county, just closed its doors. It could no
longer make ends meet. In one day, nearly 50 working families
are left without this essential workforce support.
• A child care center director reports losing her lead preschool
teacher despite having invested in her education. The director
was only able to pay her $10 per hour and couldn’t afford to
cover paid time off or offer health insurance; her new job at
the local convenience store pays $13.50 and offers benefits.
Another program director reports that she is closing one of
her classrooms, despite having a list of families waiting to get
in, because she cannot find or pay for qualified staff.
• A working family this week is leaving their little ones with
grandma on Monday, with different neighbors on Tuesday and
Thursday, and mom and dad are alternating work shifts to fill
in the rest of the work week. They don’t know yet how they’ll
manage next week.

I see people in villages and cities connecting around this
issue. Imagine a community room at a local library; hot
coffee, cookies, and name tags greet you. Tables have been
pushed together and as the room fills more chairs are brought
in from storage. There is the friendly buzz as people who
know each other as neighbors or colleagues catch up on
family news. There is a pediatrician, a local bank president,
a small business owner, the CEO of a large manufacturing
company, a few ministers and public-school administrators,
the Chamber president, local elected officials, and
representatives from the regional planning commission and
economic development agency. They are talking about what’s
most important to them in the community where they live,
work, play, worship, pay taxes, and raise families. The room is
animated, emotions run high, and people are excited to
find commonalities.
These conversations are happening very intentionally
across Wisconsin communities. And when people from
different sectors come together to discover what they care
most about; one common theme is “children and their care.”
As these conversations go deeper, it’s obvious that in most
Wisconsin communities, our system of child care is not
working well for families, for employers, or for child care
providers themselves. The ripple effect from the lack of
affordable, accessible, high-quality child care runs wide and
deep in both rural and urban communities.
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The Ripple Effect of a Broken Market
Child care is an essential workforce support. Employers
can’t recruit or retain their workforce in the absence of good
child care; they experience a loss of productivity, high levels
of absenteeism, and greater than normal rates of turnover.
Employees can’t give their best to the job when their child care
arrangements are tenuous, inadequate, or cause them worry. In
a poll taken at the 2017 Wisconsin Economic Development
Association conference, 160 attendees ranked lack of available
child care as the second highest challenge facing businesses
today. According to the Center for American Progress,
54 percent of Wisconsin residents live in a child care desert
without adequate care.
The principles of supply and demand would suggest that
entrepreneurs would be eager to open a child care program
where there is insufficient supply. But child care is a broken
market. At a cost often exceeding $10,000 per year for one
child, providing care simply costs more than most parents can
pay. And there are few to no other revenue streams that come
into this market.

Yet we’re talking about our young children, our future
community leaders. What could be more important than
caring for them well, keeping them safe, engaging their
curiosity, and encouraging their eagerness to learn? Who
could argue for doing this work on the cheap by lowering our
standards, getting rid of regulations that promote health and
safety, or hiring staff without the skills and knowledge to meet
their changing developmental needs?
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PUBLIC/PRIVATE PARTNERSHIPS (P3)
A new tool for your community
PROFESSIONAL SERVICES FOR PARKS AND
RECREATION ADMINISTRATION AND FACILITIES:
 Grant Writing and Administration
Interim Administrator Services
 Open Space Plan Development
Administrator Recruitment
 Parks Development and Design Assistance
Organizational Analysis/Operations Improvement
 Master Planning
Operational Budgets/Capital Budgets/Plans
 Parks & Recreation Administrative Services
Economic Development Projects
 Parks & Recreation Staff Recruitment
Downtown Revitalization Initiatives
TIF District Implementation
Business Improvement District (BID) Creation
Consolidation or Shared Services Studies
Together, let’s achieve
Comprehensive Planning/Strategic Planning
the GOALS of YOUR
Classification and Compensation Studies
COMMUNITY.
Facilitation and Training
Project Management

MUNICIPAL ADMINISTRATOR SERVICES
OFFERED ON AN AS-NEEDED BASIS:
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Child care is labor-intensive work, labor is expensive, and
the child care workforce is one of the lowest paid and least
recognized for the value of their work. But most parents can
tell you that when we’re talking about the quality of care they
want, it’s all about the adults who are building relationships
with their children. Child care teachers are better educated
than Wisconsin’s overall workforce, but their investment in
education doesn’t pay off. In the current market where jobs
are plentiful, those in child care earning on average around
$10/hour simply follow jobs that pay more. The result is
high turnover – over one third of the child care workforce
leaves each year. For those who stay, according to the Early
Childhood Workforce Index 2018, 36 percent access one or
more forms of public assistance (for example, food stamps or
BadgerCare).

Let’s show the world what
we can do together.
Day by day. Project by project.
Together we’re bridging what’s possible
and moving the world forward.

Families of all income levels want good care for their children.
Those who are aware of and qualify for child care subsidy
(known as Wisconsin Shares), are currently even further
disadvantaged. Wisconsin Shares subsidy rates have been
virtually unchanged over the past 10 years; declining from
being set at the federally recommended 75 percent of current
market rate to just under 15 percent. Consequently, the
numbers of families accessing Shares to help them pay for
child care has plummeted over the past decade. Meanwhile,
child care programs suppress staff wages to help hold the line
on costs for families.

Solutions at the Local Level
We know it won’t be easy and that there is not one single
solution, which brings us back to community conversations.
When communities come together, solutions emerge. It starts
with raising the issue to identify the problem, and then giving
child care a clear focus for concerted action. It starts by listening
to child care providers, understanding their challenges, and
letting them know that their work is valued. Engage them along
with all the other community partners you’ve identified who
have a stake in solving the problem. Discover where there are
community resources that can help and what new investments
from both the private and public sectors are needed.
It may be slow going, but it works – not to totally solve the
problem, but to make improvements that matter to working
families, their children, and those caring for their children.
One rural area, the Kickapoo Valley, held numerous large
gatherings over two years to help move a new initiative

Building a Better World
for All of Us
Engineers | Architects | Planners | Scientists

sehinc.com/subscribe • 800.325.2055
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forward to support child care. Through sharing their expertise
and resources, and partnering with the Wisconsin Early
Childhood Association, they are bringing a shared services
model, with funding from the Advancing a Healthier
Wisconsin Endowment, to the region to help child care
programs find better and more cost-effective ways to operate.
This shared services model, called the Wisconsin Early
Education Shared Services Network (WEESSN), serves
several functions. It provides “back office” business functions
to help child care businesses become stronger, more efficient,
and more capable of offering affordable care. This expertise in
business management means child care staff can focus more
on the important work of caring for and educating children.
It provides shared purchasing, reducing costs for programs on
items and services they regularly purchase. These supports can
be those considering opening a child care business by removing
barriers and simplifying business practices through automation.
And more child care businesses means more care for working
families (and increases the number of small business owners)!
Finally, with the support of Vernon County, the network
includes a Relief Squad – trained child care workers who can
step in to provide short-term substitute care. Local businesses
and philanthropies have helped to fund this work, have
sponsored provider meetings and trainings, have volunteered
time and energy in networking and relationship building.
This isn’t the only place where conversations and collaborative
work on the issue of child care are happening. In Ashland,
the Northwest Wisconsin Workforce Investment Board and
Ashland Development Corporation have partnered with
others in the community to conceive of EverGrow Learning
Center, a program they hope will serve 100 children in 2019;
in Dodge and Jefferson counties the Greater Watertown
Community Health Foundation is learning about challenges
facing child care programs and exploring ways to increase
the number of children who have access to high-quality care;
in Lancaster, Wisconsin Rural Partners and the Chamber
of Commerce are engaging community leaders around the
issue of its child care shortage; Richland Center has a child
care task force led by the mayor, Southwest Partners, and city
council members. Stronger Together Fox Valley has brought
community members together through its Great Early Start
team to advocate for strong early childhood public policy. The
City of Milwaukee recently named an early education czar to
lead its new Office of Early Childhood Initiatives. The City of
Madison has a community goal of shared prosperity through
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building human capital including a focus on early childhood
care and education; its system of accrediting programs and
supporting subsidies for eligible families is important. And it
is worth noting that the 2018 Wisconsin Small Community
Forums, sponsored by the League of Wisconsin Municipalities,
the United States Department of Agriculture, the University
of Wisconsin-Extension, Wisconsin Downtown Action
Council, Wisconsin Economic Development Corporation and
Wisconsin Rural Partners, included roundtable discussions
on child care. These and more represent localities and regions
that are learning about the role child care plays in their
communities and economies. They are looking for strategies
to address challenges facing both the child care market
and families that use care. Communities across the state
increasingly know that child care is an essential work support
today, and that child care nurtures and educates the workforce
of tomorrow.
Working families in particular need solutions but so do the
rest of us. Community conversations go a long way in raising
up this issue. Leaders understand the challenge today in a way
that was unheard of 10 short years ago. What is inspiring is
seeing communities learn from each other, witnessing small
solutions take hold and grow. There are big fixes that come
with even bigger price tags: paid family leave, increasing
the federal child care tax credit or making it refundable,
contributing to or providing a match for employees’ dependent
care accounts, expanding eligibility for or raising the rates
of the Wisconsin Shares subsidy program, implementing a
refundable tax credit, or increasing a wage supplement program
for people working in child care could all be part of a larger
solution. However, finding the best balance between parent,
government, and private sector responsibility is difficult. It
is our communities, demonstrating remarkable leadership in
these hard conversations, who will ultimately move us as a
state or nation toward more universal solutions. And they will
do it because they care deeply about the fabric of life for their
neighbors, friends, and families.
About the Author:

Ruth Schmidt is Executive Director of Wisconsin Early
Childhood Association (WECA) and co-chair of Wisconsin
Partners. WECA works to advance positive change for
children by focusing on the professionals who provide child
care for well over 70 percent of Wisconsin’s children. Contact
Ruth at ruschmidt@wisconsinearlychildhood.org
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TOGETHER
WE BUILD
WISCONSIN
WHEDA builds Wisconsin’s
economy through its diverse range
of business financing products
promoting business development
in urban and rural areas.
WHEDA provides Wisconsin
businesses and farms with essential
financing to start-up, expand,
modernize or obtain credit.
To learn more,
visit www.wheda.com.

WISCONSIN HOUSING AND
ECONOMIC DEVELOPMENT AUTHORITY
800.334.6873 n www.wheda.com
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League Legal CD Rom
The League Legal CD Rom uses Folio Views® which
provides you with an easy-to-use search engine,
and includes:
•T
 he complete text of eight League Manuals
including the updated Municipal Licensing and
Regulation of Alcohol Beverages, one of the
League’s most popular manuals.

• League Legal Opinions and articles back to 1976
• Index summarizing conclusions of the League’s
legal opinions published since the early 1960s
• Municipal Attorneys Institute Conference
materials back to 1998

New orders are $195.00, and renewal subscriptions for future years are currently $150.00.
To order, contact Ray Bollhauer, American Legal Publishing at 800-445-5588, or visit
http://www.amlegal.com/product-category/wisconsin-cd-order-form/
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Wisconsin Fair Employment Act:
New Amendments Address Arrest and
Conviction Discrimination in Licensing
David A. Richie, Associate and Daniel P. Gustafson, Shareholder, Weld Riley, S.C.
In Wisconsin, employees are afforded
a broad array of rights and protections
against wrongful employment actions
taken by their employers by virtue of
the Wisconsin Fair Employment Act
(WFEA). For years, the WFEA has been
used as both shield and sword to guard
against employment discrimination,
which the state legislature has described
as “adversely affect[ing] the general
welfare of the state.”1 Local governments
need to understand and apply the
provisions of WFEA in two different
capacities: first, in their role as employers
to avoid prohibited employment
practices; and second, as local licensing
agencies, primarily in the context of
issuing licenses to sell and serve alcohol
beverages, under Chapter 125 of the
Wisconsin Statutes.
The WFEA is not static and has
undergone various changes throughout
its lifespan. A recent change to the
WFEA has made it easier for one of the
protected classes under the Act – those
with arrest or conviction records – to
obtain an occupational license from a
state or local “licensing agency.” This
amendment is far from trivial, as 1 in
5 Wisconsin workers require a state
occupational license to partake in their
chosen occupation or profession.
Most employers, including local
governments, are familiar with Title VII
of the Civil Rights Act of 1964. This
well-known federal anti-discrimination
law prohibits discrimination based

upon race, color, religion, sex, and
national origin, with respect to hiring,
compensation, and the terms, conditions
or privileges of employment. What
some might not be aware of, however,
is that Title VII provides only the floor
for discrimination protections. State
and local laws may provide additional
protections for employees.
For example, Wisconsin has added
even greater protections for employees
than those provided by federal law. The
WFEA, specifically Subchapter II of
Chapter 111 of the Wisconsin Statutes,
protects the same classes of employees
as does Title VII. In addition, the
WFEA bars employment discrimination
against qualified individuals by reason
of marital status, sexual orientation,
military service, use or non-use of lawful
products outside the employer’s premises
during nonworking hours, as well as
arrest and conviction records. It is this
last class of persons, those with arrest or
conviction records, who benefit from the
amendments that became effective in
August of 2018.
The recent amendments were enacted
by the legislature as 2017 Wisconsin Act
278, which adds teeth to the WFEA by
creating a statutory section 111.335(4),
titled “Discrimination in Licensing.”
This section changes the circumstances
under which a licensing agency may base
its decisions to approve, deny, or revoke
a license on an individual’s criminal
history. Before Act 278 became effective

in August, a licensing agency was allowed
to deny a license to an individual if that
individual was subject to even a pending
criminal charge, if the circumstances of
the charge were “substantially related”
to the circumstances of the particular
licensed activity. Additionally, a
licensing agency was within its rights
to deny a license to an individual who
had been convicted of any felony,
misdemeanor, or other offense so long
as the circumstances giving rise to the
conviction were substantially related
to the circumstances of the activity for
which the license was sought.
Under the amended WFEA, the
standards described above are retained,
but with a few new wrinkles. First, the
law has changed in regard to pending
criminal charges. Now, a licensing
agency engages in discrimination based
on an individual’s arrest record if the
agency refuses to license, or suspends
an existing license, solely because
the individual is subject to a pending
criminal charge, unless the circumstances
of the charge substantially relate to the
circumstances of the licensed activity
and the charge is for one of certain
specified crimes against a child or life
and bodily security, or a violent crime
against a child.2 In other words, in the
pending criminal charge context, the
“substantially related” standard is met
only if the charge involved a “crime
against life and bodily security” or a
violent crime against a child.
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1. Wis. Stat. § 111.31.
2. Wis. Stat. §111.335(4)(a).
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In addition to requiring that the
circumstances of an arrest or conviction
substantially relate to the circumstances
of the licensed activity, the new law
also prohibits a licensing agency from
refusing to license an individual because
the individual was adjudicated delinquent
of an offense under the Juvenile Justice
Code, unless the offense was one of
certain specified crimes against a child or
life and bodily security.3
The new law also provides some relief
for those license seekers with a criminal
conviction. If a licensing agency denies
or terminates a license because of a
conviction, the agency must state, in
writing, its reasons for doing so, unless
the conviction pertains to one of the
specified crimes against a child or life and
bodily security. This written statement
must describe how the circumstances of
the conviction relate to the particular
licensed activity. The agency then must
allow the individual an opportunity to
show “evidence of rehabilitation and
fitness to engage in the licensed activity.”4
The statute sets forth two items of
evidence that must be accepted by
a licensing agency to demonstrate
rehabilitation and fitness to engage in
the licensed activity: (1) documentation
showing that the person was honorably
discharged or separated under honorable
conditions from the military and had no
subsequent criminal convictions, or (2)
documentation showing the individual
completed his or her probation, extended
release, or parole and, if the person
served time in a correctional institute,
that one year has passed since his or her
release without subsequent conviction of
a crime.5

Some of the provisions of Act 278
apply only to a “state licensing agency,”
which is defined as a licensing agency
that is a state “agency,” under Wis. Stat.
§227.01(1).6 For example, the new law
specifies that an individual seeking a
license may obtain a predetermination
from a state licensing agency of whether
he or she would be disqualified from
being granted the license due to a prior
conviction, before the individual submits
a full application. A state licensing
agency is also obligated to publish on
its website a document indicating the
offenses that may cause the agency
to deny a license application. These
provisions of the amended WFEA do
not apply to municipalities issuing local
licenses.
For many, the recent amendments to the
WFEA were overdue. Proponents of
the new law pointed out the troubling
rate of recidivism for those with criminal
records. If confronted with too many
artificial barriers to employment upon
re-entering society, individuals with
criminal records often find themselves
back in prison. Representative Warren
Petryk, a co-author of the new law, stated
that “we know that stable employment
keeps people out of incarceration.”
Others saw the need for these changes
based on the growing role of licensure in
an individual’s ability to work. Senator
Alberta Darling, the other co-author
of the bill, remarked that one in four
workers require some sort of credential
to work in the United States (compared
to one in twenty in 1950). Combine
that with the fact that one-third of
adults in the country have some sort of
criminal record, and you are left with job
prospects looking bleak for a large swath

3. Wis. Stat. §111.335(4)(b).
4. Wis. Stat. §111.335(4)(c).
5. Wis. Stat. §111.335(4)(d).
6. Wis. Stat.§111.335(1m)(c).
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of the population, if a license can be
denied for any prior conviction.
Legislators and other stakeholders are
hopeful that the amendments to the
WFEA will alleviate some of these issues
by removing employment barriers to
those ready, willing, and able to work,
while still ensuring that ex-offenders
who were convicted of violent crimes or
crimes against children do not enjoy the
new law’s protections.
This article is not to be construed as legal
advice applicable to your specific situation
and is intended for general informational
purposes only. If you have any questions
regarding this article, you should consult
your legal counsel.
Licensing and Regulation 398
About the Authors:

Attorney David A. Richie is an associate
with Weld Riley, S.C. and advises clients
in the areas of management side labor
and employment law. Attorney Daniel
P. Gustafson is a shareholder with Weld
Riley, S.C., whose practice is focused on
municipal and administrative law. He
serves as the City Attorney for River
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for Turtle Lake. Weld Riley, S.C. was
founded in 1991 as a public sector labor &
employment firm, but has grown to be the
largest full-service law firm in northwest
Wisconsin, with almost 40 attorneys and
offices located in Eau Claire, Menomonie,
and Black River Falls. Contact David
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dgustafson@weldriley.com
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Municipal Employees
Luis Arroyo, Partner, Michael Best & Friedrich LLP

This article is an excerpt from the League’s popular and comprehensive “Handbook
for Wisconsin Municipal Officials.” You can order the handbook online at lwm-info.org
Look for Publications under the Resources tab.

Municipal Employees are Employees
at Will

any discharge must be done pursuant
to the terms of the contract. Certain
municipal employees are protected from
In Wisconsin, municipal employees are
being fired at the will of the municipality
generally classified as “at will” employees.
by state laws. For example, municipalities
In the absence of a civil service ordinance
must comply with certain due process
or law, or a contract or collective
procedures specified in the statutes when
bargaining agreement stating otherwise,
seeking to terminate a police officer.
“at will” employees may be terminated
See secs. 62.13(5), 62.13(6m), 61.65(1)
with or without cause, with or without
(am) and 60.56(1)(am). Finally, public
notice by the employer. See Vorwald
employees may not be deprived of
v. School District, 167 Wis.2d 549, 482
liberty or property interests without due
N.W.2d 93, 96 (1992); State ex rel.
process of the law under the Fifth and
Epping v. City of Neillsville, 218 Wis.2d
Fourteenth Amendments. Therefore, a
516, 581 N.W.2d 548, 552; (Ct. App.
pre-termination hearing may be required
1998). However, a municipal employee
to ensure due process. See Cleveland
may not be discharged for discriminatory
Bd. of Educ. v. Loudermill, 470 U.S. 532
reasons (e.g., based on race, gender, age,
(1985).
or national origin.)
1. P
 ublic Policy Exception to
Today, employment contracts, state law,
Employment at Will
and/or local ordinances have altered
the landscape to the municipal “at
Wisconsin courts have held that an
employment at-will relationship does
will” employee. For example, under
Wis. Stat. sec. 66.0509, all municipal
not create an implied obligation of good
employers must offer some sort of
faith and fair dealing with respect to
grievance procedure to its employees,
discipline and termination decisions, even
regardless of whether the employees
in the presence of a written employment
are represented by a union. Thus, non
contract. Kaste v. Amery Regional Medical
represented employees, even though
Center, Inc., 2016 WI App 75; Ferraro v.
at-will employees, have procedural
Koelsch, 124 Wis. 2d 154, 368 N.W.2d
protections over discipline under state
666 (1985); Holloway v. K-Mart Corp.,
law. If the municipality and an employee 113 Wis. 2d 143, 34 N.W.2d 570 (Ct.
enter into an express or implied contract, App. 1983); Brockmeier v. Dunn &
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Bradstreet, 113 Wis. 2d 561, 335 N.W.2d
834 (1983). However, courts have
found an exception to the employment
at-will doctrine when a termination
is a result of an employee refusing to
violate fundamental public policy as
expressed in the constitution or statutes,
or appropriately promulgated regulations.
For instance in Hausman v. St. Croix Care
Center, 13 IER Cases 995 (Wis. 1997),
a nursing home employee was allegedly
discharged for reporting suspected abuse
of patients to the State Ombudsman.
State law imposes an affirmative
obligation on employees to report such
abuse and failure to make a report
could subject an employee to criminal
prosecution. According to the court,
applying the public policy exception to
the employment at-will doctrine relieves
employees of the burden of choosing
between reporting abuse and being
terminated for failing to report such
conduct at risk of being prosecuted. The
court drew a distinction between this and
an employee’s mere compliance with a
legal command, to which the exception
would not apply.
In Bushko v. Miller Brewing Company,
134 Wis.2d 136, 396 N.W. 2d 167,
Wis. 1986, this was defined as a narrow
exception, related only to a failure of an
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employee to violate a fundamental and
well-defined public policy after being
ordered to do so, and was discharged for
his refusal. However, in Winkelman v.
Beloit Memorial Hospital, 483 N.W. 2d
211 (Wis. 1992), the Supreme Court
expanded the scope to include a wrongful
discharge as related to the employee’s
refusal to violate an administrative rule.
2. I mplied Contracts and Employee
Handbooks and Collective Bargaining
Agreements with Unions
Employee handbooks summarizing
benefits do not generally impose a
contractual obligation. Young v. Oak
Electro-Netics Corp., 45 Wis.2d 197, 199,
172 N.W.2d 685 (1969); Kaste, 2016
WI App 75. An employee handbook
generally constitutes general employment
guidelines rather than a binding contract.
Bantz v. Montgomery Estates, Inc., 163
Wis.2d 973, 473 N.W.2d 506 (Ct. App.
1991). Further, in Fittshur v. Village of
Menomonee Falls, 31 F.3d 1401 (7th
Cir. 1994), the Seventh Circuit held
that, under Wisconsin law, policies in an
employee handbook were not binding
on the municipality, despite contrary
representations by municipal officials,
because the officials had no authority to
create a contractual relationship.
Municipalities should be careful, however,
when drafting employee handbooks.
There have been a few cases in which
Wisconsin Courts have found contracts
hidden in employment handbooks. See
Clay v. Horton Manufacturing Company,
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172 Wis.2d 349, 493 N.W. 2d 379 (Wis.
Ct. App. 1992), where the employee
claimed he was told by supervisors that
he had to obey the handbook, as did the
company, and the company and employee
were bound by the seniority provisions
related to the handbook. The court found
that the oral statements combined with
the handbook could have the effect of
modifying the terms of the employment
relationship from an at-will relationship
to a contractual one. This is not surprising
since as early as 1985, in Ferraro v.
Kloelsch, 124 Wis.2d 154, the court held
that a contract had been created when
the employee accepted the handbook
that set forth the conditions upon
which employees could be terminated,
incorporating a just cause standard.

of explicit rules of conduct, as well as a
statement that employees can only be
terminated for cause, all subject to an
arbitrator’s review. Moreover, municipal
employees will generally have access to,
and the employer will be responsible for
following, any civil service ordinance or
grievance procedure implemented by the
municipality. Wis. Stat. sec. 66.0509.

Of course, a very broad exception to
employment-at-will is employment
pursuant to a union collective bargaining
agreement, which very often provides
that employees may only be terminated
for cause. In the case of a unionrepresented employee, there may be
several explicit provisions that would
have an impact upon the employee/
employer relationship such as a
progressive discipline policy, adoption

Luis’ practice also includes traditional
employment and labor cases, for both
public and private sector clients, regarding
race, age, sex, national origin, disability
claims, workers’ compensation claims, and
unemployment compensation matters.
He served as a Judicial Intern to Judge
Jon P. Wilcox at the Wisconsin Supreme
Court during law school at the University
of Wisconsin-Madison. Contact Luis at
liarroyo@michaelbest.com

Employees 350
About the Author:

Luis I. Arroyo is a Partner at Michael
Best & Friedrich, LLP. He represents
employers in a range of labor and
employment matters and has developed
a significant practice focusing on
employee defection and recruitment,
including litigating injunction and
To be certain that an employee handbook damage actions relating to: covenants
does not create a binding contract, it
not to compete, non-solicitation and
should contain a specific disclaimer
non-disclosure agreements, unfair
stating that employment is at-will
competition, trade secrets, duty of
and not for any definite period unless
loyalty, the Computer Fraud & Abuse
otherwise specified or provided by
Act, and state trade secrets and unfair
statute. Holloway, 113 Wis. 2d at 145.
competition statutes.
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Choose WEA Trust for Your
Health Insurance Needs
Just like The League of Wisconsin Municipalities
was created to help Wisconsin cities and villages,
WEA Trust was created to help the public sector
with heath insurance.
That means we know public employees better than
anyone else in the industry. Put your Trust in us and
choose WEA Trust for your health insurance needs.

W E H AV E YO U R B A C K
To learn more about WEA Trust:

▸ weatrust.com/info
ADV 0019-1218

FULL-SERVICE IN-HOUSE SOLUTIONS
TO HELP SHAPE OUR COMMUNITIES

920 751 4200 | MCMGRP.COM
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•Architecture
•Wastewater Systems
•Waste-to-Energy
•Water Systems
•Municipal Engineering
•Environment/Ecology
•Stormwater Management
•Transportation
•Parks & Recreation
•Land Surveying
•Site Development
•Geospatial Solutions
•BIM
•GIS Development
•LEED®
•Structural Engineering
•Industrial Engineering
•Electrical/Controls
•Mechanical HVAC/Plumbing
•Funding Strategies, Solutions
and Grant Assistance
•Construction Services
•Design-Build Services
•Public/Private Partnerships
•Municipal
Administrator Services
•Operations Services
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FOR THE GOOD OF THE ORDER

Why Robert’s?
Larry Larmer, Professor Emeritus, University of Wisconsin-Madison

In discussing procedural issues that concern local governments,
we have assumed that Robert’s Rules of Order is our guide for
questions not covered by statutes. Why so? As one questioner
put it, “Is Robert’s Rules of Order a necessary or even a good
system for local governments?”
This is an understandable question. We may have experience
working in non-governmental contexts and have gotten along
and made good decisions without rules, and in governmental
bodies – especially small ones – we might become confused
and frustrated in attempting to follow the provisions in
Robert’s. Questions arise such as: “Is all this formality
necessary?”; “Much of this doesn’t apply to us.”; “What
happens if we don’t do it by the book?” These concerns call for
an explanation of why Robert’s might matter. Realizing that
governing bodies make important and highly controversial
decisions that affect constituencies, it is prudent to follow a
system of deliberation that promotes procedural clarity and fair
and equal opportunities to be heard. Robert’s Rules of Order,
when reasonably understood, does just that.
Some rules of procedure are in statutes and local government
bodies probably have rules of their own that govern their
deliberations. However, neither statutes nor the body’s own
rules are likely to be specific enough to provide guidance for
such common questions as have been discussed previously
in this column: “What’s the difference between tabling and
postponing?”; “Can a single member close debate by ‘calling
the question?’”; “What if a motion gets discussed but was
never seconded?”; “When there are several motions pending,
does closing debate apply to all the motions or just the one
immediately pending?”, etc.
In addition to answering questions such as these, Robert’s
provides guidance for maintaining orderly deliberations.
Following the rules of precedence ensures that the body
28

attends to one issue at a time. Also, Robert’s suggests
managing debate by seeking a balance of opinions and by not
recognizing a member to speak if that member has already
spoken on the pending matter if another member who has not
yet spoken seeks recognition. Other provisions such as raising
questions of privilege, points of order, calling for the orders
of the day, raising requests for procedural and substantive
information, all serve to protect rights of members while
maintaining order, equality, and fairness.
The body might work out its procedural questions on a
case-by-case basis and thereby develop its own customs. But
unless these customs are codified in the body’s rules, new
members might bring different experiences and perceptions
as to how business should be conducted, resulting in
disagreements and confusions like those mentioned above.
If a body needs a system to supplement statutes and their own
rules, why Robert’s? There are other systems that seem simpler
and therefore more appealing. However, Robert’s, though
complicated, has advantages.
Robert’s is better known than other references. Thus, members,
although not well-versed in parliamentary procedure, are likely
at least to have heard of Robert’s. Thus, as questions calling
for a reference arise, Robert’s will be more readily available and
will probably be regarded as more authoritative.
Reasonably understanding Robert’s is not terribly difficult.
Those provisions that are clearly not relevant to local
governments can be set aside. Local government personnel
should focus on Chapter XII that covers rules on debate
and Chapter III that describes common motions and the
precedence among them. Subsequent chapters treat each of
those motions in detail and can be consulted as needed. Also,
Sec. 49 contains provisions that permit small boards to operate
with less formality than larger bodies.
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Frequently

Questions

Asked

Did you know? The published Legal
FAQs are taken directly from the
extensive library of resources on the
League’s website. Have a question? Try
the search function on the website and
get an answer. http://www.lwm-info.org

Employees FAQ 1
Is it necessary for a municipality
to advertise a job opening before
filling the position?
Although no state or federal law requires
that available positions of municipal
employment be advertised, it is probably
better practice to do so. See League
opinions Employees 240 and 271.
Absent an advertising requirement
imposed by a local civil service ordinance
enacted pursuant to Wis. Stat. sec.
66.0509, or imposed as a condition
to the receipt of governmental grants
for funding, a municipality need not
advertise a municipal job opening. Even
though a municipality is not required

Legal Captions
Licensing and Regulation 398

Article by Weld Riley attorneys David
Richie and Daniel Gustafson explains
changes made to Wisconsin’s Fair
Employment Act by 2017 Wis. Act 278
which, among other things, created sec.
111.335(4), changing the circumstances
under which a licensing agency may
base its decisions to approve, deny, or
revoke a license based on an individual’s
criminal history. Changes affect when

to solicit applications for an available
municipal position, municipalities
should be aware that state and federal
law (i.e., Wisconsin’s Fair Employment
Law, Wis. Stat. secs. 111.31 to 111.395,
and the Americans With Disabilities
Act, 42 U.S.C. secs. 12101 to 12213)
prohibit discrimination in hiring
on the basis of things like age, race,
creed, color, disability, marital status,
sex, national origin, ancestry, sexual
orientation, arrest record, conviction
record, or membership in the military.
In view of the desirability of providing
equal employment opportunities, and
to ensure that the above factors are
not improperly considered in hiring
decisions, it might be advisable for a
municipality to develop a procedure for
soliciting applications which recognizes
these goals and prohibitions. Word-ofmouth advertising is not a very effective
means of providing equal employment
opportunities and may in fact be illegal
where the employer has established an
affirmative action program.
Employees FAQ 24
How many hours must a new
employee work in a year to become
eligible for Wisconsin Retirement
System benefits?

a pending charge can be considered
and, except for certain exempt offenses,
require a licensing agency that denies
or terminates a license based on a prior
conviction to state its reasons for doing
so in writing and allow the individual
to show evidence of rehabilitation and
fitness to engage in the licensed activity.
The licensing agency must consider a
list of factors, such as the seriousness
of the crime and relevant mitigating
circumstances and must accept specified
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In 2011 the WRS eligibility threshold
was changed by 2011 Wisconsin Act 32
from 600 hours to 1,200 hours. Any
employee initially hired after July 1,
2011 must work 1,200 hours before
becoming eligible for WRS benefits.
A newly hired municipal employee
who previously worked for any WRS
participating employer prior to July 1,
2011 is covered by the 600 hour eligibility
threshold. The threshold change made
by Act 32 did not modify the eligibility
criteria for any employee initially
employed by a WRS participating
employer prior to July 1, 2011, including
both WRS eligible and non-WRS eligible
employees. Employers must consider
any employment with a participating
WRS employer prior to July 1, 2011,
when determining WRS eligibility under
Act 32. Any employee who received
earnings for personal services rendered
from a participating employer prior to
July 1, 2011, would have previously been
evaluated for WRS eligibility, including
seasonal, project, limited-term, temporary
and/or part-time employees, members
of boards and commissions, and elected
officials. The eligibility criteria regarding
expected hours for these employees
remains 600 hours.

items as competent evidence of sufficient
rehabilitation and fitness.
Employees 350
Article by Attorney Luis Arroyo, Michael
Best LLP, reprinted from Handbook
for Wisconsin Municipal Officials
(2017) explains that in the absence of a
civil service ordinance, law, contract or
collective bargaining agreement stating
otherwise, municipal employees are
employees at will and may be terminated
by the employer with or without cause and
with or without notice.
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2019 Building Inspectors Institute Registration Form
Mail:
League of Wisconsin Municipalities
131 West Wilson Street, Suite 505
Madison, WI 53703
FAX: 608-267-0645

Online Registration is encouraged.
www.lwm-info.org
Registration Deadline: April 17, 2019

Name_____________________________________________Title____________________________________
Municipality or Company ______________________________________________________________________
Street Address____________________________________City______________State______Zip______________
Phone number______________________________________email_____________________________________
WORKSHOP CHOICES: Session Titles are available online. Choose one from each set of concurrent sessions.
Wednesday

Wednesday

Thursday

Thursday

Thursday

Thursday

□1
□2

□3
□4

□5
□6
□7

□8
□9
□ 10

□ 11
□ 12
□ 13

□ 14
□ 15
□ 16

GUEST, RECEPTION, BANQUET AND SPECIAL NEED RESPONSES:
Are you bringing a guest?
□ No. □ Yes.**
Guest’s name _________________________________
Attending Wednesday’s reception? □ I will attend. □ My guest and I will attend. □ Can’t make it.
Attending Thursday’s banquet?
□ I will attend. □ My guest and I will attend. □ Can’t make it.
Do you need amended arrangements to accommodate a disability or dietary need? □ No. □ Yes.
We will contact you to make the necessary arrangements.
REGISTRATION FEES:
WBIA Region if applicable: Northwest_______ Northeast_______ Southwest________ Southeast________
Tuition for Members* □ $195

Tuition for Non-Members* □ $220

Guest Fee** □ $40

TOTAL $_________

On-line registration is encouraged at www.lwm-info.org. Paper registrations must be accompanied by payment.

□I am paying by CHECK. (Make check payable to League of Wisconsin Municipalities)
□I am paying by Credit Card

□ Visa □MasterCard

Card Number______________________________________________________________
Expiration Date________________________Security Code (back of card)_________________

Signature_________________________________________________________________

CONFERENCE HOTEL INFORMATION:
Make reservations directly with Osthoff Resort 800-876-3399. Use Block ID Code League of WI Municipalities Bldg. Institute
Room charge: $82 Single/$102 Double

Reserve no later than April 3, 2019

Please identify yourself as attending the League of Wisconsin Municipalities Building Inspectors Institute to obtain this rate. Room
charges are subject to a 12.5% local and state taxes; a letter/certificate of exemption must be presented if the charge should be tax exempt. Seven-day advance cancellation policy, with a $50 cancellation fee—within 7 days full forfeit of the reservation fee.
THE FINE PRINT:
*Only staff members and officials from cities and villages that are currently members of the League of Wisconsin Municipalities may register as
members.
**The $40 guest fee covers guest attendance at Wednesday’s reception and Thursday’s banquet. There is no formal guest program this year, but we
will have local site and dining suggestions at the registration table.
Registration fees, minus a $10 processing fee, are refundable if the League is notified of cancellations by close of business on April 17, 2019. No refunds can be issued for cancellations received after close of business on April 17, 2019.
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News/Updates/Training
2019 League Workshops, Institutes, and Conferences
EVENT

DATES

LOCATION

LODGING

REIGISTRATION
FEE

Building Inspectors Institute*

April
24–26

Elkhart Lake

Osthoff Resort • 800-876-3399
$82 Single/$102 double
ID: League of WI Muni’s WI Bldg Insp. Inst.

$195 Member
$220 Non-Member

Local Government 101

TBD

Throughout
the state

1-day workshop usually does not require
overnight stay

$90 Member

Clerks, Treasurers & Finance
Officers Institute

June
5–7

Eau Claire

Lismore • 715-835-8888
$82/single double ID: LOM

$125 Member
$150 Non-Member

Municipal Attorneys Institute

June
12–14

Fontana

The Abbey Resort • 800-709-1323
$159 single/double
ID: League of WI Muni Attorneys Institute

$295 Member
$320 Non-Member

Chief Executives Workshop

August
22–23

Elkhart Lake

Osthoff Resort • 800-876-3399
$135 single/double
ID: League of WI Muni’s-Chief Execs

$190 Member
$220 Non-Member

Municipal Assessors Institute

September
17–20

Green Lake

Heidel House Resort • 800-444-2812
$82 single/$92 double
ID: Municipal Assessors Inst.

$190 Member
$220 Non-Member

121st Annual Conference
and Engineering & Public
Works Institute

October
23–25

Green Bay

KI Center/Hyatt Regency • 888-421-1442
$82 single-quad
ID: League of WI Municipalities

$255 Member
$270 Non-Member

Police & Fire Commission
Workshop

TBD

Plumbing Inspectors Institute

November
6–8

$130 Member
$155 Non-Member

Delavan

Lake Lawn Resort • 800-338-5253
$113-$133 depending on rm type
ID: Plumbing Insp Institute

$155 Member
$185 Non-Member

* Register now at www.lwm-info.org

Upcoming Webinars
Racial Equity | February 14 • 1:00 – 2:30 p.m.
Presented by the City of Madison Department of Civil Rights
Details http://www.lwm-info.org/1521/Webinars
The #WIMuniExpertise series of webinars are provided by municipal staff with issue expertise. Webinars will be available
on demand after the broadcast. Have an idea for a webinar and an expert in your municipality? Contact Gail Sumi at
gsumi@lwm-info.org
The Municipality | February 2019
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TRANSITIONS

News/Updates/Training
ALDER:
Milwaukee - Nikiya Dodd
CITY ATTORNEY:
West Allis - Kail Decker

CLERK/TREASURER:
Withee - Ellen Niemi
Yorkville - Michael McKinney

PUBLIC WORKS DIRECTOR:
Kewaunee - Brandon Strelow

DIRECTOR OF BUILDING
INSPECTIONS:
Jackson - Collin Johnson

RETIREMENT

Adams. Waste Water Treatment Plant Operator Jeff Moore retired on January 4, 2019, after 45 years of service. His
commitment and knowledge will be greatly missed. The City of Adams wishes to express our great appreciation to Jeff for his
excellent service, loyalty, and dedication to the city and our citizens and wishes him well in his retirement.

CONGRATS!

Shorewood. Sue Williams served as Clerk-Treasurer to the Village of Sherwood residents, the Village Board members, and
the Village Committee members for 9.5 years. She also worked closely with the poll workers on every election during her
tenure with the village. Sue is looking forward to retiring and spending time with her husband Bob traveling. Their first trip
will be to Florida, adventuring on their motorcycle down to the Keys. The one thing that Sue is really excited about is not
having to set that alarm clock!

Niagara. From left, Wisconsin State Representative Jeff Mursau, R-Crivitz,
Wisconsin Governor Scott Walker, Niagara Mayor George Bousley, and State
Senator Tom Tiffany, R-Hazelhurst, pose for a photo at Niagara City Hall
in December 2018. Mayor Bousley was presented a plaque from the State of
Wisconsin for 40 years of service to the city. (Theresa Proudfit/Daily News photo)

Wisconsin Active Together Fosters Health through Physical Activity
Now Reaching 1.4 Million with 14 New Wisconsin Communities Named for 2019 and Open to New Applicants!
Where we live impacts our wellness, and the newly named
Wisconsin Active Together Communities, now reaching
1.4 million Wisconsinites across the state, know that even
small changes in the landscape and in promoting being active
can add up to creating lasting changes for everyone’s benefit,
impacting both health and economic vitality.
Your community can apply to be recognized for its
commitment to advancing strategies for safe places to walk,
bike, and be active while getting connected to resources,
training, and a peer network of experts. The application period
is open through the beginning of March.
The statewide partners who have co-developed and/or
support the campaign include healthTIDE, the League of
WI Municipalities, the WI Active Communities Alliance,
the WI Department of Health Services, the WI Department
of Natural Resources, the WI Economic Development
Corporation and Main Street Communities, the YMCA, 1000
Friends of WI, Rural WI Health Cooperative, the WI Bicycle
Federation, and the American Planning Association WI
Chapter. Visit WIActiveTogether.org
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City of Sun Prairie

Sun Prairie Moves, Inc.

Cambridge-area Community

Cambridge Wellness Collaborative

Jackson County

Jackson In Action

City of Sheboygan

Mayor's Neighborhood Leadership
Cabinet

Walworth County

Walworth County Healthy Eating
Active Living

City of Fort Atkinson

Fort Healthy Wellness Coalition

City of Verona

Verona Common Council & Chamber
of Commerce

City of Middleton

City of Middleton

City of Fitchburg

Bike Fitchburg

Oregon-area Community

Oregon Area Chamber of Commerce

East Central Wisconsin Region

East Central Regional Planning
Commission

Manitowoc County

Healthiest Manitowoc County

City of Whitewater

City of Whitewater

Greater Green Bay / Brown County

Wello (formerly Live 54218)
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MPIC is a leading
provider of property
insurance solutions
for Wisconsin public
entities. Organized
and founded with
the support of the
Wisconsin Municipal
Mutual Insurance
Company (WMMIC),
Cities and Villages
Mutual Insurance
Company (CVMIC)
and the League of
Wisconsin Municipal
Mutual Insurance
Company (LWMMI),
we are specialists in
towns, villages, cities,
counties and special
districts.
Contact your
exclusive LWMMI
agent today to
receive a quote.

Protecting Your Property:
Our Promise. … Our Priority.

MPIC | 9701 Brader Way | Ste 301 | Middleton WI 53562 | (715) 892-7277 | www.mpicwi.com
Blair Rogacki, CPCU: brogacki@mpicwi.com

The Municipality | February 2019

33

Feature

Imagine
Imagine
Financing Solutions That Keep
Financing
Solutions That
Keep
Your Municipality’s
Needs
First
Your Municipality’s Needs First

Your municipality’s needs don’t change with
the market. When securing your municipality’s
Your municipality’s needs don’t change with
future, you need solutions that are built to last.
the market. When securing your municipality’s
That’s
why
wesolutions
bring broad
every
future,
you
need
thatcapabilities
are built toto
last.
client we serve, large and small. A deep bench
That’s why we bring broad capabilities to every
of diverse, experienced finance professionals.
client we serve, large and small. A deep bench
Knowledgeable and responsive support. Plus
of diverse, experienced finance professionals.
the No. 1 underwriting
team in
Wisconsin.*
Knowledgeable
and responsive
support.
Plus
been putting
municipal
clients first
theWe
No.have
1 underwriting
team
in Wisconsin.*
thebeen
past 100
years.
Imagine clients
the power
Wefor
have
putting
municipal
first of
foryou
the and
past Baird.
100 years. Imagine the power of
you and Baird.

*Source: Ipreo MuniAnalytics as of October 31, 2018. Does not include Private Placements or Notes.
©2019 Robert W. Baird & Co. Incorporated. Member SIPC. MC-256149.
*Source: Ipreo MuniAnalytics as of October 31, 2018. Does not include Private Placements or Notes.
©2019 Robert W. Baird & Co. Incorporated. Member SIPC. MC-256149.

Brad Viegut
Justin Fischer
BradBrian
Viegut
Ruechel
Justin
Fischer
Rebekah Freitag
Brian
Ruechel
Emily
Timmerman
Rebekah Freitag
800-792-2473,
Emily
Timmermanext. 3827
rwbaird.com/publicfinance
800-792-2473, ext. 3827
rwbaird.com/publicfinance
updated: 10/09/2017

updated: 10/09/2017

