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DIRECTOR’S COLUMN

NOW IS THE TIME
The most important part of the
League’s legislative lobbying effort
begins right now. All 99 members of
the State Assembly and half of the
33 members of the State Senate are
running for re-election. Candidates
are in your cities and villages right
now, attending Rotary luncheons,
knocking on doors, and, we hope,
meeting with you. Now is the time
to build relationships with those lawmakers and prospective
lawmakers. Now is the time to educate them on local road
budgets, levy limits, and Tax Increment Financing. Now is the
time to invite them to your council or board meetings.
A fundamental goal of the League’s strategic plan is to build
the influence of cities and villages with the State Legislature. A
lot of that work takes place in Madison by Curt Witynski and
his lobby team. But what happens at the Capitol is only half
the story.

partisan organizations vying for the attention of legislative
candidates and millions of political action dollars backing up
their calls. Campaigns are expensive. Money plays a role in the
conduct of modern elections and the providers of that money
get attention.
But so do local leaders. In my career I have been a news
reporter, campaign staffer, and a business lobbyist. I have
plotted strategy with dozens of candidates for state office and
closely observed hundreds more. Not one of those candidates
wants the local mayor or village president to endorse his
opponent. Every one of them wants to have a good working
relationship with city hall. And that’s the League’s ace in the
hole. They need your support; they want your good will. Now
is the time.

Jerry Deschane
Executive Director

Curt needs your help. The League is a nonpartisan
organization representing local government, not a single special
interest. We represent the needs of the public. One unfortunate
result of that, however, is that your voice can be drowned out
by partisan special interest groups. There are hundreds of
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A LETTER FROM THE MAYOR OF STEVENS POINT
By: Mike Wiza, Mayor, Stevens Point, Wisconsin
If there is one thing I love to do it is brag about our community. Stevens Point is smack-dab in the middle
of the state at the intersections of two major highways, I39 and Highway 10. This gives us a convenient
opportunity to play host to a variety of statewide functions, including the upcoming League of Wisconsin
Municipalities 118th Annual Conference.
Our biggest attraction is our parks and trails system. The Green Circle is a 27-mile scenic hiking and
biking trail that loops through the Stevens Point area and connects with over 45 miles of additional trails.
It winds through forests and parks, over wetlands, and along rivers, recalling the days of huge pineries,
pioneer settlements, and the lore of the Wisconsin and Plover Rivers. There are over 40 parks in the city,
some near the beautiful Wisconsin River, a sculpture park, and our always popular K.A.S.H. Playground.
We have several disc golf areas, a 30-acre dog park, a skate park, and even a bandshell.
With a strong focus on arts and culture, we have many related sites and activities. The Riverfront Arts Center, Q Gallery, and
Scaraboccio Museum are some of our favorite galleries. Community Theater and the UWSP theater department also perform
several shows each year. Historic murals dot the downtown area and our Art in the Park event is held in mid-September each year.
If food and drink are on your list, we’ve got you covered. Stevens Point and the surrounding area play host to four breweries, two
wineries, and a craft distiller scattered among restaurants of all types, many featuring locally sourced ingredients. When it comes to
locally sourced produce, look no further than our Public Market. The market is open every day during the season, but is particularly
active on Saturday morning. Also active in the Public Market is a group called Farmshed.
Farmshed’s mission is to expand the connection between local residents and their food by providing opportunities for participation,
education, cooperation, and action to support a local food economy in Central Wisconsin. They not only support local buyers and
producers, but offer countless educational workshops ranging from planting and growing to canning and preserving, including pasta
and sausage making.
The University of Wisconsin-Stevens Point adds to our community through partnerships on many levels. The best natural resources
department in the state, the only campus to have their own paper machine, a cutting edge waste management program, and the
longest running student-run radio station, WWSP, are just a few of the highlights we enjoy. The World’s Largest Trivia Contest is
hosted by 90FM-WWSP every spring and has made more than a few national headlines with its popularity.
I know I could go on for pages, but I’ll let you do some exploring on your own. The internet is going to allow you to uncover some
of the things I haven’t mentioned. You could also download our city app for your mobile devices, or better yet, come experience
Stevens Point for yourself at the League’s Annual Conference October 19–21. If you need a guide, I’m available as long as
you’re buying.

#LWM2016
Spotlight on the League’s Annual Conference
Mike Wiza
Mayor
City of Stevens Point
stevenspoint.com

Oct. 19-21, Stevens Point
Register online at lwm-info.org

One Day Registration
Available for Thursday, October 20
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FEATURE ARTICLE

EMPLOYEE PERFORMANCE AND COMPENSATION
IN THE PUBLIC SECTOR
By: Charles E. Carlson, Consultant and Partner, Carlson Dettmann Consulting, LLC

Can we effectively link employee performance and pay? The
challenges are different in the public sector than they are in
for-profit organizations. However, while the road to success is
winding and arduous, the potential positive impact on public
service seems clear. The purpose of this article is to define the
basic requirements of an effective pay for performance system,
identify the particular characteristics of the public sector
requiring special attention, and offer suggestions for meeting
the challenges effectively.
As a general proposition, I believe there are four fundamental
requirements for an effective performance-based pay system:
1. Performance expectations are clearly defined and understood.
2. P
 erformance is measured accurately and communicated
effectively by well-intentioned, trained supervisors.
3. The process is managed consistently across the organization.
4. D
 ifferences in performance can result in meaningful
differences in compensation outcomes.
Performance management takes place in an organizational
culture and environment, and the function and purpose of
government is different than business. Government’s purpose
is to provide critical services requiring collective support
through political processes. Effectiveness and cost control are
the primary measures of success. In contrast, private sector
organizations must create profit to exist, so their standards are
different.
Strategically and historically, the public sector employment
model has been built around stability and consistency. Public
employers hired employees intending to develop talent to do
their life’s work. We have expected to hire employees early
in their working lives, train them to provide critical services,
promoted them into leadership roles, and brought them into
retirement. In addition, we created employment protections
to shield government workers from political processes such as
patronage and unfair treatment.
The compensation centerpiece of the public sector
compensation model has been an exemplary, well-funded,
defined benefit pension system, coupled with job security.
When we hire experienced staff from other employers, more
often than not they are public employees moving within the
Wisconsin Retirement System. Of course, there are exceptions;
however, I suggest this career-based employment within
the Wisconsin public sector has been the typical intent and
experience.

The demographics of the Wisconsin public sector workforce
are changing rapidly. Our firm’s data indicate over 60 percent of
public sector employees in most organizations are over age 45.
This means we will be replacing a majority of our traditional
public sector workforce over the next generation. Will the
next generation of workers value public employment like their
predecessors? Will we be able to attract and afford talented staff
to replace experienced retiring employees?
Before moving on to a discussion of the particular requirements
of effective performance management systems, we need a brief
description of employee engagement. Employers now give
a great deal of emphasis to this topic. What does employee
engagement mean?
Engagement means commitment, and it is much more than
employee satisfaction. The latter is a necessary condition for
engagement but not a sufficient condition. Nationally, most
measures of employee engagement indicate only about 30
percent of the U.S. workers are engaged. The remaining 70
percent are either not actively engaged or are actively
disengaged. Improvement opportunities exist with those who
are not actively engaged; actively disengaged employees should
not be on the payroll.
Performance expectations are clear and understood.
Over the past 40 years, I have led scores of public sector
classification and compensation studies, and if there is
one consistent observation, it is that organizations do not
consistently document or communicate job responsibilities
accurately. Why not?
I think the answer is poor supervisory practice and lack
of accountability. In my experience, many supervisors and
managers were not taught how to manage or held accountable
for managing. Our observation is employers tended to promote
the more senior, technically competent employees into
supervision and management and then not train them to be
managers, or evaluate them on their management performance.
When we study employee engagement measurement, we
find low scores highly correlated to the basic requirements
of engagement – knowing what’s expected of me and having
a supervisor who regularly shows interest and concern for
performance and well-being.
In our consulting practice, we rely on detailed Job Description
Questionnaires as the foundation of our consulting work.
Employees document their responsibilities in a structured
manner with supervisory review. In addition to being the basis
continued on page 8
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EMPLOYEE PERFORMANCE AND COMPENSATION (CONTINUED)

for job evaluation to establish and maintain internal equity,
once completed, a client can copy and paste the essential duties
statements into an assessment tool where performance of actual
duties can be measured, assessed, and discussed.
Therefore, the first assignment in preparing for a performance
review is to review job documentation to ensure accuracy
and completeness. This is a shared responsibility between
the employee and the supervisor. It is impossible to
discuss performance correctly without a clear, agreed upon
understanding of job responsibilities.
Performance is measured accurately and communicated
effectively by well-intentioned, trained supervisors.
At the start of any compensation project, we meet with
employees in groups to explain the project, what we need from
them, and what they can expect from us as consultants. And we
always ask the question, “When was the last time you received
a performance review?” All too often, the answer is, “Years ago
when I completed probation.” How do we explain this lack of
process?
Two reasons stand out. First, line supervisors and managers
have not been expected to deal in performance terms. I
believe over 40 years of collective bargaining undermined the
legitimacy of effective first line supervision. The centralization
of management authority through collective bargaining
diminished the role of supervision as we moved to management
by contract. The rule for supervisors became “don’t mess up.”
Even minor exercises in management authority could be
challenged successfully through a contractual grievance process.
Rarely, is there a good process in place. Part of the problem has
been intent. And a good portion of the solution is better system
design. In order to reverse this process in a post-bargaining era,
we must have defined management performance expectations
and base selection of supervisors and managers as much on their
tested ability to lead and manage as their technical competence.
When we advise and teach this topic, we urge using the term
“employee development” rather than performance management.
The emphasis is significantly different – performance
management seems more judgmental; employee development
is more forward-focused. As a consulting colleague stated well,
“Traditional performance management is like trying to drive
your car by looking in the rearview mirror.” It is wise to glance
backward as part of the process; however, the focus should be
on progressing.
It’s not that hard to measure performance in the public sector;
it does require commitment, time, and skill, and the skill can
be learned. Furthermore, much of the required effort can be
provided by employees themselves if the following process is
adopted.
First, after agreement is reached on an accurate description
of responsibilities, employees can create their own individual
8 | the Municipality, October 2016

assessment using the development tool prior to the interview
with the supervisor. Next, the employee and the supervisor meet
to discuss their observations and thoughts on the employee’s
performance on the defined responsibilities and areas for future
emphasis.
It is then the supervisor’s responsibility to write a summary
report and share it with the employee for comment. In addition
to assessing progress on the essential duties, the supervisor and
the employee should have established specific development
goals for the coming period.
This approach turns what can be an otherwise uncomfortable
and ineffective process into an efficient collaborative effort
aimed at developing skills and performance. It provides each
employee a systematic way to receive feedback and have
open dialogue with the supervisor – critical steps in building
engagement.
The process is managed consistently across the organization.
Strong, consistent performance management requires
centralized management, and system implementation must start
from the top down – the chief executive officer has to evaluate
managers, and managers have to evaluate supervisors before an
effective system can be implemented for staff. You cannot build
an effective system from the bottom up.
However, that is not our public sector tradition or practice,
and it is exacerbated by our legal structure. Our whole theory
and legal foundation of government is built around not
vesting authority in any one place. Cities, villages, and towns
have appointed or elected executives who share management
authority with councils, boards, and committees. Elected
officials in Wisconsin counties and school districts traditionally
exercise substantial management influence or control over
operations.
In the wake of management by collective bargaining, the
Wisconsin public sector is struggling to find its management
footing, and I do not believe we will ever operate like
the private sector. However, the future for performance
management (employee development) and compensation
management is far from a lost cause; there is a lot we can do
well.
What steps can we take to build a performance-based culture?
First, commit to documenting jobs, communicating
expectations, and working with employees to develop their skills
and performance. Employees will embrace this opportunity,
and it is a necessary condition to creating and maintaining an
engaged workforce.
Second, pick supervisors and managers who have the ability and
desire to lead. Given the extensive turnover in the near term, we
will be picking the next generation of supervisors and managers.
continued on page 9
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And we need both to support supervisors and managers when
they do their jobs and to provide appropriate internal review
procedures to ensure actions are objective and fair.
Differences in performance can result in meaningful
differences in compensation.
So, given the limitations stated above, can we fashion an
effective link between performance and pay?
I believe the public sector compensation system makes sense
only if we view the environment from the perspective of total
rewards. Considering employment in a total rewards basis
requires understanding what an organization offers in four
basic areas: pay, benefits, working conditions, or the quality of
working life, and job security.
My observation is that the biggest pay increases in life come
through promotion to a higher level of responsibility, and
here is where a strong history of employee development and
performance measurement are particularly critical, both in
terms of developing talent and evaluating which employees
to promote. In an environment where over 60 percent of
employees will retire over the next generation, and where we
tend to promote from within, there will be a major role for
performance management impacting employee compensation.
The public sector does face significant compensation
challenges. With tight economic conditions facing us for
the foreseeable future, incremental pay raises are going to be
relatively small. The reality is there will not be much pay to use
as a reward for top performance within a present job.
Public employers and public employees have a cultural history
of granting and expecting annual cost-of-living raises. This
expectation is reinforced by traditional collective bargaining
with protective service and transit employees who continue to
receive negotiated across-the-board increases. The result is lack
of resources to fund pay-for-performance when the policy and
practice support it.
The dilemma is how can we reward and recognize employees
who demonstrably contribute and perform at a superior level,
how can we find some way to recognize them?
My experience has been that every organization has a reward
system in place, regardless of whether the recognition is
through a differential pay increase. The reward might be
better project assignments, preference on time off, a training
opportunity, , the opportunity to work a more flexible schedule,
etc. It’s not a question of whether there is a reward system in
place; there always is one. The concern is how to make sure the
system is managed consistently based upon accurate assessment
and communication.
Conclusion
On the topic of performance management and the relationship
to compensation, the path to organizational and cultural change

in the public sector is long and complicated. It will take time to
change direction. However, improvement is possible.
I recently asked a city client that had invested heavily in
performance management training and pay-for-performance
linkage if she believed the organization was performing better
for the time and expense required. The response was thoughtful
and honest – at the very least, the link between a pay increase and
employee development resulted in everyone being assessed and
improved communication between supervisors and employees.
Another associate advising a county government pointed
out it has been a major move forward for that organization
to now emphasize the importance of employee development
– to help employees be better at what they do. So, the
organization implemented engagement measurement and
sound development practices, including improved selection
techniques.
In a third situation, a school district abandoned traditional
education and experience criteria for pay advancement and
adopted new defined promotional criteria to move from new
teacher to credential professional educator to master teacher.
The master teacher promotion is based upon peer review.
I find this to be an acceptable short-term report card. Public
employment practices are going to be unique to public
employment. If we embrace this reality, understand the
differences, and commit ourselves to results, we can succeed.
There really is not another acceptable choice.
About the Author:
Charles Carlson is a partner in Carlson
Dettmann Consulting, LLC with over
45 years of experience advising public
employers on human resource matters,
both in Wisconsin and nationally. He
holds a master’s degree in public policy
and administration from UW-Madison
and a bachelor’s degree in political science
and economics from the University of Illinois-Urbana. He has
lectured about compensation at the UW School of Business
and UW-Milwaukee.
Carlson will host a discussion of this topic at the League’s
Annual Conference in Stevens Point on October 21. Panelists
will include Sandy Behnke, Human Resources Director, City
of Appleton, and Beth Aldana, Assistant City Attorney and
Human Resources Director, City of Wauwatosa. Appleton
has a long history of relying upon pay-for-performance for
management staff and extended this policy to all non-collective
bargaining employees. Wauwatosa adopted a modified
pay-for-performance plan for its employees. Both cities
invested heavily in performance measurement systems
and training.
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ANNUAL CONFERENCE PROGRAM
WEDNESDAY, OCTOBER 19

THURSDAY, OCTOBER 20

8:00 a.m.
Registration Opens!

7:00 a.m.
4th Annual Walk/Run - Sponsored by WEA Trust

10:00 a.m.
DEEP DIVES
Stevens Point Bus Tour (Limit 50) - Sponsored by ATC
Tour the Wastewater Treatment Plant, Historic Point Brewery,
and Historic Downtown Stevens Point

8:00 a.m. - Continental Breakfast

The Bridge: Closing the Gap Between Wisconsin’s
Generations
Co-founders Angela Damiani, CEO and Jerry Fojut, CIO
(NEWaukee)
 uilding Engagement through Your Community’s
B
Front Door
Communications Coordinator Chad Doran (Appleton),
Village Adm. Jim Healy (Richfield), Cty. Adm. Josh
Schoemann (Washington Cty.), Mgt. Analyst Lauren Stott
(DeKalb, IL)
 eal Colors: Discover Your Personality and
R
Communications Style (Limit 30)
Local Gov. Specialist Dan Hill
(UW-Extension Local Govt. Center)
11:00 a.m.-1:30 p.m.
Exhibit Hall Open
1:30 p.m.
GENERAL SESSION
• Mayor Wiza’s Welcome
• Clarence Anthony, NLC
• Keynote speech: Thomas Jefferson on Leadership
After Keynote
Exhibit Hall Reopens
3:30 p.m.
ROUNDTABLE DISCUSSION
Public Works & Engineering
4:00 p.m.
Resolutions Committee Meeting
5:00-7:00 p.m.
President’s Reception in Exhibition Hall

9:00-10:15 a.m. WORKSHOPS
Improving Your Chances of Obtaining State Grants
Ian Ritz and June Coleman (DOT), Mary Rose Teves (DNR),
David Pawlisch (DOA)
Village and Small Cities on the Cutting Edge: Innovative
Small Communities - Sponsored by SEH
Village President, Sheryl Gehrman (Turtle Lake)
Village Clerk/Treasurer Danielle Maxwell (Turtle Lake),
Village Administrator Kayla Chadwick (Butler), Village
Administrator Scott Botcher (Fox Point), City Administrator
Randy Reeg (Thorp)
The Role of the Municipal Attorney and How to
Best Use Yours
Legal Counsel Claire Silverman (League), Attys. Dean
Dietrich (Ruder Ware), Eric Larson (Arenz, Molter, Macy,
Riffle & Larson, S.C.), City Atty. Alan Kesner (Wauwatosa)
More Affordable Approaches to Phosphorus Compliance
Mgr. Tom Steinbach (Oconomowoc Wastewater Treatment
Utility), Village Adm. Andy Kurtz (Marathon City)
Projects that Drive Economic Development
Attys. Gino Galluzzo and Ben La Frombois
(Hinshaw Culbertson)
10:30-11:45 a.m. WORKSHOPS
Everything You Need to Know about Levy Limits
Mike Harrigan and Todd Taves (Ehlers)
Priority Based Budgeting
Co-founders Chris Fabian and Jon Johnson, (Center for
Priority Based Budgeting), County Adm Josh Schoemann
(Washington Cty.)
Coyotes, Geese and Other Creatures: Best Practices for
Dealing with Urban Wildlife
Extension Wildlife Professor David Drake (UW-Madison)
Police/Community Relations
Program Director Eric Giordano (Wisconsin Institute for
Public Policy and Service), Mayor Bob Mielke (Wausau),
Alder Shiva Bidar-Sielaff (Madison), Police Chief David
Zibolski (Beloit); also invited Mayor Tom Barrett (Milwaukee)
H2O Ideas Flow: Lead Lateral Pipe Replacement and
Other Water Issues
Dave Lawrence (Wisconsin Rural Water Association), Lawrie
Kobza (Boardman & Clark), Paul Kent (Stafford Rosenbaum),
Jeff Stone (Public Service Commission)
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12:00 – 1:30 p.m.
BUSINESS LUNCHEON
Arts in the Community Awards: Anne Katz
(Arts Wisconsin)
Local Spark Awards: Laura Taylor (WEA Trust)
Consideration of Resolutions and Business Meeting
Futurist Rebecca Ryan: The Future of Wisconsin
Government
1:30-2:30 p.m. WORKSHOPS
Is the Wheel Tax an Answer for Funding Streets in Your
Community?
Mayor Tim Hanna (Appleton), Mayor Mike Vandersteen
(Sheboygan), Mayor Gene Rosin (Kaukauna)
2016 Arts in the Community Award Winners
A panel of the soon-to-be-announced winners.
Do Wellness Programs Really Work to Improve Health
and Well-Being and Hold Down Health Care Costs?
Loss Control Consultant Twila Hurst (United Heartland),
Account Manager Chris Centini (WEA Trust)
Library Boards and the Governing Body: Who Governs
What?
Asst. Legal Counsel Daniel Olson (League), Dir. of Public
Library Development John DeBacher (DPI)
Mapping Your Future
Geographic Info Systems Specialist Jon Schwichtenberg and
Chief Business Dev’t Exec. Patrick Kressin (GRAEF)
2:45–4:15 p.m. WORKSHOPS
Municipal Roundtable
Executive Director Jerry Deschane (League) moderates
Advocating for Municipalities - Looking Ahead to the
2017-18 Legislative Session
Asst. Director Curt Witynski (League), Attys. Stephen
Lyons and Mike Rogowski (Husch Blackwell)
Ask the Attorneys
Legal Counsel Claire Silverman and Asst. Legal Counsel
Daniel Olson (League)
The Cost of Clean: 20 Years of Sewer User Charge Trends
in Wisconsin
Senior Project Engineer Greg Gunderson and Client Service
Mgr. Randy Herwig (MSA Professional Services)
4:30 - 6:00 p.m.
Celebrating Tree City USA
Sponsored by DNR

FRIDAY, OCTOBER 21
7:30-8:30 a.m.
SCRAMBLED EGGS & POLITICS - Sponsored by Enbridge
Former U.S. Senator Russ Feingold & U.S. Senator Ron
Johnson (Limit 100)
8:00 a.m. Continental Breakfast also available
8:45-9:45 a.m. WORKSHOPS
Keys to Highly Effective Governing Bodies
Local Govt. Specialist Dan Hill and Local Govt. Educator Phil
Freeburg (UW Extension Local Govt. Center)
Avoiding Conflicts in Transmission Line Siting
Local Relation Consultants Lee Meyerhofer and David
Hovde (ATC)
Applying Big Data to Improve Facility Operations & Reduce
Expenses
Energy Services Leader Jeffrey De Vor and Senior Energy
Solutions Exec. Adam Sauter (Trane)
10:00–11:00 a.m. WORKSHOPS
Factors to Consider When Evaluating Whether to Use Tax
Incremental Financing
Attorney Matt Dregne (Stafford Rosenbaum)
Performance-Based Compensation Systems
Consultant Charles Carlson (Carlson Dettmann Consulting)
The Next Generation of Storm Water Planning: Forecasting
TMDL and Storm System Needs through New Technologies
& Strategies
Senior Project Mgr. Terrence Tavera and Environment
Coordinator Maureen McBoom (Ruekert & Mielke)
11:15 a.m.
CLOSING ADDRESS - Sponsored by Alliant Energy
Around the Corner with John McGivern (Milwaukee
Public Television)

#LWM2016
Spotlight on the League’s
Annual Conference
Oct. 19-21, Stevens Point
Register online at lwm-info.org

One Day Registration
Available for Thursday, October 20
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STRONGER. TOGETHER.
By: Clarence E. Anthony, CEO/Executive Director, National League of Cities
This is an urgent time for our nation’s cities and villages. States
are undermining local authority by preempting local policies
and decisions. We face challenges with police and community
relations, and overcoming systemic barriers to racial equity
and inclusion. And the country is facing an epidemic of rising
rates of opioid addiction, as overdoses claim the lives of 78
Americans each day, according to the Centers for Disease
Control.
Cities and villages are on the front lines of these challenges
because these issues directly impact members of our
communities. Your constituents look to you to provide
leadership to implement solutions, not just because local leaders
are the most trusted level of government – but also because we
just aren’t seeing leadership at the state and federal level.
Congress is constantly mired in gridlock, consumed in politics
and partisanship. And in the presidential race, I’m tired of
listening to the candidates bicker about emails and tax returns
– when are they going to start talking about the issues that
matter to us? When are they going to debate about their plans
to address city priorities, from infrastructure to economic
development to public safety?

Local governments know how to get stuff
done – we don’t have any other option.
Local governments know how to get stuff done – we don’t
have any other option. Trash needs to be collected, potholes
must get fixed, and roads have to be plowed. Every city and
village is different, which means we can be innovative to create
customized solutions that fit the needs of our communities.
From Biron to Milwaukee, cities and villages are implementing
creative programs and initiatives to drive economic
development, solve challenges, and care for their residents. We
have a lot to learn from each other.
Cities and villages are stronger, together. That’s why
organizations like the League of Wisconsin Municipalities are
so important, because you can learn from your fellow elected
leaders what’s worked in their own communities. Regional
collaboration is key, because issues often impact an area larger
than a single municipality.
I understand the need for collaboration firsthand. For nearly
25 years, I was the mayor of South Bay, Florida, a small city
about 50 miles east of West Palm Beach. I got involved with
my state league because I wanted to learn from my peers how
12 | the Municipality, October 2016

they were dealing with similar issues, and to gain leadership
and governing skills that they don’t teach you in school. It’s one
thing to get elected, but the hard work is governing.
The urgent challenges that we face today affect all of us. We
all must stand together to protect the rights of cities and towns
to determine our own destinies, without harmful preemption
from state legislatures. We all must stand together to build
trust between police and the communities they serve, and
work to promote inclusion in our cities and towns. And we
all must stand together and do everything we can to stop the
grip of opioids from claiming the life of another friend, family
member, or neighbor.
Stronger, together. That’s how we can address these challenges
and build stronger, resilient communities. The National League
of Cities speaks with a unified voice, telling policymakers in
Washington that our priorities are the nation’s priorities. When
cities and towns succeed, the nation succeeds.
I’m honored to be speaking at your annual conference on
October 19 at the Opening General Session. I’ll be talking
about how we can work together – both on the state and
national level – to make change happen. With your help – and
together with cities and towns across America – we can truly
make our voice heard, and make our cities strong.
I look forward to seeing you in Stevens Point!

About the Author
Clarence E. Anthony is CEO and
executive director of the National League
of Cities. He served as mayor of South Bay,
Florida, for 24 years, during which he also
served terms as president of the Florida
League of Cities and the National League
of Cities. He is an expert in citizen engagement and techniques
that build a “sense of community” within cities.
About the National League of Cities
The National League of Cities (NLC) is dedicated to helping
city leaders build better communities. NLC is a resource and
advocate for 19,000 cities, towns, and villages, representing
more than 218 million Americans. www.nlc.org
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2016 CONFERENCE RESOLUTIONS
League positions on statewide policy issues and legislation are, in part established at the Annual Conference during the luncheon
business meeting on Thursday. The president and vice presidents of the League are elected at the meeting as well. The resolutions
are required to be printed in the League’s September or October magazines as they are below.
At the Annual Conference luncheon resolutions are reviewed and agreed to by voice vote or roll call. Each member municipality has
one vote. The voting delegate is either the mayor, village president, or manager unless some other official is designated the official
representative by action of the delegates attending the conference from that municipality. The voting delegate casts several votes on
behalf of the municipality including the election of officers and to approve League resolutions.
We’ll see you at the League’s Annual Conference. One-day registration is available on Thursday, October 20.

Resolution No. 2016-1
(Recommended by the City of Green Bay)

Resolution No. 2016-2
(Recommended by the City of Green Bay)

Municipal Infrastructure Repair

Railroad Crossing Repairs

Whereas, cities and villages are the lifeblood of the nation’s
economy; and

Whereas, safe and well-maintained streets, including railroad
crossings, are critical to Wisconsin’s economic prosperity and
quality of life; and

Whereas, aging infrastructure can make doing business in
older urban areas challenging; and
Whereas, the Federal government has previously assisted
communities in replacing or rehabilitating aging infrastructure
through such programs as the Energy Efficiency and
Conservation Block Grant (EECBG) program, and the
Community Development Block Grant (CDBG) program; and
Whereas, major infrastructure crises like failing bridges,
sink holes, and contaminated water tend to draw intense but
short-lived media and Federal government attention; while
communities must continually reinvest in their infrastructure
over the long term; and
Whereas, the American Society of Civil Engineers assigned
America’s infrastructure a grade of D+ overall, and estimated
that $3.6 trillion needs to be invested to bring the U.S.
infrastructure up to an acceptable level; and
Whereas, municipal roads, bridges, transit and harbors play
a critical role in Wisconsin’s and the nation’s economy and
quality of life.
Now, Therefore, Be It Resolved, that the League of
Wisconsin Municipalities in conference assembled on October
20, 2016, calls on Congress and the President to create an
infrastructure funding program modeled after direct allocation
programs like the EECBG or CDBG to support the growing
urban economies in the United State of America.

Whereas, Wisconsin’s municipalities are at the mercy of
railroad owners to make repairs on street crossings; and
Whereas, crossing repairs have not historically been a high
priority for railroad officials in spite of repeated requests made
by municipal officials to railroad owners and the state Office of
the Commissioner of Railroads (OCR); and
Whereas, residents of municipalities all across the state are
forced to deal with rough railroad crossings which can cause
significant vehicular damage and discomfort for passengers; and
Whereas, the Federal Transportation Code does not currently
allow local units of government to conduct minor and
emergency repairs at crossings; and
Whereas, Wis. Stat. Sec. 86.12 requires the railroad to
maintain all at-grade crossings in good condition for travel; and
Whereas, if the railroad fails to maintain at-grade crossings in
good condition, local units of government may pass a resolution
demanding the repairs and if the railroad fails to make the
appropriate repairs a formal complaint may be submitted to the
Office of the Commissioner on Railroads; and
Whereas, this process has proven to be ineffective and
burdensome for city staff,
Now, Therefore, Be It Resolved, that the League of Wisconsin
Municipalities in conference assembled on October 20, 2016,
call for additional local control, oversight and financial support
for railroad crossing repairs.
continued on page 15
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2016 CONFERENCE RESOLUTIONS (CONTINUED)

Resolution No. 2016-3
(Recommended by the League’s Board of Directors)

Close Tax Loopholes Causing More of
Property Tax Burden to Shift from
Commercial to Residential
Whereas, home owners in Wisconsin already pay 70% of the
total statewide property tax levy; and
Whereas, that disproportionate burden is about to get much
worse unless the Legislature closes loopholes that national
chains like Walgreens, and big box retail establishments like
Target are using across the country to gain dramatic reductions
in their property tax bills at the expense of homeowners and
other taxpayers; and
Whereas, a carefully-orchestrated wave of 100s of lawsuits
in Wisconsin is forcing assessors to slash the market value of
thriving national retail stores, shifting their tax burden to local
mom and pop shops and homeowners; and
Whereas, Walgreens and CVS stores in Wisconsin have argued
in communities across the state that the assessed value of their
property for property tax purposes should be only half of its
actual value on the open market; and
Whereas, in many cases the courts have sided with Walgreens
and CVS, requiring communities to refund tax revenue back to
the stores; and
Whereas, there are over 200 Walgreens stores located in
Wisconsin’s cities and villages; and
Whereas, Target, Meijer and other big box chains are using
what is known as the “Dark Store Theory” to argue that the
assessed value of a new, thriving store should be based on
comparing their buildings to nearby vacant or abandoned stores
from a different market segment; and
Whereas, the Republican-controlled Indiana state Legislature
has on two occasions in the last two years overwhelmingly
passed legislation prohibiting assessors from valuing new big
box stores the same as nearby abandoned stores from a different
market segment; and
Whereas, the Michigan state legislature is currently
considering a number of proposals to remedy the property tax
shift caused by these tax strategies.

and main street businesses from having even more of the
property tax burden shifted to them by passing legislation
clarifying that:
1. L
 eases are appropriately factored into the valuation of
properties; and
2. A
 ssessors must, when using the comparable sale method
of valuation, consider as comparable those sales exhibiting
a similar highest and best use market segment, rather than
similarly sized but abandoned properties.

Resolution No. 2016-4
(Recommended by the City of Park Falls)

Addressing the Shortage in Fire and EMS
Service Providers
Whereas, cities and villages are the lifeblood of the nation’s
economy; and
Whereas, fire protection and emergency medical services are
fundamental needs for cities and villages; and
Whereas, changing demographics, work patterns, and
commuting patterns have reduced the number of citizens
available to serve as volunteer firefighters and emergency
medical technicians; and
Whereas, in some cities and villages and their surrounding
towns this reduction is reaching a critical point; and
Whereas, the Wisconsin Legislature has convened a
Legislative Council Study Committee to evaluate the shortage
of volunteer firefighters and emergency medical technicians
(EMTs) in the state and to propose measures to address the
shortage.
Now, Therefore, Be It Resolved, that the League of
Wisconsin Municipalities in conference assembled on October
20, 2016, calls on the Wisconsin Legislature to expeditiously
study this problem and pass legislation necessary to ensure
that all Wisconsin cities and villages continue to have access to
quality fire protection and emergency medical services.

continued on page 16

Now, Therefore, Be It Resolved, that the League of Wisconsin
Municipalities in conference assembled on October 20, 2016,
urges the Governor and the Legislature to protect homeowners
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Resolution No. 2016-5
(Recommended by the Village of Marathon City)

Supporting Adoption of Water Quality
Trading Initiatives for the Reduction of
Phosphorus from Non-Point Sources
Whereas, the League of Wisconsin Municipalities and its
members recognize the need and importance of the reduction
of phosphorus in the waters of Wisconsin; and
Whereas, municipalities and WPDES permitted dischargers
contribute approximately 20% of the total phosphorus load to
Wisconsin’s waters; and
Whereas, the regulatory focus has been on the WPDES
permitted dischargers and the cost of compliance with the
ultra-low phosphorus levels being required by the Wisconsin
Department of Natural Resources at the renewal of WPDES
permits is greater than $7B statewide as estimated by the
Wisconsin Department of Administration; and
Whereas, non-point producers, predominantly agriculture,
contribute the vast majority of the total phosphorus load to
Wisconsin’s waters; and
Whereas, the Wisconsin Department of Natural Resources
encourages WPDES permitted dischargers to seek and
implement solutions to reduce non-point phosphorus
discharge; and
Whereas, municipalities with WPDES permits are seeking
the most cost-effective and least intrusive options for achieving
compliance with the ultra-low phosphorus levels that provide
the greatest opportunity for phosphorus reduction while
providing contractual protections for the municipality; and
Whereas, county sponsored Water Quality Trading initiatives
provide opportunities for municipalities and other WPDES
permitted dischargers to purchase phosphorus credits created
through county administered and managed programs to achieve
WPDES compliance through “net” reductions in phosphorus
discharge; and
Whereas, county sponsored Water Quality Trading initiatives
provide contractual protections for the purchaser of the
phosphorus credits to assure annual long-term generation of
credits; and
Whereas, implementation and long-term maintenance of
phosphorus reducing practices are assured via contractual
obligation of the non-point discharger to the county sponsoring
the Water Quality Trading initiatives; and
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Whereas, the total reduction in phosphorus through Water
Quality Trading initiative practices is exponentially higher than
the reductions resulting from physical plant modifications done
by WPDES permitted facilities to achieve compliance at a
fraction of the cost of physical updates.
Now, Therefore, Be It Resolved that the League of Wisconsin
Municipalities in conference assembled on October 20, 2016:
1. E
 ndorses the establishment of county sponsored Water
Quality Trading initiatives to reduce phosphorus from
non-point dischargers and to generate credits for purchase
by WPDES permitted municipalities or entities;
2. S
 upports changes in state statute, administrative code, and/
or regulation to allow for funding of county sponsored Water
Quality Trading initiatives via DATCP, Wisconsin DNR, or
Natural Resources Conservation Service programs;
3. S
 upports cooperation with the Wisconsin County’s
Association, Wisconsin Land and Water Conservation
Association, County Conservation and Zoning
Departments, Wisconsin Farm Bureau, County Farm
Bureaus, Environmental Groups and other constituent
groups in the establishment of county sponsored Water
Quality Trading initiatives.

LEGAL

FLSA OVERTIME CHANGES TAKE EFFECT
DECEMBER 1, 2016
By: Douglas E. Witte, Boardman & Clark LLP

As was reported briefly in the July 2016 issue of The
Municipality, the United States Department of Labor has
promulgated new regulations governing the application of
minimum wage and overtime pay requirements to certain
“exempt” employees. This article will explain those new
regulations and provide some additional guidance for municipal
employers.
Background
The Fair Labor Standards Act (FLSA) is a federal law that
sets minimum wage, overtime pay, equal pay, recording,
and child labor standards for employees who are covered
by the Act. Some individuals, such as elected officials and
volunteers are not covered by the FLSA. Employees who
are covered by the Act fall into two categories: Non-exempt
and exempt. Non-exempt employees are subject to all of the
FLSA requirements. Exempt employees are exempt from the
minimum wage and overtime provisions, but are still subject
to the other FLSA requirements. State and local governments
must comply fully with the FLSA. Wisconsin has its own wage
and hour regulations. However, due to a specific provision of
the Wisconsin regulations, when analyzing exemptions for
employees of state and federal governments, employers need
only comply with the federal laws.
WHITE COLLAR EXEMPTIONS
In order for an employee to be exempt from the Act’s minimum
wage and overtime requirements, an employer must be able
to show that the employee meets the job duties associated
with his or her specific exemption. These exemptions are
identified by different categories, including bona fide executive,
administrative, and professional employees. The burden is on
the employer to prove each element in order to take advantage
of the exemption. The presumption is that all employees are
non-exempt unless the specific criteria are met.
To qualify for a white collar exemption an employee must meet
all of the following requirements:
1. B
 e paid on a salary basis. This means that employees are
paid a pre-determined and fixed salary that is not subject to
reduction because of variations in the quality or quantity of
work performed.
2. M
 eet a minimum salary requirement. Currently the salary
level is $455 per week (equivalent to $23,660) but will
increase on December 1, 2016 to $913 per week (equivalent
to $47,476 per year).

3. P
 erform the exempt work as a primary duty. The primary
duty requirement states that an employee’s primary duty
must be the performance of exempt work. Although an
employee may perform some non-exempt duties, the primary
duty of the employee must be exempt in nature. The primary
duty refers to the principal duty that the employee performs.
The primary duty test is slightly different for executive,
administrative, and professional employees.
SALARY BASIS REQUIREMENT
As noted above, an exempt employee must be paid on a
salary rather than an hourly basis. An employer must pay the
employee’s salary for any week he or she performs work without
regard to the number of days worked or the quality or quantity
of the work performed. Administrative and professional
employees may also be paid on a “fee basis.” A fee basis is an
agreed upon amount for a single job regardless of the time
required for its completion.
An employer violates the salary basis requirement and
jeopardizes an employee’s exempt status if it makes certain
deductions from the salaries that are not permitted under
the regulations. Deductions are permissible only under some
circumstances. An employer may make deductions from an
employee’s salary (1) for absences of one or more full days for
personal reasons other than sickness or disability; (2) for one or
more full days when an exempt employee is absent because of
sickness or disability and the deduction is made pursuant to a
bona fide plan, policy, or practice of paying wage replacement
benefits; (3) if an exempt employee is absent from work for less
than one week for jury duty, as a witness, or for military duty, an
employer may offset the daily compensation received for such
duty against the employee’s salary; (4) for a violation of a major
safety rule, the employer may make partial day deductions from
salary; (5) for one or more full days as discipline for violation
of workplace conduct rules; (6) for full days in the initial or
last week of employment; and (7) for reduced or intermittent
leave under the FMLA, the employer may make partial day
deductions.
An employer can also deduct from salary for partial day
absences if taken from leave banks such as PTO. You can even
let employees go negative in their leave banks, but you cannot
deduct from a final paycheck any negative balance due to partial
day deductions. This requires detailed record keeping to ensure
compliance when the employment ends.
continued on page 18
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Isolated or inadvertent deductions will not jeopardize the
exempt status if the employer repays the employee. The
employer will lose an overtime exemption for making an
improper deduction only if the employer has an actual practice
of improper deductions. An employer will not be deemed to
have an actual practice of improper deductions if the employer
has a clearly communicated policy that prohibits improper
deductions; reimburses employees for improper deductions;
and, makes a good faith commitment to comply in the future.
If an employer fails or refuses to reimburse an employee after
making an improper deduction, or continues the practice, the
exemption is lost during the time period the deductions were
being made for all employees in the same job classification
working for the same managers responsible for the improper
deduction. To protect against inadvertent loss of exemptions,
employers should implement an FLSA Safe Harbor Policy as
a precaution. The policy should be included in handbooks and
should include an anti-retaliation statement.

inquiry. The job descriptions will only be useful if they match
the duties the employee actually performs.

SALARY LEVEL REQUIREMENT
The salary level requirement states that an employee must earn
a minimum weekly salary. Salaries can be paid on a bi-weekly,
monthly, or another basis as long as the weekly equivalent is
met. Under the new rules effective December 1, 2016, the
salary level requirement will increase from $455 per week to
$913. This equates to an increase from $23,660 to $47,476
per year. This new amount was established by using the 40th
percentile of earnings of full-time salaried workers from the
lowest census region (currently the South). In addition, salary
levels will be updated every three years starting January 1, 2020.
Employers will be given at least 150 days’ notice of the increase.

An employee’s recommendations may be deemed to
have particular weight even if a higher level manager’s
recommendation has more importance or the employee does
not have the authority to make the ultimate decision as to
another employee’s change in status. How frequently an
employee’s suggestions and recommendations are requested and
relied upon are sometimes the critical factors.

The new rules also allow employers to meet up to 10% of
the salary requirement through non-discretionary bonuses as
part of the weekly salary. These bonuses can include incentive
payments or commissions as well. These bonus amounts will
need to be paid at least quarterly. If an employee falls short of
the bonus requirements the employer will have to make up the
pay with a catch-up payment at the end of each quarter.
PRIMARY DUTY REQUIREMENT
The new rules did not change the primary duty requirement
and this is an area where many employers do not focus enough
attention. Because the salary basis and salary level requirements
are often easily determinable, the crux of an employee’s exempt
status frequently hinges on a review of the employee’s duties
and a careful determination of the employee’s primary duty.
Titles do not control. The actual duties the employee performs
are the key. Two employees with the same title may not both be
exempt. While job descriptions are important for a number of
reasons in the HR world, a written job description which states
the employee’s position is exempt will not be the end of the
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Executive Employee
Under the FLSA regulations, an executive employee is
an employee whose primary duty is the management of
the enterprise in which the employee is employed or of a
customarily recognized department or subdivision thereof, and
who customarily and regularly directs the work of two or more
other employees; and who has the authority to hire or fire other
employees or whose suggestions and recommendations as to the
hiring, firing, advancement, promotion or any other change of
status of other employees are given “particular weight.”
An executive’s duties may include selecting and training
employees, directing their work, handling employee complaints
and grievances, disciplining employees, planning their work,
and planning and controlling the budget.

Administrative Employee
An administrative employee is an employee whose primary
duties in the office are the performance of office or non-manual
work directly related to the management or general business
operations of the employer or the employer’s customers, and
whose primary duties include the exercise of discretion and
independent judgment with respect to matters to significance.
An employee’s exercise of discretion and independent judgment
involves the comparison and the evaluation of possible courses
of conduct and acting or making a decision after the various
possibilities have been considered. This exercise of discretion
and independent judgment must be more than the application
of procedures or specific standards described in manuals
or other sources. The FLSA regulations include a long list
of factors to consider in determining whether an employee
exercises discretion. It is important to note, however, that an
employee’s decisions based on discretion or judgment are not
required to be final. The use of discretion and judgment may
result in recommendations for action, rather than final action
and the exemption is not jeopardized.
Administrative employees often include individuals working
in areas such as finance, accounting, budgeting, procurement,
safety and health, personnel management, human resources,
labor relations, computer networks, and similar activities.
continued on page 19
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Professional Employees
A professional employee’s primary duty is the performance
of work requiring knowledge of an advanced type in the field
of science or learning customarily acquired by a prolonged
course of specialized intellectual instruction; or requiring
invention, imagination, originality or talent in a recognized
field of artistic or creative endeavor. While the professional
exemption is usually limited to those employees who have
obtained knowledge through specialized academic training,
an advanced degree is not necessarily required to meet this
exemption. Work experience can potentially substitute for
some intellectual instruction.
EFFECT OF NEW RULES
A number of employees who previously met the white collar
exemption tests will no longer do so based on the increased
salary level requirement. Those employees making between
$23,660 and $47,476 may be most affected. Remember, there
were no changes to the “duties” tests or the “salary basis” test,
although DOL has hinted that they may re-examine the duties
tests in the near future.
OPTIONS FOR AFFECTED EMPLOYEES
It is important to note that there are a number of different
options for employers if they determine that an employee who
was exempt under the former regulations now may be
non-exempt under the new regulations.
(1) Raise the employee to the new salary threshold. Employees
must still meet the “duties” test. There may be significant
employee relations effects if an employee earning $35,000 is
given an increase to $48,000 to retain eligibility for exempt
status but a co-worker earning $52,000 receives no increase.
What about hourly employees who would earn between
$35,000 and $48,000? Will this salary level change just lead to
salary creep across-the-board?
(2) Reduce or limit overtime hours. Some employers may hire
more employees to perform the same amount of work. Other
employers may just limit employees to a strict 40 hours per
week. However, even if you tell employees they are limited to
40 hours per week, if they continue to work overtime (even
without approval) you must pay them for all hours worked. An
employer’s only real recourse is to discipline employees who
continue to work more than the hours authorized.
(3) Reclassify employees to non-exempt. This will generally
require changes to timekeeping and payroll practices.
Employers will need to track hours worked and determine
which activities the employee engages in are compensable and
which are not. Overtime will need to be paid for all hours
worked over 40 in a work week. This will require not only
continued on page 20
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employee training but supervisor training for employers who are
not accustomed to tracking their time.
In addition, many employees consider being classified as a
non-exempt employee as a demotion or a loss of prestige and
morale may suffer. Assurances should be given that this change
is not a reflection of poor performance or poor work quality.
Explain the reclassification is necessary in order to comply with
the new regulations.
(4) Recalculate pay to attempt to equal current pay. This will
require an employer to reverse engineer current straight time
and overtime hours to figure out what the new hourly wage
rate should be in order to approximate an employee’s current
earnings. An employer will still have to track weekly hours and
pay any overtime.
(5) Employers may implement the “fluctuating work week” pay
method. For example, under this method an employee may be
paid a fixed salary for all hours worked and then paid half-time
rate for overtime hours, because straight time pay is already
included in the employee’s salary for the week. There are a
number of variations concerning the fluctuating work week
pay method, and it can be complicated. Employers who wish
to use this method may wish to consult legal counsel or payroll
consultants to ensure compliance.
(6) Increased use of compensatory time. Public employers may
use “compensatory time” instead of paying cash for overtime
and many municipalities already have a comp time plan in
place. A compensatory time arrangement must be established
pursuant to a written agreement or understanding. This can be
as simple as a notice to employees that compensatory time will
be given in lieu of overtime pay. Compensatory time accrues at
one and a half hours for each overtime hour worked. Employers
must allow employees off on the dates they request unless doing
so would unduly disrupt the operations.
(7) Use of independent contractors. While increasing the
use of independent contractors or reclassifying employees as
independent contractors has some surface appeal, employers
should be very careful in their use of independent contractors
as a substitute for paying individuals as employees. A number
of state and federal agencies are cracking down on what they
consider an abuse of the use of independent contractors to
perform work for an employer. DOL has specifically expressed
its opinion that almost all workers should be considered
employees and not independent contractors. A detailed
discussion of this issue is beyond the scope of this article but
employers could consult DOL’s Administrative Interpretation
dated July 15, 2015, for further guidance on this topic.
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CONCLUSION
DOL’s latest rules present a good opportunity for employers to
audit their exempt/non-exempt classifications generally and to
correct any misclassifications or update classifications of jobs
that may have changed over the years. It is also an opportune
time to audit payroll practices to ensure that all working time
is recorded and paid, all compensation is properly included in
overtime calculations, and that exempt employees are truly paid
on a “salary basis.” Enforcement of wage and hour violations is
increasing at the state and federal level and private attorneys are
becoming more aggressive in seeking out employees who may
not be paid properly. Taking a proactive approach may save you
time and money down the road.
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of the University of Wisconsin Law School.
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public and private sector employers in
all aspects of labor and employment
law including advising employers on
employment issues such as hiring, discipline and discharge,
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state and federal courts and administrative agencies regarding
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member of the Labor and Employment Law Sections of the
State Bar of Wisconsin and American Bar Association and
a member of the Dane County Bar Association. He can be
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Employees FAQ 7
Are employees entitled to be compensated for on-call time
(time where the employee is not actually working but must be
ready to respond if needed)?
It depends. The Fair Labor Standards Act (FLSA) requires
employers to compensate workers for on-call time when the
time is spent “predominantly for the employer’s benefit.”
Theune v. City of Sheboygan, 67 Wis.2d 33, 39, 226 N.W.2d 396
(1975). There are no hard and fast rules. The compensability
of on-call time involves a fact-specific, case-by-case analysis.
Skidmore v. Swift, 323 U.S. 134 (1944).
In determining whether the time is spent predominantly for the
employer’s or the employee’s benefit, the key is how restricted
the employee’s activities are. No single factor determines the
outcome. Instead, the courts look to a variety of factors in
determining whether the on-call time is spent predominantly
for the employer or the employee’s benefit. Some of those
factors are: (1) terms of the employment agreement, if any; (2)
physical restrictions placed on an employee while on call; (3)
maximum period of time allowed by the employer between the
time the employee was called and the time he or she reports
back to work (response time); (4) percentage of calls expected
to be returned by the on-call employee; (5) frequency of actual
calls during on-call periods; (6) actual uses of the on-call time
by the employee; and (7) disciplinary action, if any taken by
the employer against employees who fail to answer calls. FAIR
LABOR STANDARDS HANDBOOK FOR PUBLIC
EMPLOYERS, par. 420 (Thompson Publishing Group, Inc.).
Employees FAQ 12
What restrictions govern the employment of minors?
Municipal employers that hire minors must be aware of
restrictions governing child labor. Restrictions govern the age a
minor must be to work, the specific hours and number of hours
minors can work, and also the kind of work which minors can
be asked to perform. With limited exceptions, before a minor
under 18 years is permitted to work, the employer must have a
work permit on file. If a minor pays the work permit fee to the
permit office, the employer must reimburse the minor for that
expense not later than the first pay check. Wis. Admin. Code
DWD 270.05(1) and (3)(e).
Minors must be at least 14 years old to be employed in most
jobs. However, minors who are at least 12 years old may work
in agriculture, street trades jobs such as delivering newspapers,
school lunch programs, and as football sideline officials,
ball monitors, and golf caddies. Statutes and administrative

regulations regulate the hours that minors can work and the
total number of hours that minors can work in a given week.
These hours vary depending on whether school is in session.
To a large extent, with the exception of employment relating
to school programs, minors may not be employed or permitted
to work during hours that minors are required to attend school
unless the minor has completed high school. Sec. 103.67(1),
and Wis. Admin. Code DWD 270.11.
Certain types of employment are deemed too hazardous for
minors. See Wis. Admin. Code DWD 270.12. For example,
minors under the age of 16 are prohibited from operating
power-driven machinery including lawn and garden equipment
and sidewalk-type snow blowers. Minors 16 and 17 years of age
may be employed as lifeguards and swimming instructors and
aides if they have successfully completed a bona fide life saving
course.
For further information about child labor, contact the
Wisconsin Department of Workforce Development’s Equal
Rights Division.
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MOBILE INTEGRATED HEALTHCARE—THE LATEST
PROGRESSION OF FIRE BASED EMS PROGRAMS
By: Gary L. Weiss, EFO, CF, CEMSO, Fire Chief, Germantown Fire Department

Mobile Integrated Healthcare (MIH) or Community
Paramedicine (CP) fills a gap in healthcare that has long been
noted by members of emergency response teams. This process
of identifying a need and supplying a solution is historically
ingrained in the fire service. In 1926, the Phoenix Fire
Department recorded the first inhalator call, supplying oxygen
– a medical procedure – to a smoke inhalation victim. Los
Angeles County gets credit for the innovative program that
equipped all County Ladder and Engine Companies with a
resuscitator and adopting a formal emergency medical response
system. By 1969, under the direction of Dr. Eugene Nagle,
the City of Miami Fire Department boasted the nation’s first
paramedic program which went on to record the nation’s first
defibrillator save of an out-of-hospital cardiac arrest.
The public’s awareness of fire-based EMS services was
broadened in 1970 when the television show Emergency!
pitted the rescue skills of paramedics Gage and Desoto
(actors Randolph Mantooth and Kevin Tigh) against real
life emergency situations, effectively changing the country’s
attitudes about pre-hospital care. Less than four years after the
show debuted, 50% of the U.S. population lived within
10 minutes of a paramedic unit.
Over the past 40 years, additional services have been added
to the fire service, always in response to the needs of the
community: Hazardous Material Response, Technical
Emergency Response, and Urban Search & Rescue. Emergency
Medical Dispatcher Programs, Community Emergency
Response Teams and local CPR programs all have roots in
what was, 150 years ago, a fire brigade. However, we can always
do more to solve the problems of our customers.

Even patients being treated at home by
home healthcare agencies rarely have help
available 24/7, and the local fire department has
risen as the most obvious solution to fill that need.
Most recently, the fire service has evolved to address the lack
of healthcare services available to patients at home, especially
for the chronically ill or mobility impaired. Even patients being
treated at home by home healthcare agencies rarely have help
available 24/7, and the local fire department has risen as the
most obvious solution to fill that need. The resulting program
is Mobile Integrated Healthcare/Community Paramedicine
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(MIH/CP). The primary goal of MIH is to provide post
transitional care, thus preventing re-admissions and the
associated expensive costs and overburdening of an already
over-taxed healthcare system.
MIH is rooted in some important observations:
1. A
 substantial number of patient transport calls are for
non-emergency cases.
2. P
 reventive healthcare provided in the home is a natural
extension of healthcare reform.
3. H
 ealthcare systems are striving to reduce re-admissions for
previously-treated ailments.
4. The fire department is already positioned to provide services
through community involvement and preventive fire-based
programs, making MIH an extension of the patient-centered
approach that the fire service already holds as central to its
mission.
While MIH is not a replacement for doctor or emergency
room treatment, MIH is one of the most progressive programs
ever developed to provide services to the community. Through
MIH, fire department paramedics can provide in-home health
assessments for patients in the vulnerable population, saving
lives and reducing unnecessary hospital admissions. MIH
doesn’t really change the scope of the fire department medical
services, as much as it increases the role responders can play in
patient care:
1. E
 nsuring medications are being taken properly and that the
patient understands doses and side-effects;
2. P
 roviding basic medical evaluation (baseline vitals, blood
sugar levels, EKG if required) for use by doctors to make
better informed decisions about patient care;
3. C
 onnecting the patient to social services as appropriate;
4. I dentifying and attempting to remove psychological barriers
to care;
5. C
 hecking for safety hazards in the home that might cause
slips/falls and ascertaining whether smoke/CO detectors are
working properly;
6. S
 upplying basic medical education regarding signs and
symptoms of a worsening condition and advising how to
determine when to call 9-1-1;
7. L
 everaging multiple partners with medical oversight to
identify any additional support needed.
continued on page 23

FEATURE ARTICLE

MOBILE INTEGRATED HEALTHCARE
(CONTINUED)

In communities with MIH programs in
place, emergency response services are
seeing a more appropriate use of the 911
System and realizing cost savings. For
example, the Houston Fire Department
realized an 82 percent decrease in 911
calls 9 months after launching their MIH
program, minimizing repeat callers or
non-emergency incidents. Cost savings
are furthered by the way in which MIH
programs allow departments to better
match resources to the need, rather than
requiring a fire engine or fire department
ambulance to be dispatched for a
non-emergency call.
In conclusion, MIH is proving to be
effective throughout the country, with
the fire service already providing the 911
emergency medical services and the basic
infrastructure already in place. Facilities
are strategically located throughout our
communities, and MIH is the latest step in
the natural progression of the fire service.
References:
Emergency Medical Services - 2nd Edition
(1978) by James O. Page
Making a Difference - The History of
Modern EMS (1997) by James O. Page
The Paramedics (1979) by James
O. Page
15 Years of Paramedic Engines (1993)
by Gary Morris
About the Author:
Chief Gary L. Weiss is a 35-year veteran of the fire service having served on urban and suburban fire
departments. Chief Weiss received his professional designations as a Chief Fire officer, Chief Emergency
Medical Service Officer, and Fire Marshal. Weiss hold a master’s degree in OSHA and is a graduate of the
Executive Fire Officer’s program at the National Fire Academy.
Chef Weiss has authored multiple articles published in Firehouse Magazine, Fire Engineering Magazine, Florida
Fire Today and the Wisconsin’s Fire Chief Magazine.
Contact Chief Weiss at gweiss@germantownfiredept.com

The League’s one-day Police & Fire Commission Workshop | November 4

Glacier Canyon Lodge – Wilderness Resort, Wisconsin Dells. Agenda on pg. 33. You can register now at www.lwm-info.org.
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JUST 100 YEARS AGO
By: Lori Matthews, Administrative Assistant, League of Wisconsin Municipalities

100 years ago. . . Oshkosh was the host city for the 18th Annual
Conference of the League of Wisconsin Municipalities, and the
President’s Address was given by former Fond du Lac Mayor
Frank J. Wolff who predicted the League would “. . . become
the leading factor in shaping laws, rules, and regulations by
which all cities should be governed.” As we prepare to celebrate
the 118th Annual Conference, we like to believe Mayor Wolff
was right.
Of the seven problems Mr. Wolff outlined as “common to all”
in his conference speech, the first on the list was “The Street
and Road Problem,” a problem we’re still addressing 100
years later. Mr. Wolff ’s pleas were for the building of trunk
roads, the use of qualified workers, and the erection of proper
signage for city streets. Today our concern is the maintenance
of those roads; we seek sustainable funding to ensure the safe
use of Wisconsin’s roadways for another 100 years, and at press
time 18 cities and 30 villages have adopted the “Just Fix It”
resolution.

Rather curiously, amid all these ads for municipality-centered
products and services, a quarter-page ad for Horlick’s Original
Malted Milk advises readers to, “Protect Yourself!” The fine
print claims that Horlick’s is “More wholesome than tea or
coffee. The best diet for infants, growing children, invalids and
the aged. It agrees with the weakest digestion.”
These days there’s nothing resembling a malted milk
advertisement in The Municipality (though we’d be open to
running one if it met truth-in-advertising guidelines), and
there won’t be free samples of Horlick’s at the 118th Annual
Conference. We will, however, have 97 exhibitors from
companies and vendors who supply services and products
municipalities need on a regular basis. Exhibition Hall opens
at 11:30 a.m., and drinks and snacks will be served at an
exhibition reception from 5:00 until 7:00 p.m. – just no malted
milk! Please stop by the exhibition hall on Wednesday, October
19, to view the displays and pick up information from those
businesses your municipality might need in the coming year.

At this year’s conference, participants will have the opportunity
to collect information from presentations, workshops, and peer
networking – all great sources for innovative solutions and best
practices. However, an equally important source of information
is our exhibit hall full of business partners, corporate sponsors,
and service industry representatives. This alliance with business
also has a 118-year League history, and one need look no
further than the advertisements featured in the 1916 copies of
The Municipality to see the evidence of that:
Mr. Chas. H. Winke, Certified Public Accountant of
Milwaukee, Wisconsin, has a quarter-page ad encouraging
cities “who have never had an audit made” to contact him for a
quote.
W. G. Kirchoffer of Madison lists his expertise as a “Consulting
Engineer” with a specialty in “Water Supply from Ground and
Artesian Wells.”
Aylward Sons Company of Neenah has a full-page ad featuring
their ornamental street lights—a very modern choice for 1916.
There are ads with photographs for Milwaukee businesses,
touting the quality of Badger Meters, Koehring concrete
mixers, and turbines fashioned at the Turbine Sewer Machine
Renovating Company.
Marshfield’s Felker Brothers Korugated Keystone Metal
Culverts have a display ad across the page from Racine’s Gold
Medal Camp Furniture. There’s a small ad from Superior’s
Perfect Ink Company and a half-page ad for The Bain Wagon
Company of Kenosha.
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An Aylward Sons Company
ad taken from a 1916 issue of The Municipality.

Is Your Community in Need of Municipal Administrator Services?

Need

Turn to IPR for customized services provided
by experienced municipal administrators.

Rick Hermus and Russ Van Gompel
have over 60 years of combined local
government experience.

Tailored services delivered on an as-needed basis:
- Interim Administrator Services
- Recruitment
- Organizational Analysis
- Operations Improvement
- Financial Planning/Budgeting
- Economic Development Projects
- Downtown Revitalization Initiatives
- TIF Districts
- BID Creation
- Consolidation Studies
- Comprehensive Planning
and Implementation
- Strategic Planning
- Process Improvement
- Classification and
Compensation Studies

IPR-P3.com

920.751.4200
INTEGRATED PUBLIC RESOURCES IS A McMAHON GROUP COMPANY
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ANNUAL CONFERENCE

2016 ANNUAL CONFERENCE SPONSORS
SPONSORS
Gift
LWM Mutual Insurance
The League’s own Point Brewery
Root Beer Sponsor
LWM Mutual Insurance
Gold
American Transmission Company
Ehlers
Focus on Energy
LWM Mutual Insurance
WEA Trust
Silver
Baird
Enterprise Lighting & Control
IPR
Kunkel Engineering Group
McMahon
MSA Professional Services, Inc.
Public Financial Management
Scott Construction
Vierbicher Associates, Inc.
Event Sponsors
Alliant Energy
American Transmission Company
Enbridge
SEH
WEA Trust

2016 ANNUAL CONFERENCE EXHIBITORS
ADG architects
Advanced Drainage Systems
Ameresco, Inc.
American Transmission Company
Apex Efficiency Solutions, SBC
Associated Appraisal Consultants
Baird
Barrientos Design & Consulting
Baxter & Woodman
Boland Recreation, Inc.
Bray Associates Architects, Inc.
Burbach Aquatics, Inc.
Cedar Corporation
Cities and Villages Mutual Insurance
Cobblestone Hotels
Commercial Recreation Specialists
Community Insurance Corporation
Construction Business Group
Contingency Planning Solutions
Delta 3 Engineering
Dixon Engineering, Inc.
Ehlers & Associates, Inc.
EMC Insurance Companies
Enterprise Lighting & Control
Fabick Cat
Fahrner Asphalt Sealers, LLC
Federal Warning Systems, Inc.
Focus on Energy
Gerber Tables
Giertsen Company
Greystone Construction Company
H&H Energy Services
The Horton Group
IIW, P.C.
IPR
Instructional Communications
Systems (ICS)
Integrity Sign Solutions
Keller, Inc.
Kenwood Communications
Kerber Rose S.C.
KLM Engineering, Inc.
Kueny Architects, LLC
Kunkel Engineering Group, LLC

Lee Recreation, LLC
LWM Mutual Insurance
M3 Insurance
Manheim Auto Auction
McMahon
Mead & Hunt, Inc.
Midwest Meter, Inc.
Monroe Truck Equipment
MSA Professional Services, Inc.
Municipal Property Insurance
Company (MPIC)
North Shore Bank
North Wind Renewable Energy
Point of Beginning, Inc.
Public Financial Management
R. A. Smith National
REALiving
Rettler Corporation
Ridgeview Insurance
River Valley Bank
Robert E. Lee & Associates, Inc.
Roth Professional Solutions
Ruekert & Mielke, Inc.
Scott Construction, Inc.
Securian Financial Group
Short Elliott Hendrickson, Inc. (SEH)
Siemens
Skyward, Inc.
Springsted, Inc.
Strand Associates, Inc.
Tribute Company (The)
USDA Rural Development
Utility Service Co., Inc.
Vierbicher Associates, Inc.
Visu-Sewer, Inc.
WEA Trust
WDNR Environmental Loans
Wisconsin Concrete Pavement Assn.
Wisconsin Surplus Online Auction
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LEGAL

LEGAL CAPTIONS
Employees 349
Guest legal comment by Doug Witte, Boardman & Clark, provides overview of FLSA white collar or EAP (executive,
administrative, and professional) exemptions and changes made to salary basis effective December 1, 2016, and suggests different
options for employers if they determine that an employee who was exempt under the former regulations now may be non-exempt
under the new regulations. 8/30/16
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APPLICATIONS NOW BEING ACCEPTED FOR
STATE’S IDLE SITES PROGRAM
Wisconsin cities, villages, towns, redevelopment authorities, community development authorities, and other government entities are
invited to apply for the Wisconsin Economic Development Corporation’s Idle Sites Redevelopment Program, which provides grants
of up to $500,000 for those seeking to revitalize and develop large, vacant industrial and commercial sites.
The competitive program, created in 2013, provides funds for the implementation of redevelopment plans for large industrial sites
that have been idle, abandoned, or underutilized for at least five years.
Award funds are limited to 30 percent of project costs, including demolition, environmental remediation, infrastructure, or
site-specific improvements to advance the site to shovel-ready status or enhance the site’s market attractiveness.
WEDC has awarded more than $10.8 million in grants to 15 projects throughout Wisconsin, which are projected to draw an
additional $300 million in private investment.
The application deadline is Tuesday, November 1. For more information on the program, visit InWisconsin.com/idlesites or contact
Jason Scott at jason.scott@wedc.org

Spotlight on the League’s
Annual Conference
Oct. 19-21, Stevens Point
Register online at lwm-info.org

League’s 4th Annual
Run/Walk
Thursday, October 20
7:00 a.m.
Sponsored by WEA Trust
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#LWM2016
Spotlight on the League’s
Annual Conference
Oct. 19-21, Stevens Point
Register online at lwm-info.org

Deep Dive Behind the Scenes
Tour of Stevens Point
Wastewater Treatment Plant,
Point Brewery, Downtown
Wednesday, October 19, 10-Noon

(Included but separate registration
required. Limit 50.)

Place Your Ad Here
Contact Gail Sumi
gsumi@lwm-info.org or (608) 267-4477

Excellence in Engineering
Since 1946.
www.strand.com
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ANNUAL CONFERENCE
118th Annual Conference
October 19-21, Holiday Inn, Stevens Point, WI

Muni official or staff? If you’ve never attended an annual conference before, this is your year!
First-time attendees from member municipalities get half off full conference registration!
Please print or type. Use a separate form for each person; or register online at www.lwm-info.org

Name:__________________________________________________________________Title:__________________________________________
Name Tag Should Read:__________________________________________________________________________________________________
Municipality/Company:__________________________________________________________________________________________________
Address:__________________________________________City:_________________________________State:________ Zip:_______________
Telephone:_________________________________E-Mail:_____________________________________________________________________
Guest Name Tag Should Read:____________________________________________________________________________________________
(Guests are welcome to participate in Thursday’s Run/Walk & Guest Program, and ALL Conference Receptions.)

CONFERENCE REGISTRATION FEES, LESS $10 FOR PROCESSING, ARE REFUNDABLE IF RECEIVED BY
4:45 PM, FRIDAY, OCTOBER 14, 2016. NO REFUNDS AFTER THIS DATE.
*Officials and Staff of League Member Cities & Villages and League Business Partners can register at the Member Rate.

Muni Official/Staff?
Half Off Full
Conference for
First-Time Attendees!
Thursday only
registration
available.
Holiday Inn
Convention Center
(715) 344-0200
Overflow Hotels at
www.lwm-info.org
#LWM2016

Member* Full Conference Registration

Amount
$230
_______
First-time attendee half price!		

Non-Member Full Conference Registration

$245

_______

Member* Thursday Only Registration

$135

_______

Non-Member Thursday Only Registration

$155

_______

Guest

$90

_______

The following are now included in the
Registration Fee. Please indicate which
session you plan to attend.
Free! Wednesday 10:00-Noon: Deep Dive
Workshops – check only one
q Real Colors: Discover Your Personality and
Communications Style (Limited to 30)
q Building Engagement through Your
Community’s Front Door
q The Bridge: Closing the Gap Between
Wisconsin’s Generations
q Stevens Point Tour (Limited to 50):
Cutting Edge Wastewater Treatment Plant, Point
Brewery & Historic Downtown
Free! Thursday Morning Run/Walk
(Sponsored by WEA Trust) Registration closed.
Extra T-shirts are first come, first served.
Free! Friday Morning Scrambled Eggs & Politics
(Russ Feingold/Ron Johnson) (Limited to 100)
q I will attend

PAYMENT:
qC
 heck Enclosed (make checks payable to: League
of Wisconsin Municipalities.)
Credit Card
q MasterCard q Visa q Discover
Number:__________________________________
Exp:_______VCode:_______ Zip Code:_________
qP
 lease check if accommodations regarding a
disability or dietary restriction are required.
We will contact you.
You can register online at www.lwm-info.org or
return this form to the League:
131 W. Wilson St., Suite 505
Madison, WI 53703
Fax: 608-267-0645
Questions? Call: 608-267-2380
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LEGAL FAQS
The League appreciates
the support of the following
Business Members:
American Transmission Co.
Boardman & Clark LLP
Ehlers Associates
Husch Blackwell
MSA Professional Services Inc.
Municipal Property Insurance Company
Short Elliot Hendrickson
Siemens
Stafford Rosenbaum LLP
Walmart
WEA Trust
For more information, contact Gail Sumi:
gsumi@lwm-info.org | (608) 267-4477
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#LWM2016
Spotlight on the League’s
Annual Conference
Oct. 19-21, Stevens Point
Register online at lwm-info.org

US Senator Ron Johnson &
Former US Senator
Russ Feingold
Friday, October 21, 7:30 a.m.
Scrambled Eggs & Politics (Included but separate
registration required. Limit 100.)

POLICE AND FIRE
COMMISSION WORKSHOP
NOVEMBER 4
GLACIER CANYON LODGE
WILDERNESS RESORT
HOTEL RESERVATIONS: 800-867-9453

The League offers a one-day training for Police and Fire
Commission members and other interested parties annually.
This year’s workshop is November 4 in Wisconsin Dells.
The workshop provides a basic course on the duties, powers,
and responsibilities of the Police and Fire Commission. It
also includes information on hiring personnel, promotions,
and hiring the chief.
Registration information was mailed in September and is
available on the League’s website http://www.lwm-info.org/
The workshop fee is $110 for League members and $135
for non-members. The Lodge has rooms at the state rate for
attendees.
Agenda
8:00 a.m. Registration
8:30 a.m. The Role of the Police & Fire Commission Duties, Powers & Responsibilities
12:00 p.m. Lunch (Included)
1:00 p.m. Selecting Police and Fire Personnel
4:30 p.m. Adjourn
Registration is available on our website:

www.lwm-info.org
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IN TRANSITION

Assessor: Viroqua, Barrett Brenner Fire Chief: Winter,
Bryan Koss Trustees: Winter, John Holm, Brent Reese City
Administrator: St. Francis, Mark Johnsrud Treasurer: Hatley
Joseph Szews Alderperson: Buffalo City, Jeannie Czaplewski
Clerk Treasurer: Reedsburg, Jacob Crosetto Clerk/Deputy
Treasurer: Jefferson, Mary Kuehl Deputy Clerk/Treasurer:
Jefferson, Sarah Copsey.

RETIREMENT
Hales Corner. Mike Weber, Village Administrator, retired after
22 years of service to the Village.
Kimberly. Earl Strick, Water Commissioner retired after more
than 35 years of service.

ADDITIONS AND CHANGES
Please send changes, corrections, or additions to
league@lwm-info.org, fax (608) 267-0645
or mail to the League at 131 West Wilson St.,
Suite 505, Madison, WI 53703

CITY CLERK/TREASURER UECKER RECEIVES
PRESTIGIOUS LIFETIME ACHEIVEMENT AWARD
The Wisconsin Municipal
Clerks Association (WMCA)
awarded St. Francis Municipal
Clerk/Treasurer Anne Uecker
the prestigious Lifetime
Achievement Award at their
annual conference in Appleton
on August 20, 2016.
Ms. Uecker is a Wisconsin
Certified Professional Clerk
as well as a Master Municipal

2016 LEAGUE OF WISCONSIN
MUNICIPALITIES CALENDAR
Annual Conference
Oct. 19-21
Holiday Inn, Stevens Point
(715) 344-0200
Police and Fire Commission Workshop
Nov. 4
Glacier Canyon Lodge at Wilderness Resort,
Wisconsin Dells
(800) 867-9453

Clerk, and she has participated in the Milwaukee Metro
Clerk’s Association since 1992. Anne also serves as the
WMCA Region Director for the International Institute of
Municipal Clerks (IIMC).
Anne has served the City of St. Francis since 1992. She is
recognized by her community for moving her office forward in
terms of technology by implementing paperless agenda packets
and electronic payroll, and digitizing City records. She is active
in her community through volunteerism and service, including
work with the St. Francis Civic Association where she was
instrumental in forming the organization and framing their
objective and purpose, and membership in More Parents Voice,
a parent association for St. Thomas More High School.

#LWM2016
Spotlight on the League’s
Annual Conference
Oct. 19-21, Stevens Point
Register online at lwm-info.org

One Day Registration
Available for Thursday, October 20
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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 | 2801 Crossroads Dr | Ste 2200 | Madison WI 53718 | (715) 892-7277 | www.mpicwi.com
Blair Rogacki, CPCU: brogacki@mpicwi.com
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Financing
Financing
solutions
solutions
as unique
as unique
as youasare.
you are.

Each municipality in Wisconsin
Each municipality
faces unique
inchallenges.
Wisconsin faces
Shouldn’t
unique
your
challenges.
financingShouldn’t
plan be unique
your financing
as well? plan be unique as well?
Our Wisconsin municipalOur
team
Wisconsin
has tailored
municipal
financing
team
solutions
has tailored
to each
financing
client’ssolutions
individualtoneeds
each using
client’sa individual needs using a
broad range of advisory broad
and underwriting
range of advisory
services:
and underwriting services:
• Debt structuring and management
• Debt structuring and management
• Issuing general obligation
• Issuing
and revenue
generalbonds
obligation and revenue bonds
• Implementing refinancing
• Implementing
opportunitiesrefinancing opportunities
• Creating award-winning
• Creating
financingaward-winning
solutions
financing solutions
And our deep expertise and
Andunwavering
our deep expertise
commitment
and unwavering
to municipalities
commitment
like yours
to have
municipalities
earned national
like yours have earned national
recognition. Baird has advised
recognition.
on or underwritten
Baird has advised
The Bond
on orBuyer’s
underwritten
“Deal of The
the Bond
Year” Buyer’s
six times
“Deal
since
of 2005.
the Year” six times since 2005.
Put our proven public finance
Put our
expertise
proven public
to workfinance
for your
expertise
municipality.
to work
Contact
for your
Baird
municipality.
today.
Contact Baird today.
Brad Viegut
Brian Ruechel
Rebekah Freitag
Amy Young
Justin Fischer

Brad Viegut
Brian Ruechel
Rebekah Freitag
Amy Young
Justin Fischer

800-792-2473, ext. 3827 800-792-2473, ext. 3827
rwbaird.com/publicfinancerwbaird.com/publicfinance

Private Wealth Management
Private
Capital
Wealth
Markets
Management
– Investment
Capital
Banking
MarketsPrivate
– Investment
Equity Banking
Asset Management
Private Equity

Member
W. BairdSIPC.
& Co.
MC-47563.
Incorporated. Member SIPC. MC-47563.
©2016 Robert W. Baird & Co. Incorporated.
©2016 Robert

Asset Management

