
 

 

Charter Township of Oscoda 
Board of Trustees 
Financial and Strategic Planning 
Work Session Notice/Agenda 
March 15, 2018 – 3:00 PM 
Robert J. Parks Library Conference Room 
6010 N. Skeel Ave. 
Oscoda, MI 48750 
(989)739-9581 
 
 

1. Public Comment 
 

2. Purpose of Work Session(s) 
a. Review Specific Goal Statement Objective (Park Development) 
b. Organizational Governance 
c. Discuss Township Lighting Plan/Options 
d. Revisit Specific Goal Statement Objectives 
e. Other Topics as Needed 

 
 
3.  Review Specific Goal Statement Objectives 

a. Park Development Planning Process 
• Beckett & Raeder Updated Materials  
• Grant Application Options and Priorities 

 
 

4. Organizational Governance 
a. Role and Benefits of a Facilitator 
b. Ethics Policy Merit? 
c. Township Superintendent Selection Process 

 
 

5. Township Lighting Plans/Options 
a. Wurtsmith District 
b. F41 Overhead Lighting Cost Proposal 
c. Other Considerations 

 
 

6. Revisit Specific Objectives as Time Permits 
a. Automated Meter Reading-Cost Effectiveness Determination 
b. Furtaw Field Development/Deed Restriction Impact 
c. Information Regarding Other Objectives as Available 

7. Establish Consensus on Topics and Objectives 
 
 

8. Confirmation of Intended Course of Action and Adjournment 
 

 

Posted Date:      

Press Notification Date:     

Posted By:      



ADDITIONAL 

BECKETT & RAEDER 
MATERIALS 

TO BE PROVIDED AT 

THE 

WORK SESSION 



Robert Stalker 

From: Tim Knutsen <tknutsen@bria2.com> 
Wednesday, March 14, 2018 10:38 AM 
Robert Stalker 

Sent: 
To: 
Subject: RE: Work Session Date 

Robert, 

Most of the issues from the correspondence may be best discussed at our meeting tomorrow; however, below are our 
initial responses, shown in italicized red text. 

Ratliff Park 
1. In general the plan was well received in terms of being responsive to previous comments. 
2. A question came up as to where the LP gas tank will be located. 

We will evaluate this onsite and locate the LP tank accordingly. 
3. Concern was voiced regarding the location of the septic field conflicting with proposed parking area for the 

Pavilion. I have confirmed with our maintenance staff that this is a problem. We will mark the general location of 
the septic field so that you can view it when you come to town and adjust the plan accordingly. It may be 
advisable to look at the site prior to the work session so that we can discuss relocation options as the parking lot 
is relatively large. 
We were unaware of the location of the septic field. We heard previously from the group that parking for the 
Pavilion was an issue. It would be helpful to better understand what the actual parking demands would be for 
the pavilion. 

4. In reference to an earlier question, we have approximately eight new picnic tables to install. These are 
"pedestal" type tables that require mounting in a concrete slab. Perhaps the walkway to the north of the 
Pavilion would be a good place for at least some of the tables. 
We can easily locate the picnic tables. Anything we can do to encourage universal accessibility will be beneficial. 
To that end, it would be helpful to understand what the tables look like physically, in order to determine if the 
tables themselves would be considered accessible. 

5. A question was raised as to whether the volleyball court could be relocated to accommodate a large event tent 
near the Pavilion. 
We can relocate the volleyball court, we would just require some direction as to a preferred location where other 
activities do not already occur. 

6. Concern was expressed regarding the angle of the boat/trailer parking spaces needing to be reversed based 
upon flow of traffic. 
This would best be addressed at the meeting, to ensure we all have the same understanding of traffic flow and 
which parking spaces might be reversed. 

7. Would it be advisable to install curbs on the south side of the drive from the crosswalk the ramp? The concern 
here is erosion and control of runoff. 
This is a detail we can discuss tomorrow. Generally, curbs often negatively influence runoff by helping to 
concentrate it to one area, but I need to have a better understanding of the area of concern. 

Oscoda Beach Park 
1. Do you have a suggestion for controlling blowing sand near the bandshell such that grass is not covered? This 

has been an ongoing maintenance challenge of significant magnitude over the years. The availability of a remedy 
is likely to affect how much grass area is deemed advisable. 
This is a detail we can discuss tomorrow. Generally, curbs often negatively influence runoff by helping to 
concentrate it to one area, but I need to have a better understanding of the area of concern. 

1 



Furtaw Field 
1. Board members recall some discussion about placing a play structure on this property. It has not been included. 

Was that deliberate due to space limitations or other concerns or simply a miscommunication? 
We didn't show the playground because we got the impression that space was at a premium due to current use 
during the festival. But we can add a playground back in if it is desired. 

Tim Knutsen, PLA, ASLA, CPSI 
Senior Associate 
Beckett&Raeder, Inc. 
Making Great Places for over so Years 
113 Howard St., Fl. 1 
Petoskey, Ml 49770 
231.347.2523 ph 
231.347.2524 f 

Ann Arbor, Ml 734.663.2622 
Traverse City, Ml 231.933.8400 
Toledo, OH 419.242.3428 

Please visit us at www.bria2.com 

From: Robert Stalker [mailto:superintendent@oscodatownshipmi.gov] 
Sent: Wednesday, March 14, 2018 9:51AM 
To: Tim Knutsen 
Subject: FW: Work Session Date 

Tim, 

As a follow-up to my email of a few minutes ago, I wanted to let you know that, to the best of my knowledge, I never 
received a follow-up to the communication below. If you sent one please let me know and I will try to locate same. 
Thank you. 

Robert F. Stalker II 
Township Superintendent 

From: Robert Stalker 
Sent: Tuesday, March 13, 2018 10:15 AM 
To: 'Tim Knutsen' <tknutsen@bria2.com> 
Subject: RE: Work Session Date 

Tim, 

I will look forward to further feedback. Have a great day. 

From: Tim Knutsen <tknutsen@bria2.com> 
Sent: Tuesday, March 13, 2018 9:44AM 
To: Robert Stalker <superintendent@oscodatownshipmi.gov> 
Cc: Aaron Weed (oscoda@1weed.com) <oscoda@1weed.com>; Martin Gayeski <martingayeski@yahoo.com>; Jaimie 
Mcguire <treasurer@oscodatownshipmi.gov>; John Nordeen <clerk@oscodatownshipmi.gov>; tcummings 
<tcummings@oscodatownshipmi.gov>; Bill Palmer <wpalmer@oscodatownshipmi.gov> 
Subject: RE: Work Session Date 
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Do we need a moderator or a facilitator? I MSU Extension Page 1 of3 

Do we need a moderator or a facilitator? 

Knowing the difference between a moderator and a facilitator can lead to a productive 
outcome. 

Posted on October 11, 2012 by Bethany Prykucki 
(http://msue.anr.msu.edu/experts/bethany prvkucki) , Michigan State University Extension 

There is a presidential election on the horizon, and with that a series of debates 

(http://www. 2012 presidentialelection news. com/2012 -debate-sched u le/2012 -presidential-debate-sched u lei) 

The debates often spark interest in the "moderator role" and how that differs from the 

"facilitator role." 

A facilitator (http://en.wikipedia.org/wiki!Facilitator) is someone who helps a group of people 

understand their common objectives and assists them to plan to achieve those goals 
without taking a particular position in the discussion. Facilitative tools, such as recording on 

a flip-chart , can also assist the group in achieving a consensus on any disagreements that 
preexist or emerge in the meeting so that it has a strong basis for future action. 

According to the International Association of Facilitators (http://www.iaf-world .org/index.aspx) , 

facilitators: 

• Take a strategic and comprehensive view of the problem-solving and decision-making 
processes and selects, from a broad array, the specific methods that match the 

group's needs and the tasks at hand 

• Support the group's social and cognitive processes, freeing the group members to 

focus their attention on substantive issues 

• Are trusted by all group members as a neutral party who has no biases or vested 

interest in the outcome 

• Help the group understand the techniques being used and enable the group to 

improve its own problem-solving processes 

Facilitators assume a position of responsibility that influences group outcomes. While 

facilitators should assume responsibility for the group process, they should not attempt to 

apply content expertise. 

Conversely, a moderator is an individual who presides over an assembly, meeting, or 

discussion. A forum moderator oversees the communication activity. They monitor the 

exchange between participants and move discussions from one topic to another to keep 

conversation organized. 

http:/ /msue.anr .msu.edu/news/ do_ we_ need_ a_ moderator_ or_ a_ facilitator 3/ 14/2018 
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If the tone of a forum becomes hostile or starts to move in the direction of personal attacks, 
the forum moderator usually has the discretion to address the issues. 

Moderator duties are as diverse as the forum topics themselves. Some moderators are 

virtually invisible; they surface only when situations arise that do not seem likely to resolve 

themselves. Other forum moderators are always there, ready to intercede at the smallest 
hint of discourse. Public forum moderators often have to enforce many rules of conduct and 

decorum. 

Despite the interchange of the words moderator and facilitator, the nuance between the two 
words may be more important than most think. A lot of insight can be gained by closer 

scrutiny and considering the outcome one hopes to achieve. 

Michigan State University Extension offers leadership programs for both new and 

experienced youth and adult leaders who would like to develop or improve their leadership 

skills. 

For more information, see the article" What to Look for in a Group Facilitator." (pdf) 

This article was published by Michigan State University Extension (http://www.msue.msu.edu). 

For more information, visit http://www.msue.msu.edu (http://www.msue.msu.edu). To have a 
digest of information delivered straight to your email inbox, visit 
http://www.msue.msu.edu/newsletters (http://www.msue.msu.edu/newsletters). To contact an 

expert in your area, visit http://expert.msue.msu.edu (http://expert.msue.msu.edu), or call 888-

MSUE4MI (888-678-3464). 

Related Events 

Opening Doors: A Personal and Professional Journey 
(http://msue.anr.msu.edu/events/opening doors a personal and professional journey 1) 

Jun 13, 2018- Jun 15, 20181 Kettenun Center, 14901 4-H Dr., Tustin, Ml49688 

http:/ /msue .anr .msu.edu/news/ do_ we_ need_ a_ moderator_ or_ a_ facilitator 3/14/2018 
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The Local Leadership Team 

You can accomplish anything in life, provided you do not mind who 
gets the credit. 

-Harry S Truman 

Successful local leadership depends on working within the basic legal framework 
for your government, understanding key roles and responsibilities, and forging 
strong relationships with members of the local leadership team. 

The Legal Framework 
The legal framework under which your local government operates starts with 
your state law and delegated local powers, duties, and responsibilities. 

Since the United States Constitution doesn't mention local governments, these 
entities are created and regulated by the states-which means that there are fifty 
different legal and political frameworks. Most state laws outline the powers of 
their local governments in a "charter." 

If your local government has a charter, it is your community's constitution. 
Generally, a charter can be adopted, amended, or repealed only by a majority 
vote of a city's voters. Most charters cover a range of issues, including form of 
government, all aspects of elections and service as an elected official, legislative 
authority, powers of the governing body, responsibilities of the executive, 
financing and taxing, human resource policies, bonding, and more. 

,... 

... 

Preamble to the City of Dearborn Charter 

We, the people of the City of Dearborn (Michigan), in order to provide a government 

which recognizes that human life and talent is our most important resource, and 

the development and enrichment of these our most important tasks, do adopt this 

charter. We acknowledge that political power is inherent in the people. We desire a 

framework of government in which all people can participate, by which policy objec

tives reflecting the people's goals can be fashioned and through which officials can 

be chosen in a democratic manner and held accountable for their actions . 
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4 Leading Your Community: A Guide for Local Elected Leaders 

While the success of your leadership team depends in large measure on the 
people who serve on it, the legal framework is an important guide to who does 
what and how you get your community's business done. 

As a local elected leader, you should be familiar with the legal structure under 
which your government operates. Your state municipal league, chief administra
tive officer, and local government attorney are good resources for learning about 
your local government's legal framework. 

A Word about Structure 
A local government leadership team brings together elected local officials who 
are chosen individually by the public in the voting booth and full-time appointed 
professionals who are hired to do specific government jobs. The makeup of the 
leadership team can vary according to form of government. There are four forms 
of local government in the United States: 

• Mayor-council: A directly elected mayor is the chief executive officer, and an 
elected council is the legislative body. The council is led by an elected council 
chair. 

• Council-manager: An elected council serves as the legislative body, a directly 
elected mayor or someone elected from the council serves as the council chair, 
and a professional city manager hired by the council oversees day-to-day 
operations. 

• Commission: Voters elect commissioners to a small governing body, and the 
commissioners handle both executive and legislative functions. 

• Representative town meeting: Citizens serve as the policy-making body, and a 
small elected board of selectmen oversees implementation of the policies. 

a Fastfact 

According to NLC's recent survey, more than 96 percent of local governments use either the 
mayor-council (38 percent) or council-manager (58 percent) form of government. The average 
length of service for governing body members in mayor-council cities is 7.9 years, and In council· 
manager cities, 7.2 years. Nearly 30 percent of local elected officials are elected by districts, 45 
percent at-large, and the remainder by a combination of district and at-large. 

Roles and Responsibilities 
Official roles are defined in charters, statutes, ordinances, and job descriptions. 
Practical roles evolve depending on community needs, the style of the mayor and 
chief administrative officer, and working relationships among elected officials. 

Elected local officials are the policy leaders. In the mayor-council form, the 
elected mayor is both a policy leader and an executive leader for the community. 



The Local Leadership Team 

The chief administrative officer or city manager is the local government 
management leader. 

Together, the elected leaders and chief administrative officer ensure that the 
local government works. They set the vision, provide the services, and guarantee 
a good quality of life in the community. 

A Local Policy Leadership Team 

Specific responsibilities of a local policy leadership team include 

• Establish a community vision 

• Develop long-term goals, priorities, and objectives 

• Adopt policies to guide local programs and services 

• Enact ordinances (local laws) 

• Communicate with citizens about vision, priorities, programs, services, and 
community challenges 

• Review and approve a comprehensive annual budget and capital improvement 
plan 

• Oversee the effectiveness of the local government's programs 

• Oversee management performance, including fiscal responsibility 

• Respond to citizen complaints and requests, ancl coordinate responses with 
local staff 

• Hire and evaluate the chief administrative officer 

• Represent the local government and the community. 

The City Manager or Chief Administrative Officer 

Specific responsibilities of the city manager or chief administrative officer 
include 

• Carry out the policies adopted by the elected officials 

• Oversee enforcement of city ordinances 

• Provide policy alternatives to support governing body action 

• Manage all local services, including but not limited to public works, public 
safety, planning and economic development, parks and recreation, libraries, 
senior citizen and youth services, and human resources 

• Adhere to national, state, and local requirements for financial management, 
purchasing, public meetings, public records, and ethical conduct 

• Prepare the annual operating budget and capital improvement plan for 
governing body action 

• Ensure fiscal responsibility and modern accounting practices 

• Recruit, hire, train, and supervise the local workforce 

5 



6 Leading Your Community: A Guide for Local Elected Leaders 

• Prepare materials for the governing body meeting agenda 

• Develop long-range operating plans with guidance from elected officials 

• Oversee local economic development, including negotiation of development 
and revenue deals 

• Coordinate information sharing and action among elected officials, employees, 
and citizens. 

The Mayor in a Council-Manager Government 

Specific responsibilities of the mayor in a council-manager government include 

• Chair governing body meetings, which includes paying attention to 
parliamentary procedures, and ensure the accomplishment of desired outcomes 

• Serve as a primary contact between the management staff and the governing 
body to keep the community agenda moving 

• Encourage good communication with the citizens, the media, other members of 
the governing body, and the chief administrator 

• Represent the local government in many settings in the community, with other 
local governments, and at the state and national levels 

• Facilitate action during meetings, between meetings, and throughout the 
community 

• Help to create, maintain, and strengthen the effectiveness of the local 
leadership team 

• Encourage and support the community during a crisis. 

In the mayor-council form of government, the mayor is both the elected politi
cal leader and the chief executive, working in partnership with the governing 
body but not as a member of it. The governing body chair is the leader of the 
elected team, responsible for ensuring productive meetings and effective group 
action. Together, the elected mayor and council president/chair carry out the 
administrative and policy-making roles that are divided between the mayor and 
the chief administrative officer in the council-manager form. 

Emerging Roles 

The challenges facing today's communities and the changing expectations of local 
leaders have led to some new roles. Perhaps the most dynamic aspect of your 
leadership is your relationship with the people who elected you to lead the com
munity. In a study of how to connect citizens and their government, the National 
League of Cities Advisory Council identified these roles for local elected officials: 

• Models of civility and cooperation to set the tone for civil discourse and 
productive problem solving 



The Local Leadership Team 

• Messengers using the "bully pulpit" to encourage citizens, businesses, 
the media, community organizations, and others to play an active role in 
community building 

• Shapers of processes that connect citizens and their government in productive 
ways 

• Leaders who bring people together and build trust. 

I} Fastfact 

~The amount of time elected officials spend on council-related business varies according to 
community size, nature of position (I.e., full time or part time), and other employment commit· 
ments. According to NLC's survey, elected officials In small cities spend an average of 20 hours 
per week on council business; in medium cities, 25 hours; and in large cities (more than 200,000 
in population), 42 hours. 

Relationships: It Takes a Team 

Coming together is a beginning. Keeping together is progress. Working 
together is success. 

-Henry ford 

Charters and municipal codes document how a local government is supposed to 
work by defining roles and responsibilities. The foundation for effective action is 
another R: relationships. 

A successful team is more effective than its individual parts-creating synergy, 
stronger collective ideas, and a shared sense of accomplishment. One good 
idea leads to a better idea. Disagreements lead to productive discussion, an 
understanding of and respect for differences, and a better shared solution. 

What makes a group of people a team? 

• A shared and explicit vision 

• A well-defined and accepted mission 

• Clear goals to which everyone is committed 

• Energy and enthusiasm 

• Commitment to work together 

• Professional respect for one another 

• A commitment to understanding each other's perspectives and 
to resolving conflicts 

7 



8 Leading Your Community: A Guide for Local Elected Leaders 

• Ability to communicate comfortably 

• Ability to disagree openly and productively 

• Effective decision-making procedures 

• Distributed participation: everyone engages and handles different 
responsibilities 

• Motivation to get the job done 

• High levels of trust, acceptance, and support among members 

• Cohesion: a sense of belonging and a desire to stick together. 

The more success a group has in carrying out its mission, the more it grows as 
a team. In sports, winning teams keep winning-not always because they have 
the most talented players, but because individuals Jearn to trust each other and 
play to each other's strengths. 

What gets in the way of effective teamwork? 

• Lack of commitment 

• Misunderstanding or lack of knowledge about group processes and rules 

• Destructive competition 

• Poor communication 

• Poor interpersonal skills 

• Personal conflicts 

• External pressures and/or new demands that stretch the team's capacity 

• Political grandstanding 

• Unwillingness to see/consider different perspectives or to compromise 

• Representation of only one perspective or one group regardless of the issue. 

a FastFact 

Conflict among members of the governing body is the most frequendy mentioned source of frus
tration for local elected officials, cited by 43 percent in NLC's survey. The next most frequently 
mentioned source of frustration is pressure from interest groups, at 31 percent. 

When the team doesn't work well together, there can be consequences: 

• Public embarrassment 

• Inability to act 

• Delays and gridlock 

• Long meetings without results 

• Lost opportunities for the community 



The Local Leadership Team 

• A stressful and unproductive environment 

• Personal conflicts that interfere with productivity 

• Thrnover among both staff and elected officials. 

Trust and cohesion are foundations of successful teamwork but are often the 
hardest team attributes to achieve. The constant pressures of public service-tight 
budgets, citizen demands, media inquiries, limited time, tough issues, the next 
election-strain team relations. But the bottom line is, you were elected as an 
individual to serve on a group that makes decisions together on behalf of the 
community you serve. If you want to be on a winning team, help the team win! 

Building a Successful Team 

Paying attention to how your group works together is an important part of build
ing a high-performance governing body. Ways to pay attention range from infor
mal action reviews after a governing body meeting to a formal team-building 
process using an outside facilitator. Right after an election when the team changes 
is the best time to focus on how your group will work together. 

You can tell your team-building efforts are successful when you have 

• Open and honest discussion and feedback among team members 

• Frank conversation about cooperation, expectations, and team problems or 
challenges 

... 

Key Players on the Local Leadership Team 

e The elected governing body meets regularly to make collective decisions, set 
policies, enact laws, and establish broad directions for the community. 

e The chief administrative officer is the primary staff contact for the elected 
governing body. The chief administrative officer is hired and evaluated by the 
governing body, interacts regularly with the governing body and its indi
vidual members, brings management expertise to the local government, and 
provides information and resources for decision making. 

e The professional staff/department heads work directly for the chief admin
istrative officer; support the chief administrative officer and the governing 
body by providing expertise, information, and resources; and carry out poli
cies passed by the governing body through programs and services delivered 
by their departments. 

How these elected and appointed leaders work together varies from community 
to community, but they all play vital roles in carrying out the local government's 
mission, delivering services, and meeting citizen needs . 
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Leading Your Community: A Guide for Local Elected Leaders 

Team-Building Skills Checklist 

After a governing body meeting, assess your teamwork skills by giving yourself a 
score from 1 (rarely) to 5 (always) on each of the teamwork dimensions: 

D Did I create a relaxed, collegial atmosphere that supported and encouraged 
collaboration? 

D Did I participate actively in the discussions? 

D Did I help keep the discussion on track? 

D Did I understand and accept the task(s) the team was working on? 

D Did I listen to others? 

D Did I feel comfortable disagreeing with others? 

D Did I feel comfortable when others disagreed with me? 

D Did I seek consensus/ help the group move toward a shared conclusion? 

D Did I use my knowledge and skills during the session to help the group get its 
work done? 

• Increased awareness of the impact of individual behavior on team 
performance. 

Informal team-building sessions give the group a chance to look at how it is 
working and to identify obstacles to effectiveness. Consider these options: 

• Newcomers' orientation. Shortly after an election, incumbent elected officials, 
working in partnership with the chief administrator, plan an orientation for the 
new members. The discussion might include veterans' recollections of their 
own first few weeks in office. Sample reports, agendas, minutes, and other 
materials will help newcomers get up to speed. 

• Informal team assessment. The team-building skills checklist above provides a 
tool for starting a conversation about how each individual rates his or her own 
performance as a team member. 

• Work sessions on working together. Your governing b ody can spend extra 
time together beyond official meetings to build team rapport using this 
handbook as a resource. 

Hiring a Facilitator 

While the chief administrative officer and mayor can successfully lead team work 
sessions and orientations for new members, an experienced facilitator is better 
equipped to lead an intensive team-building process. 



The Local Leadership Team 

The facilitator makes it possible for all members of the team-including the 
mayor and chief administrative officer-to participate fully in the learning 
process. A facilitator also brings expertise in managing a group process. 

Team-Building Challenges in the Public Sector 

Conducting a team-building session in the public sector poses special challenges. 

• Open meeting laws: All fifty states and the District of Columbia have laws that 
define boundaries for public meetings. Generally, a public meeting is not the 
best setting for team building-but violating your state open meeting law is not 
a reasonable alternative. Most open meeting laws have exceptions that allow 
private session. Check with your legal counsel to decide on your best course of 
action. 

• Media interest: Even if your state open meeting law permits a closed team
building session, a private governing body meeting will draw media attention. 
To avoid speculation, inform your media about the meeting-who will be there, 
what you hope to accomplish, and what information will be available after 

... 

the session. 

The Facilitator's Role 

The facilitator is a "process person" who guides the group through productive 
discussions and keeps track of agreements. The facilitator also helps the group 
focus on the issues that are most important what's happening in the group 
right now, how do team members interact, what's interfering with the team's 

effectiveness, and what actions does the team need to take. The facilitator helps 
the group solve its problems. 

How do we know if we need a facilitator? 
A highly motivated group may be able to conduct its own team-building 
session. But a group that has had major disagreements or political conflicts 
could benefit from a facilitator's help. If a team-building process is threatening 

because it implies criticism of the entire group or of specific members, an expe
rienced facilitator who is not a team member can provide impartial direction, 
ease the tensions, and create an environment for open discussion. 

How can we find a good facilitator? 
Check with nearby colleges, organizational development consulting firms, 
national associations, your state municipal league or state county association, 

and other local governments that have conducted team-building sessions. 
Hiring a facilitator is like filling an important vacancy in your government. 
You should review resumes, assess the person's experience with the public 
sector, and talk with references . 

11 



12 Leading Your Community: A Guide for Local Elected Leaders 

• Post-session interviews and 
feedback: Be sure that your team 
agrees on what information about 
the session will be released to the 
media, and on how individuals 
will handle follow-up discussions 
with the media and others who 
might ask. 

Team Building and Politics 

Creating a strong team in a political 
environment is tough. The stress 
of a campaign and the competition 
for votes make an already difficult 
process even more challenging. 
Ideological differences around major 
issues like growth, immigration, and 
taxes can further strain the capac
ity of individual elected officials to 
work together as a team. 

,.. 

.... 

Some Words about Human 
Relations 

The Six Most Important Words 
"I admit I made a mistake" 

The Five Most Important Words 
"You did a good job" 

The Four Most Important Words 
"What do you think?" 

The Three Most Important Words 
"If you please" 

The Two Most Important Words 
'Thank You" 

The One Most Important Word 
"We" 

The Least Most Important Word 
"I" 

-Author Unknown 

Governing bodies that become successful teams rely on 

• Shared commitment to making good decisions on behalf of the community 

• Willingness to focus on building a team 

• Protocols for working together to try to minimize personal conflicts and 
maximize productive decision making, including consequences for violating 
the protocols 

• Respect for each other as individuals who share a commitment to public 
service 

• Respect for different perspectives as a way to improve decision making 

• Knowledge of how to balance strongly held views with the need for 
compromise to reach a conclusion. 

Recap 
• State law, legal documents, and form of government provide a basic legal 

framework for official roles and responsibilities. 

• Elected officials are the policy leaders in the community, and the chief 
administrative officer is the management/administrative leader-but the roles 
overlap and work best when the distinctions aren't hard and fast. 

• It takes a team to lead a government, and it takes hard work to create a 
successful team. 



The Local Leadership Team 

,.. 

.... 

Habits of Highly EHective Governing Bodies 

Clearly define roles and relationships 

Think and act strategically, focusing on key policy issues 

Operate in a culture of values and ethics 

Regularly evaluate policy implementation 

Work together as a team 

Master small-group decision making 

Develop and follow protocols for governing body behavior and governing 

body-staff relations 

Allocate time and energy appropriately 

Set clear rules and procedures for meetings 

Get regular assessments of citizen concerns and governing body performance 

Recognize their position in the intergovernmental system and build productive 
partnerships 

Focus on personal learning and development as leaders 

Look to the future 

Adapted from Carl H. Neu Jr, 10 Habits of Highly Effective Councils 

Recommended Local Reading 
• State law governing local authority and responsibilities 

• Your local government charter and municipal code 
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Making Meetings Work 

,.. 
Guiding Principles for Streamlined Parliamentary Rules 

1. Rules should establish order. The first purpose of parliamentary procedure is 
to establish a framework for orderly meetings. 

2. Rules should be clear. Simple rules lead to wider understanding and 
participation. 

3. Rules should be user-friendly. The rules must be simple enough that 

citizens feel they have been able to participate in the process. 

4. Rules should enforce the will of the majority while protecting the rights of 
the minority. The ultimate purpose of the rules is to encourage discussion 

and facilitate decision making. The rules must enable the majority to express 
itself and fashion a result, while permitting the minority to express itself (but 
not dominate) and fully participate in the process. 

Adapted from Rosenberg~ Rules of Order: Simple Parliamentary Procedures for the 21st Century 

Many governing bodies rely on Robert's Rules of Order for parliamentary proce
dure. But Robert's Rules is complicated, detailed, and intended primarily for large 
legislative bodies. It can be frustrating to use. A governing body that gets tangled 
in parliamentary process doesn't make good decisions, which can undermine 
public confidence in government. 

Adopting your own simpler parliamentary rules is fine- as long as those rules 
are clear, used consistently, and contribute to productive debate and action. It 
is useful to have streamlined parliamentary procedures reviewed by your local 
government attorney. 

,... 
Sample Governing Body Code of Conduct 

e Seek to understand one another's perspective. 

e Seek diversity of ideas. 

e Honor one another in public, and protect each other in their absence. 

e Be tough on issues, soft on people. 

e Focus on the issues, not on personalities. 

e Seek honesty and integrity in all deliberations and interactions. 

e Governing body direction to staff should be by consensus rather than by 
individual action. 

e Once a decision is made, move on, bury disagreements, and expect staff to 
follow through as defined. 
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Ethical Leadership 

It takes many good deeds to build a reputation and 
only one bad one to lose it. 

8 

-Benjamin Franklin 

Citizens expect all public officials to govern and behave ethically. The ethical 
failures of one public official resonate widely and reflect on all. That's why you 
have to do more than follow the state or local ethics code. You are a model for a 
high standard of performance and behavior, and that means avoiding even the 
appearance of ethical misconduct. 

Promoting an ethical culture in your local government is an important leader
ship priority. Values form the foundation for everything your organization does. 
Many local governments supplement state ethics laws with their own code of 
ethics to guide individual decisions. Many also agree on values that will shape 
how the governing body leads the community. 

Values statements and ethics codes guide behavior and actions. Individuals 
make decisions on the basis of those guiding principles and their own best judg
ment. As a bottom line, it is always important to distinguish your personal inter
ests from the public interest. That doesn't mean you ignore your own interests. 
Rather, it means that you examine your conscience, consider the needs of others 
who may be affected by your decisions, and take actions that, to the best of your 
knowledge, will serve the public interest. 

Values 
Values underpin action. Examples of commonly held values include compassion, 
fairness, honesty, trustworthiness, responsibility, respect, and loyalty. 

Local government value statements are often developed in conjunction 
with strategic planning processes to guide government performance and 
personal behavior. 

The Institute for Local Government at the League of California Cities 
(www.ca-ilg.org) has developed a set of core public values, with examples of 
what those values mean, as a resource for helping local governments shape 
value statements. The six core public service values are trustworthiness, fairness, 
responsibility, respect, compassion, and loyalty. 
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Leading Your Community: A Guide for Local Elected Leaders 

Sample Values Included in Municipal Value Statements 

West Palm Beach, Florida (www.cityofwpb.com): Integrity, respect, leadership, 
cooperation, collaboration, and customer service. 

Greensboro, North Carolina (www.greensboro-nc.gov): Honesty, integrity, 
stewardship, and respect. 

Campbell, California (www.cityofcampbell.com): Community, honesty, civility, 
equality, teamwork, and accountability. 

Coral Springs, Florida (www.coralsprings.org): Leadership by example, 
empowerment attitude, customer focus, and continuous improvement both 
personally and in city action. 

Austin, Texas (www.ci.austin.tx.us): Gutsy, green, creative, committed, 
and collaborative . 

Publishing a local government statement of values is an important step in 
assuring your citizens that their public officials are seriously committed to values
driven behavior. By announcing that you stand for something, you are making a 
public statement that provides the foundation for confidence and trust. 

Values-Based Ethics 

All states have laws that govern the ethical behavior of their state and local offi
cials. While the specifics of those laws vary widely, they general cover four major 
areas: gifts, financial disclosure, ethics oversight, and conflicts of interest. Your 
state municipal league is the best resource for details on how the state ethics law 
applies to local public officials. It is important that all public officials in your 
community know the details of state ethics laws. 

,.. 

.... 

To ensure public confidence in the integrity of local government and elected 
and appointed officials, voters in Santa Ana, California (www.ci.santa-ana. 
ca.us), approved an amendment to the city charter requiring the city to adopt 
a code of ethics and conduct for elected officials and members of appointed 
boards, commissions, and committees. The adopted code defines five core 
values and specific actions to support those values. All officials covered by the 
code are required to affirm in writing that they have received it, understand it, 
and pledge to follow it. Ethics training is provided, and the city attorney serves 
as a resource pe rson to advise covered officials on appropriate actions . 



Ethical Leadership 

A state ethics law can't guarantee ethical behavior in your local government. 
Promoting a culture of ethics within the organization that emphasizes the means 
for accomplishing desired outcomes sets the stage for consistently ethical 
behavior among both elected official and employees. 

Your governing body can take several steps to strengthen your community's 
confidence in your government. It can 

• Work together as a group to define your core values and then publicize them 

,... 
Sample Values-Based Ethics 

Trustworthiness 
e I remember that my role is first and foremost to serve the community. 

e I am truthful with my fellow elected officials, the public, and others. 

e I avoid any actions that would cause the public to question whether my 
decisions are based on personal interests instead of the public's interests. 

e I do not accept gifts or other special considerations because of my public 
position. 

e I do not knowingly use false or inaccurate information to support 
my position. 

e I do not use my public position for personal gain. 

e I carefully consider any promises I make (including campaign promises) and 
then keep them. 

Fairness 
e I make decisions based on the merits ofthe issues. 

e I honor the laws and the public's expectations that government policies 
will be applied consistently. 

e I support the public's right to know and promote meaningful 
public involvement. 

e I support merit-based processes for the award of public employment and 
public contracts. 

e I am impartial and do not favor those who either have helped me or are in 
the position to do so. 

e I promote equality and treat all people equitably. 

e I excuse myself from decisions when my or my family's financial interest may 
be affected by government actions. 

Excerpted from Institute for Local Government, Doing the Right Thing: Putting Ethics Principles into Practice 
in Public Service (California, 2006), www.cacities.org/index.jsp7zone=ilsg 
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• Develop a code of ethics that reflects 
those values, defines coverage, 
and provides clear guidance to all 
covered local officials, and publicize 
that, too 

• Provide training for officials and 
employees to build awareness 
of ethics issues and strengthen 
problem-solving skills 

• Promote a culture in which all 
public officials and staff feel 
comfortable raising questions about 
what they should and shouldn't do 

• Provide a clear, safe mechanism for 
raising questions about unethical 
behavior. 

Traditional ethics codes, including 
most state laws, are rule based: they 

~ ~ 

... 

Steps to Consider When Facing 
a Conflict of Interest 

• Respect the legislative 
institution 

Follow the law 

• Seek legal counsel 

• Ask advice 

• Take a leadership role 

Meet your own standard 

• Be aware of the appearance 
factor 

• Prepare to defend your decision 

Peggy Kerns, director, National Conference 
of State Legislatures, Center for Ethics in 
Government (Winter 2007) 

provide a list of don'ts. A values-based ethics code is a list of do's that define 
what those values mean in practice. 

Hiring for Ethics 
Incorporating your local government values and ethics into organizational 
hiring practices helps build and sustain a culture of ethics. When hiring a chief 
administrative officer, factor both your local code and the ICMA Code of Ethics 
into the interview and background check processes by asking specific questions 
about values and ethics. The ICMA Code of Ethics, adopted in 1924 to guide 
behavior and action by all professional public managers, emphasizes the social 
responsibilities of everyone who works in local government. Professional local 
government managers are expected to abide by the ICMA Code of Ethics 
throughout their careers. 

But It Is Never Easy 
Attention to values and ethics doesn't eliminate the ethical challenges you will 
face as a local leader. Areas that commonly pose challenges include gifts, travel
ing and attending events, investments, contract awards, and hiring decisions. 
Actions and decisions that involve friends, family, or political supporters often 
raise tough ethical issues. 

A useful tool when assessing gray areas is to use the headline test: How would 
this situation look as a story on the front page of the local newspaper? Another 
practical tool: When in doubt, don't. 



Ethical Leadership 

,... 

... 

Top Seven Things to Know about Ethics Codes 

1. What an ethics code is. An ethics code reflects the government's shared 

values in public service, leadership, and decision making. A code gives the 
public confidence about the government's values and priorities. 

2. The process is as important as the product. While it makes complete sense 
to start with a review of other governments' codes, it is important to have 

your code reflect the unique values and priorities for your community. It is 

also important for those whose conduct will be guided by the code to have 
input into the content. 

3. Style matters. A government's code should be written in simple, direct lan
guage. Standards should be stated as much as possible in the positive (what 

kinds of conduct are desired as opposed to what is prohibited), and exam
ples should be given for greater clarity and understandability. What does a 
particular standard or value look like in practice? What kinds of behavior are 
consistent with the particular standard or value? Avoid legalistic language at 

all costs. 

4. Values-based versus rule-based codes. Rule-based codes speak in terms of 
"don'ts:' Values-based codes speak more in terms of aspirations and priorities 
("do's"). 

5. Adoption of the code is just the first step. For an ethics code to truly make 

a difference, the values it expresses need to be communicated and applied. 
The code needs to be made known to all whose behavior it is intended to 
guide; training/orientation sessions need to cover the code and its impor
tance to the community. This is how officials "walk the talk;' and the "walk" 
needs to start at the uppermost levels of the organization. 

6. Periodic review helps. Periodically reviewing the principles in the code 

keeps the code current and in everyone's consciousness-including the 
public's. This process can include the addition or revision of standards, as 
well as the expansion of the code's application in the local government. 

7. Accountability. Self-accountability is the most constructive approach. A 
helpful question to pose in a situation in which conduct appears to be incon
sistent with the code is whether a particular course of action is or isn't {was 

or wasn't) consistent with the government's ethics code and values. When a 
heavier hand is necessary, any warning and counseling of individuals about 
the importance of adhering to the code should be done in a fair, consistent, 
and even-handed manner. 

Adapted from Institute for Local Government, Developing a Local Agency Ethics Code: A Process-Oriented 
Guide (League of California Cit ies, 2003) 
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Recap 
• Promoting and supporting a values-driven, ethical culture in your local 

government is a leadership imperative. 

• Values underpin ethics; a code of ethics guides action. 

• Codes of ethics do not eliminate ethical challenges. 'Training, careful thought, 
and constant attention to the appearance of a conflict of interest will help you 
sort through the dilemmas. 

• Talking openly about your leadership team's commitment to values and ethics 
will foster and support a culture of ethics. Your efforts and your commitment 
should not be a secret. 

• If you model values-driven and ethical behavior, you will strengthen your local 
government's culture of ethics, remind citizens where your local government 
stands, and reinforce expectations among employees and appointed committee 
members. 

• When in doubt, ask the headline question: How would this situation look as a 
story on the front page of the local newspaper? 

Recommended Local Reading 
• State ethics law 

• Existing local government values statement, if any 

• Existing local government code of ethics or conduct, if any 

• ICMA Code of Ethics 



Working with the Chief 
Administrative Officer 

e 

In communities that use the council-manager form of government, hiring and 
evaluating the chief administrative officer is the governing body's most important 
human resources responsibility. The chief administrative officer works for the 
governing body and hires and supervises the top management staff who carry out 
policies and programs. Selecting the right person for the chief administrator's job, 
working closely with that person on a daily basis, and providing clear feedback to 
enhance performance are essential to carrying out the government's mission. 

In a strong mayor form of government, the elected mayor serves as the chief 
executive and may hire a chief administrative officer who reports directly to and 
is evaluated by the mayor alone. 

In both forms of government, the chief administrative officer serves "at the 
pleasure" of the group or individual that makes the hiring decision. 

The following sections focus on hiring and evaluating a chief administrative 
officer in a council-manager form of government. 

Hiring the Administrator 
A recruitment process begins as soon as it is known that there is or will be a 
vacancy. Careful planning, a clear understanding of community needs, and astute 
evaluation of candidates are important. 

Plan on up to at least six months from the time you start the recruitment pro
cess until a new administrator is on board. 

Interim Management 

Usually, the governing body appoints an interim manager from the existing staff 
on the basis of the skills and background needed to ensure continuity. You may 
choose to hire an external interim manager if there is no appropriate internal can
didate, if the recruitment process is expected to take quite a while, or if there are 
conflicts or challenges that someone from outside might be better able to handle. 

Whether appointed from inside or outside the organization, it should be clear 
that the interim manager is in charge but does not have an inside track on the 
permanent position. 
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Communicating 

Communication with the public, with staff, and with candidates will be important 
during a recruitment process. Start with a clear and consistent message about 
why you have a vacancy and how you intend to fill it. 

While sharing basic information with staff and citizens is important, confiden
tiality is also important. Candidates usually prefer that their current employer not 
know they are seeking a new job unless they become finalists. Consult with legal 
counsel to define what information can be kept confidential and what information 
must be disclosed. If public disclosure of applicants' names is likely at any point, 
make that timetable clear in the recruitment information because it may affect 
decisions to apply. 

When selecting finalists for interviews, let the candidates know the process 
you will use, who will conduct the interviews, how long the interviews and any 
related meetings will last, and what parts of the process will be public. 

Recruitment Steps 

Basic steps in an effective recruitment process include the following: 

• Announce the vacancy and the general plan for filling it. 

• Decide whether to handle the recruitment internally or to hire an 
executive search firm to carry out some or all of the steps. If you handle it 
all interually, the human resource director or another department head will 
provide staff support to the governing body throughout the process. If you hire 
an executive search firm, you will need to define the services you want the 
firm to provide (the scope of services). 

• Develop a profile of the ideal candidate. Seek input from community leaders 
about qualities and skills important in the next chief administrator. 

• Write the job description. Define the scope of the job based on the profile, 
confirm the timetable for filling the position, and agree on a salary range and 
benefits. 

• Advertise the position. Executive search firms are particularly effective at 
seeking out candidates because of their recruitment networks. All candidates
whether they are recruited, come from in-house, or apply on their own from 
outside-should be treated the same way. 

• Review resumes and select candidates to be interviewed. Some communities 
use selection committees that include department heads or chief administrative 
officers from surrounding communities to help winnow down the pile of 
resumes. If you use a recruitment firm, it will do the initial resume screening 
and initial background checks on the strongest candidates. 

• Invite finalists to meet with the governing body. Provide an information 
package about your community to all individuals who will be interviewed. 
Include in the package your government's mission, goals, and current 



Working with the Chief Administrative Officer 

Keys to a Successful Recruitment Process 

e Strong, consistent, political leadership 

e A well-organized recruitment process 

e A plan for administering the affairs of the government while the recruitment 
process is under way 

e A timetable that ensures prompt, comprehensive recruitment and guards 
against impulsive and premature action. 

priorities; the most recent budget and financial reports; a recent bond 
prospectus; an organizational chart; governing body rules of procedure; a list of 
governing body members with brief bios; and the comprehensive plan and land 
use map. Many of these items may be available on your government Web site, 
but providing a package of materials that you feel all candidates should' review 
is an important courtesy. 

• Interview candidates. Governing body members should agree ahead of time 
on the interview process in order to manage time carefully and maximize 
information exchange. Other activities, including a tour of the community 
and meetings with key staff, can be incorporated into the interview process. 
Generally you should not discuss compensation during the initial interview 
except to request information on candidates' expectations. 

• Conduct a thorough background check on any candidate considered for 
hire. This step can be as important as the interview process in determining 
how well a candidate meets the established profile. 

Hiring a search firm to help with the recruitment process ensures that 
someone with significant experience is managing these steps on behalf of the 
governing body. 

Transition Steps 

Once you choose the best candidate and that candidate is interested in the 
position, you can negotiate a compensation package and transition activities. 
Compensation usually includes base salary, deferred compensation, severance 
pay, car allowance or use of a government vehicle, a retirement plan, medical 
and other insurance, vacation, holidays, sick leave, and professional development 
support. It is also important to consider transition assistance, including moving 
expenses, a temporary housing allowance, house-hunting and temporary commut
ing expenses, and housing finance assistance. 

Reviewing the compensation package for your previous administrator and 
requesting a summary of your finalist's current total compensation will provide a 
framework for compensation discussions. 
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Questions for Evaluating Resumes 

1. Do the cover letter and resume suggest real interest in the position? 

2. Has the applicant worked directly with local government in the past? 

3. Has the applicant had experience working in a local government of com
parable size and with a similar range of services? With a comparably sized 
budget and staff? 

4. Has the applicant worked in your geographical area? Is the applicant likely 
to be comfortable in your community setting? 

5. Has the applicant had broad management and supervisory authority? 

6. Has the applicant worked with citizen groups and boards and 
commissioners? 

7. What are the applicant's major accomplishments in his or her current posi
tion? How do those accomplishment mesh with issues and priorities in your 
community? 

8. Does the applicant's employment history suggest a pattern of broad 

experience, professional stability, and increasing responsibility? Does the 

applicant have good tenure with most previous employers? Are there any 
unexplained gaps in the career history? 

9. Does the applicant show interest in continuing professional development 
and advancement? 

10. What is the applicant's current salary? How does that fit with your financial 
parameters? 

Negotiating implies a willingness on both sides to consider options and alterna
tives in order to reach an acceptable package. 

Most local governments enter into a formal employment agreement with the 
chief administrative officer outlining the details of the employment relationship. 
Because the chief administrator serves at the pleasure of the governing body, 
most agreements include a provision under which either party may terminate the 
relationship. 

Once the new administrator arrives, a series of introductions to top staff and 
opportunities to connect with the community will help the new administrator get 
started. A work session to review current government priorities and challenges, as 
well as specific performance goals and objectives for the administrator, is essen
tial. The goals and objectives you set up front will contribute to a good working 
relationship and form the basis for regular performance feedback. 



Working w ith the Chief Administrative Officer 

Your Relationship with the Chief Administrator 
The working relationship between the elected governing body and the appointed 
chief administrative officer demands open communication, clear operating guid
ance, mutual respect, and a commitment to working together for the good of the 
community. It is a delicate relationship involving many personalities in a stressful 
and political environment. 

Most professional administrators will do the following things: 

• Respect the pressures of public office-constituent demands, time demands, 
professional commitments, and the challenge of the next election. 

• Treat all governing body members fairly and equally. 

• Know the issues and priorities of individual governing body members and 
support their interests equally. 

• Keep senior staff members informed about governing body issues or concerns 
that affect their areas of responsibility. 

• Provide thorough, reliable, and timely information to support decision making. 

• Establish procedures for elected officials' interactions with professional staff. 

• Consider appointing a key staff person to be a daily contact for routine 
business and questions. 

• Schedule opportunities for interactions and communication among elected 
officials and top staff. 

Elements of an Employment Agreement for the Chief Administrator 

e Term 

e Duties and authority 

e Compensation 

e Health, disability, and life 
insurance benefits 

e Vacation, sick, and military leave 

e Automobile or car allowance 

e Retirement 

e General business expenses 

e Termination 

e Severance 

e Resignation 

e Performance evaluation 

e Hours of work 

e Outside activities 

e Moving and relocation expenses 

e Home sale and purchase expenses 

e Indemnification 

e Bonding 

e Other terms and conditions of 
employment 

e General provisions 

Adapted from ICMA Model Employment Agreement, www.icma.org 
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• Follow through on all requests from government body members-from casual 
comments, to e-mails, to specific requests for action. 

• When bad things happen, make sure that all governing body members hear 
about it from the chief administrator as quickly as possible. 

• Avoid public surprises. 

• Give visibility and credit to elected officials for their leadership . 

Elected officials can help the chief administrator do a good job by 

• Respecting his or her position, management expertise, and time pressures 

• Learning how the local government works on a daily basis and how setting 
policy differs from carrying out programs and policies 

• Following agreed-upon procedures for dealing with professional staff 

• Reading everything the staff provides and then asking questions 

• Keeping the chief administrator informed about issues and concerns in the 
community 

• Discussing personnel or performance concerns privately rather than in a public 
meeting 

• Avoiding public surprises 

• Valuing the local government staff, thanking them for their work, supporting 
them in their efforts to carry out policies, and giving public praise when a job 
is well done. 

Evaluating the Chief Administrator 
A performance evaluation is a communications process-an opportunity for frank 
and personal discussion apart from the day-to-day business and formal deci-
sion making. An evaluation strengthens the working partnership by identifying 
expectations, strengths, weaknesses, and opportunities for improvement. And an 
evaluation is a responsibility between a hiring authority and an individual who 
has been charged with carrying out established goals and objectives. 

Evaluation Guidelines 

An evaluation works best when it is designed around the governing body's priori
ties and the administrator's goals and objectives. The following sections provide 
some general guidelines. 

• Establish the evaluation framework jointly-purpose, expectations, timing, 
and process. A discussion between the chief administrator and the governing 
body about the design and boundaries for the evaluation process will increase 
the effectiveness of the process. 



Working with the Chief Administrative Officer 

• Agree on performance criteria. Define performance goals, objectives, and 
targets that are linked to governing body's goals and priorities well before 
the evaluation. Three additional performance areas are worth discussing: the 
knowledge that the administrator brings to the job, the way in which he or she 
interacts with others, and his or her ability to make things happen. 

• Involve the entire governing body. Because of the press of other duties, it 
may be tempting to appoint a subcommittee to evaluate the chief administra
tive officer. Avoid that temptation. An evaluation is an opportunity for open 
discussion, shared learning, and team building. The entire governing body is 
part of the team and should be involved in the evaluation process from start 
to finish. 

• Incorporate the evaluation into ongoing processes. Make the performance 
evaluation a regular event in your decision-making cycle. Shortly after the 
end of the fiscal year is a good time so that you can use budget performance 
indicators as part of the review. 

• Be open and constructive. Keep the process open, broad, and honest. Cover 
pluses and minuses as well as ways to build on strengths and minimize 
weaknesses. 

• Seek feedback from the administrator on governing body performance. 
Since success for your community depends on how well the governing body 
and administrator work together, it could be useful to ask the administrator for 
some feedback on how the governing body has helped and hindered his or her 
effectiveness. A productive evaluation is a two-way process. 

• Agree on action steps. Conclude the process with agreements on what will 
happen next. Record specific action steps that the administrator and the 
governing body will take as a result of the evaluation. 

Carrying out a regular evaluation is a responsibility; it is also an opportunity 
to strengthen the leadership team. If the team is working well together, there will 
be no surprises in the evaluation. As in any employment relationship, regular 
communication about how things are going-in addition to an annual official 
conversation- leads to more productive performance. 

Recap 
• Hiring and regularly evaluating the chief administrative officer is the governing 

body's most important human resources role. 

• A successful recruitment process is based on careful planning, a clear 
understanding of community needs, and astute evaluation of candidates. 

• A performance evaluation is a communication process designed to strengthen 
the partnership between the chief administrative officer and the elected 
governing body. 
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• The working relationship between the elected governing body and appointed 
chief administrative officer demands open communication, clear operating 
guidance, mutual respect, and a commitment to working together. 

Recommended Local Reading 
• Position description and contract for the chief administrative officer 



J 

I 

' -. 
' 
' 

(] 

) 
·· -J 

[] u 

+ 

I 

·< rr. ,_ 

:<: 
Vl 

~ ~/~J -~~o- r~J\~rl'~ ~:~ 
{] r,1 {J 1,1 c;1 {) 

II - _ ... t(--·--
·, 
'· ,, ,, 

' ., ,, ,, 



' i 
/f ,II 

!' 
/ 

/ 

,. 

' ' ' 
' I 
I 
I 

+ 
' I 
'· 

-~, 

~~ 
• • ..t • 

+ •t ... . ~-... 
~~" . . 

+ 

' 
I '• -. . . 

I o 
' , ' . 

I o 

' ' . ' . ' 

·~ 
\ 

!.-'F I I 

' . 
I o o . . . . ' . ' 

' I : 'h I I . ' . 
I : 

'·-
.,. / • 0 . . . _ ,' 



Mail- ddadirector@oscodatownshipmi.gov Page 1 of5 

RE: Streetlighting along F-41 

CASEY R. LEE <CASEY.LEE@cmsenergy.com> 

Tue 2/13/2018 9:12 AM 

To:Ann Richards <ddadirector@oscodatownshipmi.gov>; 

Hi Ann, 
With leaving the exist ing center suspension (over-the-road) streetlight s in place, it was determined we would 
need to install (12) 72 watt LED streetlights on existing power poles to adequately illuminate t he F-41 corridor 
between Cedar Lake Rd & the entrance to the former Air Force base. 

This would involve installing the new streetlights in a staggered formation on existing Consumers Energy power 
poles. If the township requests more lights be added, we would more than likely need to add additional power 
poles. Keep in mind, if the lights were installed and the township was not satisfied with t he amount of light they 
produce, we can always add more, but if we install too many and it Is too bright, t he township would be 
required to pay to have them removed. 

As mentioned before, each street light requi res a $100 contribution. If the t ownship elects to have LED lights 
installed, it w ill be an additional $212 for each light making the total contribution $3,744.00 

The monthly billing rate is also different for LED lights. 
Each 72 watt LED would be $8.61 per month vs each 150 watt High Pressure Sodium would be $14.30 per 
month. 

If the township wants t o proceed it would take approximately 8 to 10 weeks to have the lights installed. 

If you have any quest ions or concerns with any of this, please don't hesitate to reach out . 

Thanks, 

CaseyR.Lee 
Project Coordinator 

~~Q~L~:.~:?.~J_!'{~~!.~r~.l}~!!t.~!.~S.§~! 
Office: 1-844-316-9537 ext# 45131 I Fax: 1-989-843..0050 
casey.lee@cmseoergy.com www.coosumersenergy.com 
WORKING TO DELIVER THE ENERGY YOU NEED, WHENEVER YOU NEED IT. 

THATS OUR PROMISE TO MICHIGAN! 

rJtJ Please consider the environment before printing this email 

https://outlook.office.com/owa/?path=/maiUsearch 2/26/2018 



r1rea Schools PHONE NO. 517739232!5 

.. ·' 

1m rn © rn~wrni 
ID FEB 1 0 1997 U 

Charter Township of Oscoda 
Office for Econon1ic Development 

· 5700 N. Georjia Dr. 

o s_ .. c_ .. _o_. n __ A _ 
where the ron always ~ses 

................. -.----- --
Oscoda, Michigan 48750 

Toll P~e: 1~504-4040 
Offlce:. ($1.!) .?~919~ 

Pax: (517)13~34 

Mr. William (Bill) Martin 
Su~rintendent 
Oscoda Area Schools 
RiverRoa.d 
Oscoda, Michigan 487 50 

Dear Bill~ 

February 10, 1997 

.. 
"'• ' • I "" 

Gary Adams of Landmark Title has completed the preliminary titlb searcllon Furtaw Field. A 
copy of his report along with two asse$~ment m•ps are included for your review. Apparently tho 
property was if3nted by the ToWU$hip to the School in 1950 with tho provision that the School 
talces the necessary legal action to quiet the title against certain claims Tht$ was accompli•hed by 
decree in 1951. 

The deed from the Township to the School nlso states the following: 
" ... tbe area will ahvay.'l be available for 
communi1y activities as heretofore and abouJd 
the property cease to be used for sc:hool pul'pous 
title will revert back to said town:\hip of Oscoda, 
the ~ntol" hel'eJn." 

Therefore, while the School can not sell the property for private development, the 
property can be t:ransferr~ back to the Township and be used without restrictions. 

~ I mentioned to you earlier, I believe the Township would respond favorably to 
~ :rituation whe.re we would relocate Furtaw field out of the downtown area to a 
more compatible site at or near your main campus. Before lpX'Ogreu any fUrther, 
I believe it ia necessary to understand the probable response o£the School Board 
and Administration to this proposaL Would you please advise roe 5fthere is any 
.inte:reM in proceeding. I would think that the next step would be to estAblish cost 
and design estlm.ates. If you h&ve any questions, please feel free to eontact me. 

~ . 

Carl B. Sach$, Excc:utive Director 
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