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I BUY WITH 
CONFIDENCE

“We know we’re making the right call when we buy Cat® equipment.”
When the Public Works Department in Tuscaloosa County, Alabama, solicits bids for heavy equipment, purchase
price is just one factor it considers, says Engineering Coordinator Michael Henderson. “If there’s a disaster in our
area, we need to know our equipment, and our dealer will come through for us. We must know, beyond a shadow of
a doubt, that the equipment is ready to work because response time is critical.” 

Factoring in Life Cycle Costs when purchasing equipment is equally important to Mike. “It’s in the county’s best
long-term interests to consider total costs. When we choose Cat® equipment, we can be confident we’re getting a
quality machine, backed by a strong company and dealer. We also know that when it’s time to cycle it out, there will
be value left in that equipment.”

www.cat.com www.govbidspec.com

The National Institute of Governmental Purchasing (NIGP), National Association of State Procurement Officials (NASPO) and National Association of Fleet
Administrators (NAFA) endorse the use of Life Cycle Costing as a preferred procurement method.

CAT, CATERPILLAR, their respective logos, “Caterpillar Yellow” and the POWER EDGE trade dress, as well as 
corporate and product identity used herein, are trademarks of Caterpillar and may not be used without permission.

© 2008 Caterpillar
All Rights Reserved
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A better future for everyone

APWA has been blessed over the 
years by a series of strong and cou-
rageous leaders. I mention courage 
specifically because it takes courage 
to question the very existence of an 
organization like APWA. Through 
our Strategic Plan we have done just 
that:

The American Public Works Associ-
ation exists to develop and support 
the people, agencies and organiza-
tions that plan, build, maintain 
and improve our communities. 
Working together, APWA and its 
membership contribute to a higher 
and sustainable quality of life.

That relatively simple statement 
is the result of asking the difficult 
question, “Why do we exist?” Cou-
rageous leadership requires that we 
ask that question periodically in 
an ever-changing world. Old, mori-
bund ideas make interesting muse-
um pieces, but don’t provide much 
direction if the world provides new 
challenges.

The public works industry faces 
numerous challenges, but here are 
three that face us all:

First, North America’s infrastructure 
is not sustainable and continues to 
deteriorate. While a sensible, pro-
gressive approach to solve this prob-
lem has not been found, the Cana-
dian emphasis on asset management 
is a great start. Complaining about 
crumbling infrastructure doesn’t 
do much good. Citizens are tired of 
hearing that we need to spend more 
money. The challenge is to come up 
with an approach that the public 
will believe in and rally behind.

Second, much of what we do is 
driven by the existing political rules 
and funding processes rather than a 
true emphasis on sustainability in 
design, construction, maintenance 
and operations. The challenge is to 
work within the existing political 
system that rewards “bringing home 
the bacon” and find a way to morph 
it into a system that rewards sustain-
able projects.

Lastly, eroded public trust deprives 
us of the real efficiency gains that 
could be made if second-guessing 
was the exception rather than the 
rule for public bodies. The chal-
lenge is to renew the faith that citi-
zens once had in professional public 
managers so that we can be allowed 
to use our knowledge and skills to 
solve problems rather than to study, 
discuss and study again.

All of these challenges provide 
APWA with opportunities to take 
the unique value we offer and use 
our existing and emerging programs 
to create a better, more sustainable 
future for our communities.

The Center for Sustainability was 
established specifically to meet the 
challenges of unsustainable past 
practices and policies.

APWA education programs not only 
help develop the skills and knowl-
edge of our members, they also can 
increase the respect and therefore 
trust that public officials need to 
continuously improve public ser-
vice. APWA has and will continue to 
strengthen accreditation, certificate 
and certification programs. Public 
trust can only be enhanced by a cad-
re of public officials who have taken 
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the trouble to measure themselves and 
their agencies against tough standards 
of public service as they do in these 
programs.

The Leadership and Management 
Committee has been a vital player and 
sometimes an instigator in these pro-
grams.

This year’s Leadership and Manage-
ment issue contains articles designed to 
help you deal with some of the key is-
sues we all face in these difficult times. 
Managing stress is always a challenge, 
but when citizens, elected officials and 
employees are all stressed at the same 
time, public works managers need all 
the help they can get. Sometimes that 
help can only be provided by a trained 
mental health professional. Recogniz-

ing those situations and differentiating 
between leadership and normal crazy 
(as Dilbert might say) is the subject of 
one of the articles.

In a more “normal” vein, the impor-
tance and key characteristics of emo-
tional intelligence are also explored. 
Meanwhile, at the core of how we do 
the mission we’ve been selected to 
implement is values-based leadership. 
In this article the role of values-based 
leadership and approaches on how to 
implement it in your organization are 
discussed.

Finally, the importance of measuring 
performance and how to do it effec-
tively is covered in an article that fo-
cuses on the real results we’re all ex-
pected to produce.

I’m fortunate to work with a talented 
Board of Directors and staff at APWA. 
We also have many volunteer com-
mittee members, the breadth of whose 
knowledge and experience continues 
to impress me. All of these people are 
focused on the day-to-day tasks that 
are needed to meet the goals and ob-
jectives of this organization. I continue 
to be grateful for their dedication and 
countless hours of service. These mem-
bers who serve on boards and commit-
tees at both the national and chapter 
levels provide the hard work and lead-
ership that is necessary if we are to con-
tinue to provide meaningful programs 
and relevant services to the public and 
members we serve.

(Continued on page 4)
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“We should not and cannot change all our differences. 
Each of us brings from our own background things 
which we should share. There is good in diversity.”

  – Georgie Anne Geyer,
     American journalist
     and columnist



   
4										APWA Reporter     					December	2009

The greatest sustainability challenge 
I see for APWA is the sustainability of 
the organization itself. We need to pro-
mote public works as a profession and 
continue to attract the young leaders 
who will be the future leaders of this 
organization. I’m pleased once again 
to see the new class of the Emerging 
Leaders Academy and I’m sure they 
will be as involved and excited about 
the public works profession as the two 
prior classes.

We need to continue to grow our mem-
bership and provide opportunities for 
those new members to become an ac-
tive part of APWA.

Finally, I want to continue the effort 
started by Past Presidents Larry Frevert 
and Noel Thompson and renew my 
commitment to the guidance state-
ment on leadership, Building a Better 
Future, that was adopted by your Board 
of Directors in June 2007 and which 
Larry quoted in his opening comments 
at the San Antonio Congress.

The key message of this column is 
that APWA believes the application 
of sound management principles will 
lead to a better future for everyone. To 
that end, APWA will focus its efforts on 
programs and activities that lead to a 
public works vision for the future.

In these trying times it might be dif-
ficult to focus on a better future, but 
it is what is required of great leader-
ship. Leaders cannot be pessimists; we 
cannot continue to describe how bad 
things are becoming. Constantly focus-
ing on deterioration and the sins of the 
past leads to a sense of hopelessness, 
and that outlook does not motivate 
citizens to action.

It’s hard to create a vision of a sustain-
able public works system. I’m confi-
dent that we have the process in place 
to create such a vision during the com-
ing year as we implement the Strategic 
Plan. I appreciate the leadership shown 
by the Leadership and Management 
Committee in the past and expect that 
they and all of the other committees 
will step up their efforts during the 
coming year to provide the leadership 
that our current and emerging leaders 
can emulate.

APWA office in Washington:  
A new home
On November 23, the APWA office in the nation’s capital city relocated—a 
block and a half down the street. The previous leased space at 14th and K 
Street NW had been “home” for APWA’s Washington, D.C. operation for the 
past 10 years, but recently the lease ended and negotiations resulted in a 
move.

The new office space is located at 1275 K Street NW, and features a smaller 
total size—4,200 square feet on the seventh floor of the building, overlook-
ing K Street and Franklin Park. (By comparison, APWA’s previous D.C. office 
space was just over 7,000 square feet. For the past year or so, half of the D.C. 
office space had been subleased.)

Designed with the help of LEED-certified architects FOX Architects of Wash-
ington, the new space provides for existing staff, modest growth, and in-
cludes a small conference room for meetings of up to 10 people. While the 
building is not LEED certified, steps were taken in the design and build-out 
phases to keep efficiencies and sustainability principles in mind.

Designed to minimize square footage leased, APWA has workspace set aside 
for members who are in Washington, D.C. on business. For those who need 
an “office away from your office,” we have workstations, a conference room, 
conference phone/net meeting capabilities, copier and other office services. 
Upgrades to connectivity between the APWA offices in Washington and Kan-
sas City were also implemented. We are now two blocks from a Metro station 
(McPherson Square stop on the orange/blue line) and within a block of two 
major hotels. The staff in Washington hopes you will take advantage of stop-
ping by—the coffee is always on.

The new office’s telephone and fax numbers didn’t change, so the move was 
seamless.

For more information, please contact Julie Bebermeyer at jbebermeyer@
apwa.net, or Peter King at pking@apwa.net.

Nominations for national APWA 
appointment
“Leaders are made, they are not born. They are made by hard effort, which 
is the price which all of us must pay to achieve any goal that is worthwhile.” 
– Vince Lombardi

APWA is soliciting nominations for appointments to national offices for the 
August 2010–September 2011 year. Step forward and offer your expertise to 
your profession. Contact your local chapter to let them know you have an 
interest in serving at the national level. Information on appointments may 
be obtained on the APWA website at www.apwa.net/membersonly/nomina-
tions or from Kaye Sullivan at National Headquarters at ksullivan@apwa.
net or at (800) 848-APWA, ext. 5233. A brief bio must be completed online 
or through hard copy. Nominations must arrive at headquarters by close of 
business March 1, 2010.
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I had the opportunity recently 
to represent APWA at a U.S. 
Department of Transportation 
(USDOT)-sponsored Distracted 
Driving Summit.

APWA received the invitation 
on behalf of U.S. Transportation 
Secretary LaHood to participate 

in the summit, where we discussed ways to reduce the num-
ber of crashes and fatalities due to distracted driving. Given 
the important role public works plays in roadway, workzone, 
pedestrian and other aspects of public safety, USDOT wel-
comed the opportunity to get the local public works perspec-
tive in shaping solutions to this growing safety concern af-
fecting local communities.

The USDOT Distracted Driving Summit convened on Sep-
tember 30–October 1, 2009 at the Renaissance Hotel, 999 
9th St NW, Washington, D.C. The summit provided an op-
portunity for expert speakers from around the nation to lead 
interactive sessions on key topics including the extent and 
impact of the distracted driving problem and current re-
search, regulations, technology implications, and best prac-
tices in enforcement of it. We had several panel discussions, 
briefings and major research presentations on distracted 
driving, as listed below:

•	 Politics of DWD Legislation
•	 Legislation, Regulation and Enforcement
•	 Public Awareness and Education
•	 Mothers Against Drunk Driving: Lessons of Effective High-

way Safety Campaigns
•	 National Organizations for Youth Safety
•	 National Safety Council
•	 Educating Leaders, Parents and Legislators 
•	 Insurance Institute for Highway Safety
•	 Driver Distraction and Inattention: Definitions and Data
•	 National Transportation Safety Board, Office of Highway Safety
•	 AAA Foundation for Traffic Safety Board
•	 Utah Transit Authority: Transit is Safe
•	 Research Results: How Risky is Distracted Driving?
•	 Motor Vehicle Injury Prevention Team - Centers for Dis-

ease Control and Prevention
•	 National Center of Injury Prevention and Control
•	 Crash/Near Crash Risk Associated with Non-Driving-Task 

Induced Driver Distraction
•	 Transportation Technical Group: Human Factors and Er-

gonomics
•	 Cell Phones and Cognitive Distraction: Summary of Re-

search Findings

•	 Human Systems Integration Division - National Aeronau-
tics and Space Administration

•	 The Limits of Multitasking: Lessons from Aviation
•	 Technology and Distracted Driving
•	 Social and Behavioral Analysis
•	 CTIA – The Wireless Organization
•	 Consumer Electronics Association
•	 Intelligent Transportation Society of America
•	 Senator Charles Schumer, Senator Amy Klobuchar 
•	 Alliance of Automobile Manufacturers

USDOT reports that the number of fatal crashes involving 
text messaging behind the wheel has called attention to a 
21st century problem—the substantial ramifications of mo-
bile device use and other distractions in transportation. For 
example, last year in California, a commuter train, whose op-
erator was texting on a cell phone, crashed killing 25 people 
and injuring 135 others. In another incident, a Florida truck 
driver admitted to texting moments before a collision with a 
school bus that killed a student. This past July, a 17-year-old 
high school student from Peoria, Illinois, was killed when 
she drove off the road while texting with friends.

As cell phones and other mobile consumer electronics have 
become more commonly used in daily life, it is important 
that senior transportation and elected officials, safety advo-
cates, law enforcement representatives, academies and other 
leaders come together to discuss the growing safety impacts 
of distracted driving and share strategies for effectively ad-
dressing it.

We must work together to find ways to prevent distracted 
driving from becoming a deadly epidemic on our roadways 
and transportation systems. Past safety awareness campaigns 
that have included coordinated strategies of education and 
enforcement have led to life-saving results.

The summit addressed crucial steps in our efforts to sup-
port our researchers, private partners, educators, enforce-
ment agents and legislators. We, as public works officials, 
should begin getting the message out to our departments, 
municipal governments, private contractors, local school 
districts and enforcement agencies. Distracted drivers will 
be a continuous hurdle to minimize, but through engineer-
ing, education and enforcement, we can limit the injuries 
and deaths in our communities and the nation.

Please visit the USDOT site for more information and up-
dates at: www.rita.dot.gov/distracted_driving_summit.

Jason Cosby is a former member of the Membership and Diversity 
Committees. He can be reached at jcosby@vbgov.com.

Have you experienced distracted driving in 
your community? How are you planning to 
curtail it?
Jason	E.	Cosby,	P.E.
Director of Public Works
City of Virginia Beach, Virginia
Member, APWA Maryland/DC/Virginia Chapter
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hicken Little repeatedly warned his friends, “The sky 
is falling. The sky is falling!” When it didn’t happen 
after all their preparations and fretting, the friends 
determined he couldn’t be believed. And, once they 

found the nut that had fallen on his head, they all relaxed, 
picked up their busy lives and moved on to better things.

I’m guessing it wasn’t long before they were all back to nor-
mal and the experience was a faint memory. I can almost 
hear the head rooster in the barnyard giving everyone a 
scolding for being so gullible for having stopped all they 
were doing to be consumed by fear that everything was go-
ing to change dramatically and things would never be the 
same.

This story mirrors, in some ways, the experience our agencies 
are living through. Budget cuts, early retirements, furloughs, 
reductions in force, all have pushed public works to the very 
edge. Our departments are operating with fewer employees 
and resources that must produce more work product with 
less money. As we begin to see signs that the economy is 
starting to climb its way out of the hole, we can only antici-
pate beginning the process of rebuilding our departments.

Longtime public works folks realize this is a cycle. Maybe 
the country doesn’t go through such a dramatic slump ev-
ery three to five years, but we can look back historically and 
realize we’ve been here before. And, truth be told, we’ll be 
there again.

The key to surviving these difficult times is preparation and 
leadership. Rather than waiting until the next downturn, we 
need to be certain our policies, practices, procedures, and 
rainy day funds are in place now by being proactive in tough 
times to be better prepared to be reactive when these same 
times come again—and they will.

The members of the Leadership and Management Com-
mittee continue to seek out programs, training and ideas 
to share with public works professionals both to help work 
through the tough times and to plan ahead so the next time 
may not be so difficult.

One program that continues to provide a forum for sharing 
ideas and possible solutions to these problems is the Online 
Mentoring Calls. The first two of these free audio calls for 
this year have been well received and the topics have been 
timely. The September call discussed “Positive Management 

in Tough Economic Times” and Jim Proce, Kirk Holmes and 
Neil Grigg provided suggestions for leaders to consider while 
working with their employees to weather the economic 
storm. The October call, “Managing Up,” presented by John 
Ostrowksi, Vitaly Troyan and Patty Hilderbrand, offered pos-
itive methods for employees to consider when working with 
a boss who may have come into leadership because of the 
current situation and may not be the best prepared to lead.

The four remaining calls are scheduled for January, Febru-
ary, April and May and the topics will include “Supervision 
Techniques to Solve Common Problems,” “The Secrets of My 
Success,” “Mentoring or Coaching” and “How I Got My Job” 
presented by Top Ten Leaders. The calls are free and can be 
a great discussion starter for staff meetings or small groups. 
Not only that, but if you miss a call or would like to listen to 
past calls, you have the opportunity to download them free 
in MP3 format at www.apwa.net/About/Mentoring/.

The committee will be releasing a new series of leadership 
articles, written or sponsored by members of the committee, 
titled “Back to the Basics.” The premise is that sometimes 
we wake up and realize we can’t continue to function as 
we have before. We have to reevaluate the basic functions 
that our profession provides and determine how we can im-
plement them in light of the changes in our environment. 
Look for the article each month.

Members of this committee are also heavily involved in 
Phase II of the Body of Knowledge development. This in-
volves researching training programs, college courses, pub-
lications, education sessions, certifications, and any other 
method of delivering training in the specific areas needed 
by public works employees. This is a major undertaking 
by all the Technical Committees, chapters, delegates and 
APWA staff. The desired outcome is to provide a list of what 
is available so that APWA can lead public works profession-
als to quality programs already in existence, but more im-
portantly to develop training where gaps exist. The results 
of this project will be presented to the APWA Board of Di-
rectors in June 2010.

Another challenge for the group has been to review the 
“APWA Standards for Professional Conduct” to consider 
whether it still adequately addresses the ethical issues neces-
sary for our Association to recommend for our members. The 
group determined the document is still valid but has added 

The sky is falling!

Ann	Daniels
Director of Credentialing
American Public Works Association
Kansas City, Missouri
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“descriptors” which may be helpful for members in under-
standing what each of the seven tenets intends. They are 
also working on a process to be used when it is determined 
that an APWA member, or a person certified by APWA, has 
violated the tenets. This document will be presented to the 
Board in June 2010 for their consideration and adoption.

The Leadership and Management Committee welcomed one 
new member this year, Dan Hartman, Public Works Direc-
tor, Golden, Colo. Dan replaces Bill Sterling, Greeley, Colo., 
who had fulfilled the maximum six years allowed for ap-
pointment. Other members are: John Ostrowski, Vancouver, 
Wash., Chair; Richard Coates, Fulton County, Ga.; Vanessa 
Conrad, San Francisco, Calif.; George Haines, Sheridan, 
Wyo.; and Gary Strack, Lenexa, Kans. Watch for their names 
and articles throughout the coming year.

Nominations for APWA committees will begin after the first 
of the year and the committee will have three seats open as 
John, George and Gary will have completed their years of 
service. If you are interested in being considered for appoint-
ment by President-Elect George Crombie, please watch the 
website at www.apwa.net for the announcement. Members 
who wish to serve on a Technical Committee must submit 

a nomination form to be considered. The member can self-
nominate, be nominated by their chapter or another mem-
ber, or be nominated by a member of the APWA Board of 
Directors. Don’t hesitate to show your interest!

Elaine Agather could easily have been speaking about pub-
lic works leaders during this period of our lives when she 
said, “The leadership instinct you are born with is the back-
bone. You develop the funny bone and the wishbone that 
go with it.”

Good public works leaders have strong backbones and they 
stand firm in protecting the infrastructure of our communi-
ties. Don’t forget to find your funny bone and encourage 
some laughter with your staff as you are all working through 
your problems. And while “wishing” alone won’t change 
things, wishing to make things better and putting action 
to those wishes will provide the best possible leadership to 
those who follow your guidance. Keep up the good work!

Ann Daniels directs APWA’s Credentialing Department and 
serves as staff liaison to the Leadership and Management Com-
mittee and the Small Cities/Rural Communities Committee. She 
can be reached at (816) 595-5223 or adaniels@apwa.net.
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hat is a “body of knowledge”? It is the compen-
dium of what you need to know or be able to suc-
cessfully accomplish in the field of public works 
to carry out your responsibilities for the role you 

play in supporting the growth of your community as well as 
the overall quality of life. It typically represents the informa-
tion you need to be successful in carrying out your job.

Background
In September 2007, the APWA Board of Directors approved 
the Certification and Education Blueprint Report prepared by 
the Blueprint Task Force on Certification and Education. The 
recommendations within this report are the path forward for 
the future of the professional development program. This vi-
sion for the education and certification program contained 
five key recommendations that will advance the knowledge 
within and the overall stature of the public works industry. 
The first recommendation was to identify and advance the 
Body of Knowledge (BOK) for Public Works. To accomplish 
that goal, in the summer of 2008 then-President Larry Fre-
vert established the Body of Knowledge Task Force to begin 
the process of addressing the recommendation.

The BOK Task Force was charged with identifying the pub-
lic works body of knowledge by assessing the current state 
of knowledge in the public works industry and identifying 
what is needed to implement a strategy to offer programs 
and activities to advance public works knowledge in the fu-
ture. The Task Force was composed of 10 members repre-
senting the Board and each region. The Task Force was sup-
ported by Becky Stein, Certification Manager; Ann Daniels, 
Director of Credentialing; and Mickie Rops, Consultant. The 
members included:

• Elizabeth Treadway, Region III Director, Chair
• Region 1: Lon Hultgren
• Region 2: Dave Modricker
• Region 3: Brian Bobo
• Region 4: Monty Jackson
• Region 5: Kealy Dedman
• Region 6: Mike Geisel
• Region 7: Alan Briley
• Region 8: Ron Calkins
• Region 9: Jackie Flowers

Phase I of the work plan for the Task Force was carried out 
in the fall and spring of 2008/09 culminating with a Report 

to the Board of Directors in June that laid out the Body of 
Knowledge for public works agencies after having surveyed 
over 1900 separate public and private organizations to gath-
er details on public works services across the U.S. and Can-
ada. APWA’s Technical Committees provided feedback and 
input to the Task Force in shaping the content of the survey. 
This partnership was critical to ensuring that the full vision 
of public works services was addressed.

Body	of	Knowledge
The Public Works Body of Knowledge services for organiza-
tions that carry out the functions and services necessary to 
support our communities’ infrastructure and activities are 
as follows: Right-of-Way Management; Transportation; Sol-
id Waste; Utilities; Engineering and Technology; Leadership 
and Management; Facilities and Grounds; Emergency Man-
agement; Water Resources; Fleet Management; and Planning 
and Zoning. These broad topics were subdivided into unique 
strategies and the respondent to the survey categorized their 
level of responsibility by indicating whether, if responsible, 
they delivered the service through internal resources or 
through contracted services. The respondent could also in-
dicate if there was a “shared” responsibility with another 
organization or if they only need to be aware of the activity 
but were not responsible for it. Lastly, the respondent could 
choose “not responsible and no need to be informed.”

The survey provided important insight into the activities 
we consider “public works” under these categories’ com-
munity services. The data gathered from federal, state, local 
and provincial governments as well as private companies 
and contractors gives important insight into the delivery 

APWA Body of Knowledge Task Force

Elizabeth	Treadway
Vice President, AMEC Earth & Environmental
Johnson City, Tennessee
APWA Director of Region III
Chair, APWA Body of Knowledge Task Force

The Body of Knowledge Task Force met in APWA’s Kansas City head-
quarters office in May 2009.
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mechanisms and areas of interest. For example, under Fleet 
Management, the majority of respondents reported respon-
sibility for all fleet management activities. That is probably 
not a surprise to anyone in the industry nor is the fact that 
the majority of public agencies contract out body work for 
their fleets. In the Transportation category, a vast majority 
of the respondents are not responsible for buses, subways, 
rail, ports and airports and it did not matter what size of 
community was being served when it came to contracting 
out services.

Utilities (gas, electric and telecommunications) services are 
overwhelmingly not the responsibility of public works agen-

cies regardless of demographics, public or private. In ad-
dition, less than one-third offered that they needed to be 
informed of activities in this area. Engineering and Tech-
nology provided insight into the level of contracted services 
with over 68% of all respondents indicating that external 
resources are used to carry out engineering-related public 
works activities. In Solid Waste, the vast majority of public 
agencies are not responsible for operating disposal facilities 
such as material recovery facilities, waste-to-energy facili-
ties, transfer stations or landfills.

What	does	all	this	mean?
For APWA, this data is extremely valuable to understand the 
issues of service delivery that our members are facing. It will 
be used to build our educational and professional develop-
ment program; however, there is more work to be done. The 
Task Force is continuing its work into Phase II with the goal 
this year to build an inventory of professional development 
and educational opportunities available either through 
APWA, our chapters, universities, colleges, and other profes-
sional organizations. The data-gathering on opportunities is 
supported by the Technical Committees, chapters, staff and 
the Task Force. The inventory is under development and will 
be completed in the spring of 2010. The Task Force will be 
challenged to take this information and identify profession-
al development gaps that need to be addressed though our 
education, training and professional development program. 
Stay tuned as there is much more to come.

Elizabeth Treadway chairs the Membership Committee and is a 
former member of the Water Resources and Government Affairs 
Committees. She can be reached at (336) 210-9011 or elizabeth.
treadway@amec.com.

Private sector

Federal
State

Township

County

City

65%

13%

13%

6%

2%
1%

Province 
0%

…to get in the APWA Reporter’s 
Emergency Management issue
Don’t miss this opportunity to advertise in the January issue 
which focuses on emergency management in public works, 
including topics such as emergency preparedness, response 
and recovery; disaster mitigation planning; and critical 
infrastructure protection. Our ad reps (pictured left to right: 
Erin Ladd, Jennifer Wirz and Amanda Daniel, enjoying their 
favorite magazine) would love to chat with you about how 
the APWA Reporter can help bring you new business.

Don’t miss  
this chance

The deadline to reserve your space is December 7; 
the materials are due by December 9. 

Bonus: Advertise and we’ll give you a free listing in our 
“Products in the News” column!

Call Amanda, Erin or Jennifer at (800) 800-0341.



 If you have the desire to gain new ideas to improve your agency’s winter maintenance 
program, the 2010 APWA North American Snow Conference is the place to be!

ACQUIRE insight into the latest snow equipment and technology

DISCOVER new ways of interpreting weather forecasts

EXPLORE ways of improving community relations

LEARN how to plan for effective snow and ice removal  

NETWORK with top snow and ice experts from across North America The American Public Works Association is the public works community’s number one resource for 
information and expertise on winter operations. The 2010 Snow Conference will showcase four 
days of quality programs and technical tours with opportunities to interact and exchange ideas 
with manufacturers, distributors, consultants, and other public works professionals.

The Snow Conference Exhibit Floor is bigger and better than ever, with more than 120 companies 
participating! Everything from innovative new equipment and technology to ground-breaking new 
products and services focused on snow & ice removal and winter operations will be on display. 
Come kick some tires at The Show for Snow!

April 18-21, 2010
Qwest Center, Omaha, Nebraska
Hosted by the APWA Nebraska Chapater
www.apwa.net/snow
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The Show For Snow!

Sunday, April 18

5:00 – 7:00 p.m.
Exhibit Open

1:00 – 2:00 p.m.
Education Sessions

2:15 – 3:15 p.m.
Education Sessions

3:30 – 5:00 p.m.
Opening General Session
Keynote Speaker:  Stacey David 

5:00 – 7:00 p.m.
Exhibit Opening and
Welcome Reception

Monday April 19

9:00 a.m. – 3:30 p.m.
Exhibit Open

8:00 – 9:30 a.m.
General Session “Talk Show”
Plowing Through the Media

9:30 – 10:30 a.m.
Coffee Break on the Exhibit Floor

10:30 – 11:20 a.m.
Education Sessions

11:20 a.m.– 2:00 p.m.
Non-compete Exhibit Time
Lunch on the Exhibit Floor

12:45 – 1:45 p.m.
Roundtable Discussion Groups

2:00 – 2:50 p.m.
Education Sessions

2:50 – 3:30 p.m.
Non-compete Exhibit Time

3:30 – 4:30 p.m.
Education Sessions

Tuesday, April 20

8:30 a.m. – 12:30 p.m.
Exhibit Open

8:00 – 9:00 a.m.
Education Sessions

9:00 – 10:10 a.m.
Coffee Break on the Exhibit Floor

10:10 – 11:00 a.m.
Education Sessions

11:00 a.m. – 12:30 p.m.
Non-compete Exhibit Time
Lunch on the Exhibit Floor

12:30 – 1:30 p.m.
Education Sessions

1:45 – 2:45 p.m.
Education Sessions

3:00 – 4:30 p.m.
Closing General Session
Keynote Speaker:  Tom Osborne

5:30 p.m.
Buses depart for Dinner at the 
Strategic Air and Space Museum

Wednesday, April 21

8:00 a.m. – 12:00 noon
Technical Tour
Fleet Maintenance and Snow & Ice 
Operations

Go to www.apwa.net/snow for more 
information and to register for the 2010 
North American Snow Conference!
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ne of the instructors at Harvard’s John F. Kennedy’s 
School of Government, Mr. Marty Linsky, is an Ad-
junct Lecturer in Public Policy. Mr. Linsky has been 
full-time faculty since 1982, except during 1992-

95 when he was Chief Secretary/Counselor to Massachu-
setts Governor William Weld. He teaches exclusively in the 
School’s executive programs and chairs several of them.

While attending the Kennedy School’s Se-
nior Executives in State and Local Govern-
ment’s Program, I had the honor of having 
Mr. Linsky as one of the instructors. Dur-
ing the sessions led by Mr. Linsky, one of 
the resources used was a book that he co-
authored with Ronald Heifetz titled Lead-
ership on the Line: Staying Alive through the 
Dangers of Leading.

This session of the program was especially notable for me 
as I was experiencing a “difficult time” on my job. My per-
formance evaluations reflected that I was doing a good job. 
Community feedback for the areas that I was responsible for 
had continually improved during my tenure. Activities had 
been put into place to address improving employee morale. 
We were understaffed, unable to attract professional staff, 
had a high laborer turnover rate and experienced budget re-
ductions, yet were expected to maintain a steady level of 
service.

I saw this as an opportunity to introduce changes that 
would improve efficiency, reduce waste, and increase fiscal 
responsibility. These changes would reduce direct calls from 
elected officials by implementing proactive work plans. 
These changes would significantly reduce rework by add-
ing quality control and ensuring that all work requests in 
a geographic location were performed while the crews were 
mobilized to that area. The changes would allow more em-
ployees to receive training by bringing training onsite and 
reducing the number of trips that a select few “upper level 
managers” were allowed to take every year. And the changes 
would require that vacancies be filled with qualified, skilled 
candidates and not just the “best of the applicants” or the 
next in line. And yet, these changes that I viewed as “oppor-
tunities for improvement” were met with resistance.

It seemed that I was constantly under fire by a few of the 
elected officials. There was a small group of employees that 

were forever disgruntled, seemed to be in constant commu-
nication with those few elected officials, and seemed to be 
continually providing them with ammunition for addition-
al rounds of fire. In short, my job was on the line.

In Part Two of Leadership on the Line: Staying Alive through the 
Dangers of Leading, one of the chapters suggests that one take 
a moment and “Get on the Balcony.” This proved to be one 
of the most powerful chapters for me. In the book, this skill 
of “getting off the dance floor and going to the balcony,” 
[is] an image that captures the mental activity of stepping 
back in the midst of action and asking, “What’s really going 
on here?”

I found that I was so busy performing the work of vacant po-
sitions, rewriting job descriptions, implementing proactive 
work plans, training the trainer, and addressing employee 
morale issues that I lost sight of all of the myriad of things 
that were going on and that there were so many things 
changing at once that it was easy for it to look like chaos. I 
didn’t see it because I was in the trenches “doing it” and I 
knew first-hand what needed to be done and “we” were get-
ting it done. But, from the balcony, there was way too much 
change happening and not enough communication about 
that change.

When I talked with Mr. Linsky about this, his advice was, 
“Never lead faster or farther than your followers can follow.” 
Because I knew that it was “the right thing” to do and there 
was evidence that the circumstances were right to do it, I 
missed the four common traps that snare people.

•	 I did not “distinguish technical from adaptive challenges.”
•	 I did not “find out where people were at.”
•	 I did not “listen to the song beneath the words.” (Do more 

with less, but…..)
•	 I did not “read the behavior of authority figures for clues.”

“To lead is to live dangerously because when lead-
ership counts, when you lead people through dif-
ficult change, you challenge what people hold 
dear—their daily habits, tools, loyalties, and ways 
of thinking—with no more to offer perhaps than 
a possibility.”

Leadership on the Line: Staying Alive 
through the Dangers of Leading
Teresa	C.	Smith,	P.E.
Director of Public Works
Richland County Department of Public Works
Columbia, South Carolina
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Unfortunately, I ended up being one of the victims de-
scribed in the book as one of the “people exercising leader-
ship who never saw the danger coming until it was too late 
to respond.” This was a very costly lesson for me.

Leadership on the Line: Staying Alive through the Dangers of 
Leading opens with the Introduction presenting that “Every 
day the opportunity for leadership stands before you.” It 
very clearly and concisely presents ideas and perspectives 
about leadership. The ideas are then supported by the expe-
riences of a wide range of people from many walks of life; 
types of businesses and governments; and various levels of 
management. The book is organized into three parts. Part 
One speaks to the dangers of leadership. Part Two talks 
about why leadership is dangerous and identifies pitfalls and 
issues that impact leaders. Part Three, titled “Body and 
Soul,” addresses staying grounded and maintaining focus 
while leading.

During these tough economic times, many managers and 
decision makers are looking for leaders who are willing to 
exercise leadership when opportunities are presented, recog-
nize the dangers of leading but lead anyway, can see the 
view from the balcony, and yet are able to remain balanced.

Teresa C. Smith can be reached at (803) 576-2402 or smithte@
rcgov.us. All quoted material is from the book Leadership on the 
Line: Staying Alive through the Dangers of Leading.

“To anchor ourselves in the turbulent seas of the 
various roles we take in life, professionally and 
personally, we have found it profoundly impor-
tant to distinguish between the self, which we can 
anchor, and our roles, which we cannot.”

“Opportunities for leadership are available to you, 
and to us, every day. But putting yourself on the line 
is difficult work, for the dangers are real. Yet the 
work has nobility and the benefits, for you and for 
those around you, are beyond measure.”

“Leadership would be a safe undertaking if your 
organizations . . . only faced problems for which 
they already knew the solutions.”

R E V O L U T I O N I Z I N G  P U B L I C  W O R K S

August 15–18, 2010

APWA and SWANA Co-located at the

Boston Convention & Exhibition Center

www.apwa.net/congress

APWA International Public Works
Congress & Exposition
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As public works agencies come face to face with tough economic 
conditions, it is important to look back and thoughtfully consider 
what your charge and purpose is for the community. For many 
years you have been adding more and more “nice” things that 
really may not contribute to the health, safety and welfare of the 
residents you serve. Now that you are doing more with less, this 
series of articles is designed to help you reflect on what should be 
basic for your efforts and how you may have to adjust your think-
ing to meet your mission.

“It’s not stress that kills us, it is our reaction to it.” – Dr. Hans 
Selye, the “father” of stress research

Why write about stress for the leadership issue of the Re-
porter? Well, we are all facing challenging times in the work-
place with the current state of the economy. At Congress in 
Columbus, Ohio, and during the recent online mentoring 
called “Positive Management in Tough Economic Times,” 
we heard many stories of the changing landscape in pub-
lic works. Some of you are facing layoffs, cuts in services, 
and budget belt-tightening. With our typical “Can-Do” at-
titudes, we continue to get the job done, but at what cost?

So, what is stress? Believe it or not, the term has only been 
widely used for about 60 years. Dr. Hans Selye, the “father” 
of stress research, first wrote about stress in 1936 and pub-
lished his landmark study on stress in 1950. Selye defined 
stress as “the non-specific response of the body to any de-
mand for change.” In their book called The Stress Owner’s 
Manual, Ed Boenisch and Michele Haney say “stress happens 
whenever your mind and your body react to some real or 
imagined situation.” To take it one step further, in the Na-
tional Institute for Occupational Safety and Health (NIOSH) 
publication 99-101, they say that “job stress results when 
the requirements of the job do not match the capabilities, 
resources, or needs of the worker.” Okay, enough of the book 
definitions. Let’s look at the real cost of stress.

According to NIOSH, four out of 10 American workers view 
their jobs as the largest cause of stress in their lives. Workplace 
stress has increasingly been cited in surveys as commonplace 
and, more importantly, it contributes to increased absentee-
ism, tardiness and worker dissatisfaction leading to inten-
tions to quit. The cost to an organization can be considerable. 
Here are some more statistics related to the NIOSH report:

•	 40% of workers reported their job was very or extremely stressful

•	 25% view their jobs as the number one stressor in their lives
•	 75% of employees believe that workers have more on-the-

job stress than a generation ago

What causes stress in the workplace? Well, for supervisors 
and managers, conflict is a major source of stress. A 2003 
survey of first-line supervisors/managers found that respon-
dents spend a substantial amount of their work time dealing 
with conflict. Over two-thirds of respondents spend more 
than 10 percent of their time handling workplace conflict 
and 44 percent spend more than 20 percent of their time on 
conflict-related issues.

I was thinking about my public works career and things that 
have caused me stress. I made a list which is by no means 
all-inclusive. How many of these can you relate to?

•	 Missed deadlines
•	 Deteriorating relationships
•	 Some citizen complaints
•	 Having to fire an employee
•	 Unethical behavior by employees, peers, bosses
•	 Poor communication
•	 The first snowstorm
•	 Preventable accidents
•	 Employee conflict and dealing with it
•	 Bureaucracy
•	 Divisive elected officials
•	 Counseling poor performers
•	 Being understaffed
•	 Change, reorganization, flavor of the month
•	 Budget cuts
•	 Poor leadership

Managing stress or… are you 
stressed out yet??
George	Haines
Program Director, Mining Technology Program
Northern Wyoming Community College District
Gillette, Wyoming
Member, APWA Leadership and Management Committee
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…and who can forget the call from the person who drove 
through freshly-painted street striping in their Mercedes. This 
is just a start. I’m sure on my way home today, I’ll remember 
a few others. The point is, when you decide on a career in 
public service you will experience stress, and when you sign 
up to take a position of leadership, it goes with the territory. 
As they say, “That’s why you get paid the big bucks.”

The good news is that there is such a thing as good stress. 
Consider the chart below, called the human function curve, 
created by Dr. Peter Nixon, and adapted by me for this ar-
ticle. It shows the relationship between healthy stress and 
distress. We perform more effectively when we are in our 
comfort zone and for some time when we are in our stretch 
zone. The stretch zone is that area that challenges us beyond 
the routine, but we are still operating within our strengths. 
In public works, we have a lot of routine things to do called 
maintenance, but that occasional special job, storm emer-
gency, or disaster response are examples of things that 
stretch our mental and physical abilities and raise our per-
formance. There comes a point, however, where we are 
stretched beyond our ability or our resources, and things get 
out of balance to the point where it affects our health and 
can lead to burnout.

When this happens to me, I get a sense of being over-
whelmed. I don’t know what to do next because there are 
so many things that need to get done. If you feel this way as 
the leader, how do you think your employees feel? Look for 
the symptoms: complaining and backbiting, lack of coop-
eration, declining performance, safety issues, missed dead-
lines, and poor-quality work.

So now that we know stress exists and it is part of our daily 
lives both at work and outside of work, how do we deal with 
it? Coping with stress is all about the two “A’s”: Actions 
and Attitude. Actually it is 10% Actions and 90% Attitude. 
I talked about attitude in more detail in the article I wrote 
for the September issue of the Reporter called “The Power of 
Attitude.” So, let’s talk about the other 10%, Actions. As a 
leader, you need to recognize the stressors in your work life 
and working conditions of your employees. NIOSH research 
has identified organizational characteristics that are associ-

ated with both healthy, low-stress work and high levels of 
productivity. They are:

•	 Recognition of employees for good work performance
•	 Opportunities for career development
•	 An organizational culture that values the individual 

worker
•	 Management actions that are consistent with organiza-

tional values

So, to become this type of organization that reflects these 
traits, you can do a few things:

•	 Ensure that the workload is in line with workers’ capa-
bilities and resources.

•	 Design jobs to provide meaning, stimulation, and op-
portunities for workers to use their skills.

•	 Clearly define workers’ roles and responsibilities.
•	 Give workers opportunities to participate in decisions 

and actions affecting their jobs.
•	 Improve communications—reduce uncertainty about 

career development and future employment prospects.
•	 Provide opportunities for social interaction among 

workers.
•	 Establish work schedules that are compatible with de-

mands and responsibilities outside the job.

One final question: Have you ever given your employees a 
class on managing stress? Don’t just let this be an Employee 
Assistance Program (EAP) thing. Make it a topic for a safety 
meeting, or bring in someone to talk about stress. It is just 
another way to demonstrate to your staff that they really are 
your most important asset.

A closing thought: My biggest stressor over the past three-
and-a-half years has been my journey living with cancer. As 
I conclude this article, I just had my latest CT scan and I 
am still cancer free, when two years ago my oncologist told 
me I had maybe a year to live. Remember that laundry list 
of things that caused me stress in my public works career? 
Well, they don’t seem so important anymore. Remember, it 
is not the stress that is the problem; it is how we react to it!

“There cannot be a stressful crisis next week. My schedule is  
already full.” – Henry Kissinger

“Keep your sense of humor. There’s enough stress in the rest of 
your life to let bad shots ruin a game you’re supposed to enjoy.” – 
Amy Alcott, LPGA golfer

“Stress is the spice of life.” – Dr. Hans Selye, the “father” of 
stress research

“The only easy day was yesterday!” – Navy SEAL motto

George Haines can be reached at (307) 686-0254, x-1620 or at 
ghaines@sheridan.edu.

Good Stress Distress

Boredom

Healthy tension/
Comfort zone

Stretch Strain

Fatigue
Poor performance
Panic
Ill health
Burnout

Level of pressure/stress
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People to People International and  
the American Public Works Association

“I have long believed, as have many before me, that peaceful rela-
tions between nations require mutual respect between individu-
als.” – President Dwight D. Eisenhower

President Eisenhower put the ideal behind these words into 
practice when he founded People to People International in 
1956. Since that time, People to People has benefited from 
an extraordinary legacy of White House support. Eight U.S. 
Presidents have served as the honourary chairman of People 
to People International, including the most recent, former 
President Bill Clinton.

More than 100 separate delegations representing People to Peo-
ple travel abroad each year. Each delegation is led by a distin-
guished professional and follows a program designed around 
professional goals developed by that delegation’s leader.

APWA has been fortunate to have a long relationship with 
People to People. Numerous overseas delegations have been 
organized with assistance from APWA. I have been fortunate 
to lead two delegations: Public Works in China in 2005 and 
Public Works in India in 2007.

Over a two-week period in 2005, 15 delegates (mostly APWA 
members) visited three cities in China: Beijing, Guilin and 
Shanghai. We were exposed to a developing country facing 
challenges of creating and operating modern infrastructure 
such as potable water supply, highways, wastewater treat-
ment facilities, and air pollution control initiatives. The 
challenges were enormous, as China is one of the most 
densely populated countries in the world and one of the 
fastest growing economies.

Dwayne	Kalynchuk,	P.Eng.,	M.Eng.,	CSM
General Manager Environmental Services
Capital Regional District, Victoria, British Columbia
Chair, APWA International Affairs Committee

APWA delegates tour sewage treatment plant in Beijing
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800-558-5075 | www.neenahfoundry.com

Neenah Foundry’s DWP offer ADA compliance,
exceptional longevity and freedom from maintenance.
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In 2007, a group of 15 prominent Americans and Canadians 
travelled to northern India to seek an understanding of the 
challenges for infrastructure in India. This was the second 
opportunity for me to lead a People to People delegation.

As an emerging superpower in the world, India faces the chal-
lenge of providing key infrastructure services to its popula-
tion. The delegation discovered the extent of these challenges 
and contributed their expertise to our Indian counterparts.

The trips are not limited to technical tours and meetings. 
Priority is placed on exposing the delegates to the cultural 
and historic aspects of the host country. In China, delegates 
visited famous sites such as Tiananmen Square, the Forbid-
den City, the Great Wall of China, and the Terra Cotta War-
riors Museum. In India, the delegates toured magnificent 
complexes such as the Red Fort in Delhi, the Palace of Winds 
and Amber Fort in Jaipur and, of course, the Taj Mahal at 
sunrise in Agra.

June 2009 saw another public works delegation from the 
U.S. and Canada travel to China under the leadership of 
Past President Larry Frevert. The journey took delegates and 
guests through Hong Kong, Beijing, Xi’an and Kunming be-
fore departing from Guangzhou. During meetings with the 
Chinese professionals, Frevert stated, “We may differ ideo-
logically but we do share the same professional goal of serv-
ing our fellow men and women through the public works 
profession. Certainly the world is not getting smaller, but 
through technology and a shared mandate that we all take 
better care of the planet Earth’s resources, we must all work 
harder to communicate and coexist with other cultures.”

In 2008, then-President Frevert signed a partnering agree-
ment between APWA and People to People. The agreement 
recognizes beliefs and benefits for both organizations to 
continue with study tours for public works delegates around 
the world. Both groups are striving to offer an opportunity 
for public works delegations on a two-year cycle. With this 
in mind, preliminary discussions are taking place for the 
possibility of the next trip in 2011. If you are interested and 
would like to suggest a country of interest to you, please 
contact the International Affairs Committee.

Dwayne Kalynchuk was the APWA National President in 2003-
04 and is a former member of the Education, Nominating, Fi-
nance, and Exposition Advisory Committees. He can be reached 
at dkalynchuk@crd.bc.ca.

APWA delegates meet with counterparts in New Delhi

APWA delegates at an official Chinese dinner in Shanghai
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or more information about these programs or to register online, visit www.apwa.net/Education. 
Program information will be updated as it becomes available. Questions? Call the Professional 
Development Department at 1-800-848-APWA.

2009
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December 17 Understanding Your Agency’s Carbon Footprint

2010
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=	Click,	Listen,	&	Learn	program =	Web-Based	Training =	Live	Workshop

If you have expertise in any of these upcoming topics, please use the online Call for Presentation form to 
describe your expertise and perspective on the topic. www.apwa.net/callforpresentations/
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• Recognize different strategy applications from case study examples
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oyalty, Integrity, Honesty… no doubt most leaders 
subscribe to these core values. No doubt too that any 
organization with a list of core values also has these 
words, or similar words and phrases, to describe what 

it is the people within the organization believe is important. 
Finally, there is little doubt as well that we all know what 
these words mean.

But the question remains, how do these words, and similar 
such core values, relate to our day-to-day leadership actions? 
How do core values shape leadership? What does it mean 
when someone says “I’m a values-based leader”?

The purpose of core values is to provide the employees of 
the organization the “how” of their work. Just as the mis-
sion statement provides the “what” and the vision state-
ment articulates the “why,” the organizational values give 
direction regarding the “how.” This “how” relates to the 
day-to-day decisions and actions that all employees do ev-
ery day. Values relate to customer service, both internally 
and externally. Values should guide leader decision-making 
in that options that run contrary to the core values are not 
considered. Values are used to assist with the so-called “ethi-
cal dilemmas” that leaders sometime face. The resolution of 
an ethical dilemma should be the option that best supports 
or is grounded within the core values of the leader and the 
organization. Values serve as the foundation of any orga-
nization and without this solid foundation, organizations 
often fail. One need only look at the corporate scandals to 
see how the failure to follow and exemplify core values can 
lead to catastrophic results.

Most agencies and businesses have a list of core values or 
a values-based statement. Values are usually found in the 
employee handbook and sometimes the values are includ-
ed in some corporate-level display along with the mission 
and vision statements. New employee orientation typically 
includes a review of the organization’s mission, vision and 
values, but beyond that, the values are seldom discussed 
openly, unless there is a period of crisis or after a leadership 
refresher-training course when values are mentioned.

Ask employees what the stated values of the organization 
are and most will stumble through their answer. They might 

recall their orientation program or perhaps a retreat where 
values were discussed, but most employees usually cannot 
clearly articulate the core values of the organization.

Perhaps the more important question leaders should pose 
to their employees is not “What are the stated core values?” 
but rather “What do you believe the leaders and employ-
ees within this organization value?” Unless core values are 
widely discussed, made relevant and, most importantly, 
the values are exemplified by all employees (particularly by 
leaders), these core values are largely immaterial. After all, it 
is how people act and respond that matters, not just what is 
written on some poster on a wall or in a handbook.

Good leaders want to believe that they exemplify the core 
values of the organization and that they are values-based 
leaders. Good leaders want every employee to know, under-
stand and exemplify the core values. Good leaders under-
stand that values guide ethical conduct in the workplace and 
that values exemplification usually means better customer 
service, higher quality services and products, and greater ef-
ficiency and effectiveness. Quite simply, values-based leader-
ship is walking the talk, but how do you truly walk the talk, 
individually and organizationally?

Such is the challenge that I faced a few years ago: how to 
obtain a values-based culture within the organization and 
instill a values-based leadership approach from the first-line 
supervisors through the most senior leaders and within the 
executive team. My approach? Tell the values story!

As I assumed command of the Wyoming Army Nation-
al Guard (my other “day job”) in January 2006, my most 
important goal was to create a values-based leadership ap-
proach. The Army has stated and clearly-defined core val-
ues: Loyalty, Duty, Honor, Selfless Service, Integrity, Personal 
Courage and Respect. My challenge was to give meaning to 
these words so that all soldiers, not just the leaders, under-
stood and, most importantly, exemplified these values.

A technique that I found successful was to take one of the 
values each month (rotated throughout the year) and have 
each of the senior commanders tell me a story of where they 
saw this value exemplified in the past month. I did not want 
to discuss theory (the “should do”), but instead, wanted to 
focus on application (the “actually do”). My challenge to 

Values-Based Leadership

Olin	O.	Oedekoven, Ph.D., President & CEO, Peregrine Leadership Institute and 
Peregrine Academic Services, Gillette, Wyoming; Commander (Brigadier General), 
Wyoming Army National Guard
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the leadership team was to give me a specific example of 
when he or she saw a soldier “do” the value that was fea-
tured for the particular month.

Naturally, the first few months of briefings were a little 
rough in terms of how these stories were found and pre-
sented. However, once we developed collective competency 
regarding what our values mean, finding examples of the 
values in action became easier. See a soldier stay late and 
work on an important task—that’s selfless service. See a sol-
dier choose the harder right over the easier wrong—that’s 
integrity. See a soldier volunteer for a difficult assignment—
that’s personal courage.

Quite subtly, these five-to-ten-minute values discussions 
during our monthly senior leader meetings changed the 
culture of our organization. Senior commanders required 
similar values-based discussions with their subordinate com-
manders during command update briefs. First-line supervi-
sors were now openly discussing the meaning of our values 
with new enlistees. Hallway posters shared the top values-
based stories with other employees. Values were brought 
into the discussion, openly and candidly, during our deliber-
ate decision-making process. Even our awards program was 
subtly shaped to be values-based rather than task-oriented.

Back now to my role as a facilitator with my company and 
trying to teach values-based leadership. During the course of 
our leadership seminars and workshops, I ask participants to 
tell their stories of values in action. A simple technique that 
we have found effective is to build a T-chart. List the value 
(and its definition) across the top. On the left-hand side, 
describe what this value “sounds like.” On the right-hand 
side, list what this value “looks like.” The “sounds like” is 
the talk; the “looks like” is the walk. Once a connection is 
made, workshop participants can readily tell their story of 
where they saw this value exemplified. Sharing these stories 
is an effective technique to give meaning to what is often 
thought of as abstract. Sharing the values stories beyond the 
classroom (and the boardroom) will generate values-based 
synergy throughout the organization.

There are many techniques that you can employ to create a 
values-centric organization. Here are a few suggestions:

•	 Take one value a month and discuss both the definition 
of the value and its application in the workplace. Do 
this at the start of every staff or team meeting.

•	 Require your team to share their stories of where they 
saw your core values exemplified by others in the work-
place. Be specific with this one. The greater the specific-
ity, the more meaning, and relevance, generated.

•	 If you have an employee recognition program (e.g., 
employee of the month, quarter, year, etc.), shape the 
recognition around your core values. Couch what the 
employee did for the recognition in the context of your 
values. Openly state that what the employee did was 
to exemplify a value through their actions in the work-
place.

•	 Incorporate your core values into the decision-making 
process. As the leader of the process, ask the question of 
your team: “Is what we are deciding or recommending 
faithful to our core values?” Build this values check into 
your deliberate planning and decision-making process.

•	 Hold employees accountable to the values of the organi-
zation. If you see something that is not right, act! Frame 
the discussion around your values (this is not just what 
“I” believe, but rather it is what “we” believe).

Nearly everyone agrees that the organizational values should 
be the “how” for both decision-making and leadership. 
Turning the abstract into the practical is clearly a leadership 
challenge. If you start looking for your values through the 
day-to-day activities of your employees, there is no doubt 
that you will find them. As you look, you too will be trans-
formed into a values-based leader.

Dr. Olin Oedekoven can be reached at (307) 685-1555 or at 
oedekoven@peregrineleadership.com.
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ere in the Midwest, silos dot the landscape. Some 
have even been painted to resemble beverage cans 
or barber poles to entertain the passers-by. But while 
silos are useful in farming, they have no place in an 

effective organizational structure.

Organizational silos are created when departments and divi-
sions don’t communicate with each other. They are focused 
on their limited duties, responsibilities and needs, and are 
not keeping an eye on the overall health or effectiveness of 
the organization. While they may be a very effective subset, 
this effectiveness may be to the detriment of others. Those 
with a silo mentality tend to use words such as “yours” and 
“ours” or “we” and “they” when talking about other depart-

ments. The comments are not in the spirit of friendly com-
petition or cooperation. Many times the words are intended 
to reinforce separation and limit the responsibility of those 
involved—as if it’s okay that another department has a fail-
ure as long as we are not affected.

The City’s success as an organization doesn’t depend on the 
success of one group alone. The Vision Statement for our 
city reads, “Savage, with its rich past, natural amenities and 
diverse population, will provide the most effective and ef-
ficient form of government possible.” The Vision Statement 
does not state who does or doesn’t complete a task; it iden-
tifies the outcome and counts on staff to work together to-
ward the common goal.

Many times this cooperative communication takes place be-
tween the front-line workers who take pride in completing 
a task right the first time, regardless of who does it. How-
ever, in cities and other organizations where a silo approach 
has been tolerated, or even encouraged, upper management 
must take a more active role. Savage has had many opportu-
nities to demonstrate a cooperative “non-silo” approach to 
problem solving:

•	 When positions have been opened through attrition, 
the City evaluates the core services provided by the de-
parting staff person. This evaluation must take into ac-
count the strengths, weaknesses, experience, expertise 
and workload of the remaining staff. For recent open-
ings the remaining staff members, working together, 
have been able to maintain the collective knowledge 
to carry on without disrupting service. This approach 
demands that department managers and others look 
beyond their own group at ways they can support other 
groups with their knowledge and background.

•	 New Public Works Department facilities will combine 
both the public works and engineering staff in one 
building. The reality is, many public works staff are not 
comfortable walking into City Hall after they just fin-
ished inspecting lift station pumps, changing a snow-
plow blade, patching potholes, etc. Combining the 
engineering staff (focused on planning and designing) 
with the other public works staff (focused on operations 

Proper communication removes 
the silo mentality
John	M.	Powell,	P.E.
Public Works Director/City Engineer
City of Savage, Minnesota
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and maintenance) allows for an informal transfer of 
knowledge that benefits all.

•	 Building Services staff are responsible for facility clean-
ing and routine maintenance and had previously been 
a division of the Public Works Department. Savage re-
cently implemented organizational changes within the 
department. The City reassigned the Building Services 
staff to another department in order to take advantage 
of existing expertise regarding 
building operations which also 
better balanced workload among 
existing staff.

•	 With the ever-changing versions 
that come out, software training 
seems to be a continuous process. 
While particular software may get 
sporadic use in one department, 
it may be used heavily by others. 
The City takes advantage of these 
internal experts to train other staff 
in Word™, Excel™ and the Spring-
brook™ programs. With two full-
time Fire Department staff, the in-
ternal experts have also provided 
training in the use of Cardio Pul-
monary Resuscitation (CPR) and 
Automated External Defibrillators 
(AED). This provides professional 
growth for both the teacher and 
student at a very low cost.

•	 Our Fire Department recently had 
an opportunity to obtain defen-
sive driving training through use 
of a portable simulator. They made 
sure to include the Police and Pub-
lic Works Departments in the dis-
cussions. The simulator was easily 
adapted for law enforcement and 
public works resulting in many 
more staff receiving very useful 
training at a reasonable cost.

•	 During the summer, seasonal 
workers were hired by the City’s 
Forestry Division to perform weed 
inspections, while the Engineering 
Division hired an erosion control 
inspector. In order to reduce fuel 
costs and downtime, and due to 
limited applicants, these two roles 
were combined into one.

These actions may seem like common sense, but they would 
not have happened if the staff involved had a silo mentality. 
The “whole” can be greater than the sum of the “parts” by 
taking a collaborative approach with a cooperative attitude.

John M. Powell is the Public Works Director/City Engineer 
for the City of Savage, Minnesota, and a member of APWA’s  
Minnesota Chapter. He can be reached at (952) 882-2672 or 
jpowell@ci.savage.mn.us.
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o you have employees who act 
like children? Do you have em-
ployees who act as if they’re 
crazy, some of the time, most 

of the time or all of the time? Do you 
have employees who are driving you 
crazy? Do you think you need profes-
sional help?

In this article we’ll examine why your 
employees might be behaving like chil-
dren, how to tell when the truly dis-
turbed employee needs help, and when 
you need help and when you don’t.

Supervisors and managers are often 
promoted to their supervisory and 
management positions with little or no 
training. Sometimes this happens be-
cause the recently-promoted supervisor 
has been identified as a “natural.” In 
other words, they are good with people 
and seem to be able to get things done. 
In a small percentage of cases, the 
“natural” really is good at motivating 
people, therefore, getting things done. 
Most of the time supervisors learn by 
watching others, seeking out training 
on their own, and good old-fashioned 
trial and error. Sometimes the errors 
kill their supervisory careers.

Since most supervisors and managers 
aren’t well trained in supervision and 
management, they also aren’t likely 
to be well trained in psychology and 
psychiatry. And yet, they have all these 
nut cases working for them. Or do 
they? How would they know?

We’re here to tell you how they could 
find out. First of all, the natural ten-
dency is to hire a consultant to help 

you figure these things out. Public 
works managers have hired manage-
ment consultants, psychologists, mo-
tivational coaches, performance audi-
tors and a variety of other charlatans 
to help them figure out how to play the 
hand they’ve been dealt. Some of these 
approaches actually work if the man-
ager has somehow selected the right 
professional to handle the workplace 
problem. Usually, the “professional” 
does the best they can and leaves man-
agement with a list of recommenda-
tions. Management then picks some of 
the recommendations for implementa-
tion and ignores the rest. Someone or 
some group is identified as the source 
of the problem and life goes on.

A better way to approach the problem 
is to actually have well-trained super-
visors and managers on your staff. A 
well-trained manager knows when to 
hire professional help and should also 
know what kind of professional help to 
hire. It’s not enough to say we have a 
dysfunctional work group so let’s hire 
someone to teach them how to work 
and play well together. We know of 
agencies that have put their whole staff 
through this kind of training when re-
ally they only needed to deal with one 
or two problem employees. A good 
manager or a good management con-
sultant can spot that kind of problem 
quickly and allow the agency to focus 
on the real problem rather than the 
feel-good solution that doesn’t work.

But what about the problems that go 
beyond normal management tech-
niques? How do we know we need 

more than just good management to 
deal with our dysfunctional group?

Let’s start by looking at how a func-
tional work group behaves and why.

Work	relationships	as	a	family	
dynamic
Most workplaces take on a dynamic 
similar to that of a family. This is rela-
tively uninteresting if your work fam-
ily is the Cleavers: You know who’s in 
charge (dad/boss), everyone respects 
dad/boss’s authority and expertise, ev-
eryone usually gets along, and when 
they don’t they work it out without 
resorting to name calling or passive-ag-
gressive attacks. Oh, and Eddie Haskell 
is just the office clown, as opposed to, 
say, the office sexual harasser.

But if your office family isn’t the Cleav-
ers, the dysfunctional options are pret-
ty much endless. Maybe your office 
is headed up by Alcoholic Mom, and 
you’ve got The Good Kid who works 
diligently to make up for her mistakes, 
Middle Kid who is just here until they 
can move out/another job comes along, 
and Scapegoat, the kid who repeatedly 
gets punished for trying to call atten-
tion to the fact that everything is going 
to hell because of Alcoholic Mom. Or 
maybe you have an Absent Parent sort 
of organization, which is headed up by 
Parentified Child. This could be one of 
two scenarios: Either your leader really 
is MIA (could be they’re just gone a lot 
for legitimate business reasons, or they 
have personal problems that cause 
them to stay home sick/drunk/hungov-
er or are in the hospital/detox/prison a 
lot) and you have the next person un-

When you need professional help

John	Ostrowski, P.E., Management Consultant, JOMC, Vancouver, Washington, 
and Chair, Leadership and Management Committee; Angi	Ostrowski, MA, 
LMHC, Mental Health Specialist, Transition Projects Inc., Portland, Oregon
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der them who is put in charge; OR you 
have a leader who was too young or 
inexperienced (or both) when they got 
promoted. Regardless of who Parenti-
fied Child is and how they got there, 
chances are good that The Other Kids 
(staff) will not take them seriously and 
deny them any sort of authority, or at 
the very least, become intensely resent-
ful of them. Maybe you’ve noticed that 
in both of these group dynamics, the 
problem seems to be with the person 
in charge. Of course this isn’t always 
the case, but often enough that we’re 
talking about it and you’re interested 
enough to still be reading this.

So what do you do with a dysfunctional 
leader situation? In the case of the first 
scenario, your workplace really is no 
different than a family: The children 
don’t have much power to change the 
situation. Someone outside the family 
has to get mom some help (or get the 
kids away from her). In a real family 
this would mean either mom gets sub-
stance abuse treatment, or the state in-
tervenes and the kids end up in foster 
care. As an Office Family, you at least 
do not have to worry about the latter 
(and can thank God you don’t have to 
live with these people). But there may 
be someone (higher up in the agency, a 
board member, etc.) who sees Alcoholic 
Mom Boss’s behavior and either makes 
sure they get the appropriate help (this 
being a metaphor and all, Alcoholic 
Mom as a boss could really be a gam-
bler, a heroin addict, bipolar…or have 
a personality disorder—but more on 
that in a minute) or ejects them from 
the organization. Both of these pos-
sibilities are pretty unusual and here’s 
why: Alcoholic Mom usually didn’t get 
where she did without having at least 
some skills, most likely those of what 
would commonly be considered the 
sociopathic variety. She got to where 
she did by snowing the people that 
matter, and making life a living hell for 
those who didn’t…which often goes 

unnoticed by the aforementioned peo-
ple that matter.

Drawing attention to Alcoholic Mom 
Boss’s behavior may be a challenge. 
You may be wise to abandon ship, like 
Middle Child—no one would blame 
you if you did. Well, except Alcoholic 
Mom, who won’t hesitate to do ev-

erything she can to make you feel bad 
about it. (But you won’t care, because 
you’re leaving, right? So what if you 
caved the last two times she pulled 
this—this time you mean it.) We know 
of one organization where a coup actu-
ally took place, and the employees got 
the board of directors to take action 
against Alcoholic Mom. This is pretty 
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impressive. It’s also probably pretty 
rare. In this case, Alcoholic Mom Boss 
was someone who a therapist would 
most likely diagnose with a personal-
ity disorder. (A little background: Per-
sonality disorders are considered im-
movable traits—as in, they can’t be 
changed, this is who they are—of rigid, 
inflexible behavior. People diagnosed 
with personality disorders do not play 
well with others, although for as many 
different reasons as there are types of 
personality disorders.) This is someone 
who isn’t going to change, is only go-
ing to escalate in threatening and para-
noid behaviors if challenged. The only 
hope really is to get yourself or her out 
of there. (And then beware, as she will 
probably pop up somewhere else—who 
is it that keeps hiring these people?)

But say Alcoholic Mom Boss really is 
someone with an addiction or a mental 
health issue. Chances are there is go-
ing to have to be something that in-
volves pending legal action to get her 
some help: Maybe she got in a drunk 
driving accident…maybe she tried to 
shoot Bobby in Accounting’s eye out 
with a staple gun when her check came 
up short…whatever the reason, she is 
probably being mandated into some 
sort of treatment. (And perhaps also 
not allowed to be within two blocks 
of Bobby in Accounting, which poses 
its own problems.) Will this help? 
Eh. Maybe. But if it doesn’t, it at least 
shone a light on Alcoholic Mom Boss 
and she will be under a lot of scrutiny 
from here on out.

What about Parentified Child Boss? A 
LOT EASIER to deal with, thankfully. 
Most of the time. This person usually 
just needs some management train-
ing, and maybe even some sort of 
mentoring. Parentified Child usually 
got ahead in their career because of 
actual talent, although some just got 
there through some rather impressive 
brown-nosing. Either way, giving them 
some tools won’t hurt. Their biggest 

challenge is learning how to be with 
their employees: The biggest mistake a 
Parentified Child Boss can make is to 
go for the power trip. Ramping up your 
ego and acting like you know every-
thing to make up for what you lack in 
age is only going to further agitate your 
employees. Again, these are all things 
that might be solved through some ex-
tra training and support.

What if the problem isn’t the person 
in charge, but just a lowly underling? 
(Doesn’t seem as daunting now, does 
it? That’s why you saw the worst-case 
scenario first.) We can look at this per-
son (or multiple problem people, if 
you’re really lucky) from a family sys-
tems view as our Foster Child. They 
came to us with all sorts of problems 
that we didn’t create in them, and now 
we have to deal with their behaviors 
and are ill-equipped to do so. If they 
were really your foster child, you’d get 
them into therapy. That may be an op-
tion with your employee, too. If their 
problems seem to be of an emotional 
nature, and they’re not a particularly 
disruptive employee, gently suggest-
ing they take advantage of the Em-
ployee Assistance Program might be 
good enough. There was a boss who 
went through EAP with their super-
visee, after spending a great deal of 
time at work in conflict with each 
other. They didn’t develop anything 
even vaguely resembling a friendship, 
but they were able to start working to-
gether more effectively. For the more 
obviously challenging employee, it 
gets more complex.

How do you recognize when your em-
ployee needs significant professional 
help? Sometimes mental health issues 
are pretty transparent in the employee: 
They don’t get along well with oth-
ers, have visibly evident mood swings, 
cry a lot at work, and state that they 
feel attacked when any little criticism 
is given. Other times it is not as easy 
to define. You may have an employee 

who calls in sick a lot—this is some-
times due to genuine illness, which is 
relatively easy to follow up on, if you 
require employees to show a doctor’s 
note for extended absences. If they are 
someone who shows some other signs, 
such as poor work performance de-
spite clearly demonstrated capability, 
there is a good chance your employee 
is depressed, at the very least. Or they 
hate their job. Or both—which can be 
a “chicken or the egg”-type situation. 
Before terminating the employee for 
spending five hours out of eight on the 
Internet, you could suggest counseling 
and seeing a doctor. As controversial as 
psychiatric medication has become, for 
many people it’s a lifesaver, and may 
make a huge difference in your em-
ployee’s life. A doctor or trained coun-
selor can determine if your employee 
is clinically depressed, bipolar, has 
an anxiety disorder—all things that 
may impair their ability to function 
at work. They may, sadly, be one of a 
small percentage of people who simply 
can’t function at work, and may need 
to go on disability. As long as you are 
in your legal right with requiring coun-
seling and medical attention, whatever 
the outcome is, you are doing both the 
employee and the agency a favor.

With an employee who can’t get along 
with anyone (or very few people, usu-
ally those that have no say in how they 
do their job), we revisit the territory 
of personality disorders. People who 
have problems with social interaction 
run on a spectrum. One of us had a 
coworker who once said something 
perceptive about our culture’s desire to 
pathologize every person who doesn’t 
behave the way we want them to: “It’s 
not a crime to be a jackass.” Sometimes 
a jerk is just a jerk. It’s not a sickness, 
and unless the person is exceptionally 
disruptive at work, they really don’t 
need any professional help. Whether 
they are the right fit for your organiza-
tion is up to you. Sometimes the jack-
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ass may not get along well with others, 
but does a great job. Again, how dis-
ruptive they are to the workplace is the 
determining factor.

For the employee with a true personal-
ity disorder, counseling is always worth 
a shot, but it depends on the person as 
to how effective it will be. These are 
people who often are not able to hold 
a job for any length of time, and it 
isn’t necessarily your responsibility to 
try to make this job be the one that 
works for them. How do you know if 
your employee has a personality dis-
order? Well, first of all you probably 
won’t know. (Although out of all the 
psychiatric disorders in The Diagnostic 
and Statistical Manual of Mental Disor-
ders—the diagnostic bible of mental 
health professionals—someone diag-
nosed with a personality disorder is the 
most likely to be proud of their diag-

nosis and may willingly share this with 
you.) You can be aware of certain red 
flag traits: a work history that includes 
many jobs for short amounts of time, 
someone who starts and perpetuates 
office gossip (this seems like both a 
minor concern and one that shouldn’t 
be problem among adults—and it may 
not be that big of a nuisance, but we 
still encourage you to keep an eye 
on this individual), difficulty getting 
along with others, and an inability to 
take direction or handle any kind of 
authority over them. Again, these are 
just red flags, and not in and of them-
selves a diagnosis.

As already stated, it’s the degree to 
which the person causes problems 
that determines what you want to 
do with them. If they otherwise do a 
good job, it may be worth investing 
some time in trying to help them. If 

nothing else, referring someone to a 
doctor or counselor is the first step, 
and whether it helps or not gives you 
an idea of what to do next. Converse-
ly, if doing so does not seem prudent, 
for whatever reason, you are not your 
employees’ parent or babysitter. Get-
ting caught up in feeling responsible 
for someone else’s well-being is a los-
ing game. Regardless of if you choose 
to encourage or mandate professional 
help or not, it is ultimately up to your 
employee as to how they are going to 
manage their life. Do what you think 
you need to do and move on.

John Ostrowski chairs APWA’s Leader-
ship and Management Committee; he 
can be reached at (360) 573-7594 or os-
trowj@pacifier.com. Angi Ostrowski can 
be reached at (503) 314-9337 or glitterdi-
vine@gmail.com.

With the increasing need to protect our environment and meet federal
NPDES regulations, you need to trust your erosion and sediment control needs
to a company that has documented performance. A company that provides
one source for all your erosion and sediment control products and design
needs. With American Excelsior’s new Eco-Sustainable line, you now have
one source of products that are engineered by success, documented with
ASTM large-scale testing, provide an opportunity to gain LEED credits and
are backed by proven performance. Our Eco-Sustainable line includes:

Recyclex® TRM made from recycled soda bottles.

Curlex® NetFree™ ECB without netting and made from biodegradable wood fibers.

Straw and Curlex ECBs made with Conwed’s new degradable netting 
using Ecocycle™ Technology.

E-Staple® Biodegradable staple to anchor rolled products to the soil.

Sediment Log® to filter runoff, retain sediment and dissipate flows using 
biodegradable excelsior fibers.

ErosionWorks® design software that allows you to design and analyze your 
site and make the right product choices.

For more information visit www.Curlex.com or call: (800) 777-SOIL (7645).
Manufacturing plants and distribution points are located across the U.S.
helping make us and our products always close at hand.

Your Footprint?
How Green is

ErosionWorks, E-Staple, Curlex, Recyclex and Sediment Logs 
are registered trademarks of American Excelsior Company. Visit us at the IECA Show in Reno—Booth #113.

Earth Science Division
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“There is no place for emotions in the workplace.”

As part of our management training, we have been told that 
to be effective, our decisions should be based on cold logical 
facts or “intelligence.”

However, emotions are a fundamental part of who we are 
and affect how we work with others. Suppressing our emo-
tions often leads to increasing conflicts with coworkers, thus 
impacting climate and morale.

But what if we were to view emotions as another kind of 
“intelligence”—an intelligence that would increase our col-
laboration, productivity, and ability to influence?

This “new” kind of intelligence is called “emotional intel-
ligence” or EI. Unheard of only a decade ago, there are now 
entire conferences devoted to discovering and teaching its 
secrets.

What	is	emotional	intelligence	and	haven’t	we	
always	had	it?
As the pace in the workplace increases and makes greater de-
mands on our cognitive, emotional and physical resources, 
emotional intelligence will continue to emerge not as some-
thing “nice” to have, but as an increasingly important set of 
“must-have” skills.

The Wastewater Enterprise in San Francisco has undergone 
training in EI and staff has found it extremely useful. The 
concepts work for staff as well as for management. I would 
like to share with you the Five Competencies of Emo-
tional Intelligence as given to us. If you would like to 
discuss this further, please contact our consultant/trainer, 
Brenda Mabry, at (510) 444-2317.

Five	Competencies	of	Emotional	Intelligence
#1 Self-Awareness

•	 Learn the difference between thoughts and feelings
•	 Ask yourself how you are feeling throughout the day 

and be honest
•	 Be open to input from others

#2 Self-Regulation

•	 Monitor your self-talk
•	 Accept responsibility for your emotional responses in 

the workplace

•	 Anticipate emotional “triggers” and prepare to manage 
them

•	 Reframe an irritating situation into a problem-solving 
exercise

•	 Use humor!
•	 Never underestimate the power of taking deep breaths
•	 Remove yourself from the situation and keep moving

#3 Self-Motivation

•	 Be aware of how you explain setbacks to yourself…stay 
realistic

•	 Connect your goals with your values to get energized
•	 Strive for reaching a “flow” state while working on proj-

ects
•	 Visualization
•	 Keep learning!

#4 Empathy

•	 Look for non-verbal cues, as well as listening for verbal 
ones

•	 Share and be honest about your feelings
•	 Be consistent so that your spoken and unspoken mes-

sages match
•	 Take the kinder road whenever possible
•	 Try to see from the other person’s perspective

#5 Effective Relationships

•	 Share your passion and enthusiasm for your job and the 
organization’s vision—it’s contagious

•	 Create an inspiring work environment
•	 Engage in creative brainstorming
•	 Be willing to coach or mentor others and be open to be-

ing coached yourself

I have met with my staff on two occasions to discuss the 
practice of these skills, and was surprised to hear that many 
employees were using them and finding them helpful. I say 
I was surprised because many times we attend training ses-
sions and do not receive any training tools that we can ap-
ply on a daily basis at work. These five competencies appear 
to have been, and continue to be, helpful to those who at-
tended the training.

Vanessa Conrad can be reached at (415) 648-6882 or vconrad@
sfwater.org.

Emotional Intelligence: How it affects 
the workplace
Vanessa	Conrad
Manager of Administration
Wastewater Enterprise, San Francisco Public Utilities Commission
San Francisco, California
Member, APWA Leadership and Management Committee
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“The significant problems we face cannot be solved by the same 
level of thinking that created them.” – Albert Einstein

The present recession has provided us with a “wake-up” call. 
As we come out of the recession, I believe we will have to do 
the business of public works in a different manner. It’s no 
longer “business as usual.” The challenges we face include 
increasing costs, increasing pension/health obligations, rais-
ing debt and debt service, reduced resources and resistance 
to tax or fee increases—the “perfect storm.”

Beginning with this issue, a new series of articles by the 
Leadership and Management Committee will focus on get-
ting “Back to the Basics.” We never had enough resources to 
do the business of public works before the recession and we 
will have even less after the recession—you already know 
this. But, it’s not all “doom and gloom.” This article will fo-
cus on budgeting for results or what I call outcome-based 
budgeting. Outcome-based budgeting is all about ranking 
the service or program priorities, funding the most impor-
tant items at the top of the list. Then you go down the list 
in order until you are out of resources; this makes budgeting 
priorities transparent to everyone. It’s about setting priori-
ties. Instead of focusing upon funding departments and pro-
cesses, it begins with what the citizens want and are willing 
to pay for. The outcome-based process shifts the paradigms 
in traditional budgeting.

“Public works agencies exist to build and maintain permanent 
engineering works or improvements with public and private mon-
ey and provide services that support these works.” – William B. 
Cook

Today, when the management of resources is more impor-
tant than ever for public entities, budgeting plays an enor-
mous role in controlling operations efficiently and effective-
ly. As times shift we need to shift with them. (Remember 
the book Who Moved My Cheese?) The key statement above 
is “effectively.”

Before we go on, let me remind you of several definitions of 
measurements:

Workload Measures – This is the amount of work that has 
to be accomplished if you had all of the resources available 
to you. Many of you have this information: miles of road-
ways, miles of sewers to maintain, acres to be mowed, lane 

miles to be swept or snow removed—you get the picture. 
It’s the total program your agency is responsible for; it’s the 
inventory of the infrastructure. You may have had to do this 
to comply with GASB 34.

Input Measures – What resources are invested to accom-
plish the tasks? Input measures address the amount of re-
sources (dollars, employee hours, equipment, etc.) used in 
providing a particular service.

Output Measures – Amount of actual services delivered. 
Output indicators report the quantity or volume of products 
and services provided by a program (miles of roads swept, 
number of training courses taught, number of acres mowed, 
number of riders on transit, etc.). It’s what you did and, in 
my opinion, has nothing to do with efficiency or effective-
ness of the organization. It may not even be your level of 
service; it’s just what you did.

Efficiency Measures – Efficiency measures reflect the re-
lationship between work performed and the resources re-
quired to perform it. It is costs (in dollars and/or time) per 
unit of output (cost to sweep streets, cost to clean inlets, cost 
to maintain traffic signals, operating cost per transit passen-
ger, etc.). We all have to be careful of this measure as there 
are so many variables from year to year (fuel costs, material 
costs, equipment, wages, etc.). However, if used correctly, 
it can provide you with the information you need to deter-
mine the cost of your operations and can provide you with 
the cost of growth in your community.

Effectiveness Measures – Program effectiveness is the de-
gree to which the program yields desired outcomes. It’s how 
the service meets standards based on citizen expectations. 
(Percentage of repair of vandalism within 24 hours, percent-
age of potholes filled within 24 hours, percent on-time for 
transit stops, etc.).

While all of the above measure the level of accountability, 
and making and keeping commitments, they are just a form 
of performance measure. We all know “that which gets mea-
sured gets done.” It’s doing well what you were hired to do. 
It is the process we all use; it’s called “performance measur-
ing.” I used to say, “I know I’m doing everything right, but 
sometimes I don’t know if I’m doing the right thing!” How 
do I know if I’m doing the right thing? I will begin by briefly 
introducing you to “outcome-based budgeting.”

Budgeting for results

William	A.	Sterling,	P.E.
Director of Public Works (Ret.)
City of Greeley, Colorado
Member, APWA Top Ten Review Committee
Past Chair, APWA Leadership and Management Committee
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Outcome-Based Budgeting – Simply put, it is the amount 
of the intended end result that is produced; also known as 
“priority-based budgeting.” Budgeting for outcomes starts 
with the results most important to citizens (the basic ser-
vices), and then develops a budget to achieve those results. 
It takes no existing programs as givens; it asks all programs 
to compete with all others to deliver results at the best price. 
It combines program budgeting’s focus on programs rath-
er than departments. The process bases decisions to fund 
services or programs on their value to the community, not 
solely on their costs. Rather than cutting across the board 
to balance the budget—“thinning the soup,” as many agen-
cies call it—programs that are determined to be of low value 
might not be funded at all; this is also called “shedding.”

It’s focusing on what you should measure versus what you 
can measure.

In The Price of Government, David Osborne and Peter 
Hutchinson detail outcome-based budgeting in more detail. 
“Budgeting for outcomes doesn’t start with last year’s costs. 
It basically says to the departments, each of your programs is 
going to have to put together an offer.” The outcome-based 
approach clears away all of the games and the preoccupa-
tions with departmental needs by employing a very simple 
progression which includes:

•	 Determining the priorities of government: the out-
comes that matter most to citizens

•	 Deciding the price for each outcome, and
•	 Deciding how best to deliver each outcome at the set 

price

In Snohomish County, Aaron Reardon, County Administra-
tor, asked his employees to be more creative and innovative. 
“I didn’t want them to say we can cut back on travel, or cut 
back on pens and pencils,” he recalled. “So I asked them to 
honestly identify efficiencies and improvements, to coordi-
nate service delivery, to identify program outcomes and to 
work with other departments to achieve those outcomes.”

Budgeting for outcomes is particularly useful in deficit-fund-
ing situations because it dispenses with easier fixes such as 
cutting all programs across the board, focusing instead on 
the “price of government”: what services is the governing 
body willing to fund and at what price, based on the ser-
vices and programs that citizens value most. It forces each 
department, program or division to make hard choices on 
the front end.

Traditional	budget	approach
We start with last year’s cost as the base, add in growth, add 
in inflation and argue about cuts. Budget submissions are 
about justifying agency needs and costs—not about produc-
ing results. The problems with traditional budgeting are that 
it assumes that last year’s base budget aligns with what the 
citizen’s want; it focuses on incremental vs. the purpose of 

the program or outcome; it’s a closed public process; and it 
limits innovation and embraces the status quo. It accepts 
existing programs and services; goals or results are geared 
toward departments and are tied to funding each depart-
ment—again maintaining the status quo. We find it safer 
and easier to do what we’ve always done, simply because 
we’ve always done it. (It’s also called the definition of insan-
ity sometimes!)

Outcome-based	budget	approach
Budgeting for outcomes focuses on priorities and invites in-
novation. Outcome-based budgeting means receiving value 
for cost rather than cost by value; it’s what the public re-
ceives rather than what the government does. Government 
should be evaluated based upon its ability to produce the 
right basket of goods with limited tax dollars. Your job is to 
assure that your government does this well.

•	 Determine the key results that citizens expect from 
municipal government—their priorities (do you know 
what the citizens want the most?)

•	 Choose indicators to monitor progress towards those 
results

•	 Identify proven/promising strategies the municipality 
should pursue to achieve the results

•	 Set the price of government—total taxes, fees and 
charges

•	 Allocate expected resources across the results—the price 
for each priority

•	 Prioritize activities to best accomplish the results

Budgeting for outcomes and performance management are 
different systems. Budgeting for outcomes is designed pri-
marily to improve steering—choosing from among priority 
programs. Performance management is designed to improve 
rowing—getting the work done. Those who “row” are held 
accountable for efficiently delivering their assigned results 
with their assigned resources. However, the two systems 
should support each other. In fact, you still need perfor-
mance measures. (That’s why I reminded you of the various 
performance measures earlier.)

Briefly this is how it works: You start with how much rev-
enue (resources) is available. You then determine the basic 
priorities (getting back to the basics). The next step is to allo-
cate your resources to those priorities. Then you build your 
budget based on those resources. Any other needs, services 
or programs either don’t get funded or the citizens are asked 
if they want to fund them.

According to The Price of Government, budgeting for outcomes 
is described in the following easy—and not so easy—steps:

1. Set the price of government: How much are citizens 
willing to spend?

2. Determine the priorities of government: the outcomes 
that matter most to citizens, along with indicators to 
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measure progress.
3. Decide the price for each priority outcome.
4. Decide best how to deliver each priority at the set price.
5. Set outcome goals and indicators for each strategy and 

make sure the results are measured.
6. Choose which programs or services to provide.
7. Eliminate line items in your budget below the strategy 

level.
8. Develop full-cost accounting (account for all costs).
9. Use data on results and performance management to 

drive improvements.
10. When performance dictates, make changes as necessary.

When you embark on this journey, you are embracing a fun-
damental paradigm shift that will yield tremendous results, 
but it will not take place within one or two years; it is long-
range planning. Citizens are interested in outcomes, not 
processes. It’s priority setting at its best.

This article is not able to go into more detail on budgeting 
for outcomes—it’s unique, it’s complicated and it’s some-
what threatening. You can find more information on this 
subject in The Price of Government.

Outcome-based budgeting is gaining in popularity because 
it is an effective tool to figure out what is really important 

and worth funding. It also helps citizens understand how 
funding decisions are made by making it clear why some 
programs don’t make the cut.

Native Americans have many sayings, and one of the wisest 
is this:

“When you’re riding a dead horse, the best strategy 
is to dismount.”

•	 You don’t change riders.
•	 You don’t reorganize the herd.
•	 You don’t put together a committee of veterinarians.
•	 You don’t spend more money on feed.
•	 You get off and find yourself a new horse.

Outcome-based budgeting may be that new horse. The State 
of Washington did it. Mesa County, Colo., did it. Snohom-
ish County, Wash., did it. You can do it also.

Bill Sterling can be reached at publicworksmanagement.com.

References:

Public Works Performance Management, William B. Cook, 
APWA

The Price of Government, David Osborne & Peter Hutchinson

Cretex Specialty Products
APWA - Dec. ‘09
Green Ad
11/8/09
Horz. SIZE: 7 in. x 4.75 in. 
Color: 4-color

Cretex manhole chimney seals keep storm water out of your 
sanitary system. You treat what needs to be treated instead of 
what falls from the sky.

Seal that extra water out, and your system gains effective capacity 
overnight. Even a rainy night. There’s room to grow. Developers like you 
again. So do environmental regulators, since bypassing into rivers and 
lakes becomes unnecessary.

Call or e-mail us (info@cretexseals.com). We’ve got the facts, the case 
studies, and the numbers to show you how our simple, inexpensive 
seal can save your sanitary system from a rainy day. Helps protect our environment by preventing sanitary system overflows

When it rains 
inside a manhole, 

everybody gets 
soaked.

Now Cretex Offers a Whole 
Range of I/I Solutions! 

• Newly expanded product line, now including 
SealGreen polyurethane manhole sealant 

• A full line of easy-to-afford, easy-to-install solutions
• Get all the solution you need – from applied, to 

lite, to the top-of-the-line Cretex mechanical seal 
with its 50-year warranty!

Cretex Specialty Products 
(800) 345-3764

E-mail your inquiries to info@cretexseals.com
www.cretexseals.com
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ue to the weak economic conditions, each person 
on your team knows someone who has lost their 
job. The comment, “I am lucky to just have a job” is 
heard in every office. However, just being “lucky” to 

have a job does not mean employees are engaged and pro-
ductive on the job. In fact, in most cases it is the opposite. 
Many employees are only doing what is needed to get by un-
til business gets back to normal. A business does not thrive 
without engaged employees and can move in a downward 
spiral resulting in lower revenues, lessened client satisfac-
tion, fewer clients and reduced opportunities for employees.

Therefore, boosting morale, which results in engaged em-
ployees, is fundamental to business success. The first step 
is to understand what is important to employees. Below is 
a list of conditions that all employees desire in varying de-
grees in their job:

 Control and autonomy
 Meaning and purpose
 Problem solving
 Continuous learning

Any actions you take as a leader should be focused on ap-
propriately providing these conditions. Boosting morale has 
become very challenging in the past year because all of us 
are impacted by the lack of control we have in the economy. 
We feel powerless over what has happened and how to fix it. 
When the economic downturn also impacts our company’s 
bottom line, some leaders may have a tendency to become 
more controlling, less inclined to delegate, and reduce their 
training budgets.

What can you do to build morale? Your own level of morale 
will drive that of your team, so start with a quick self-aware-
ness assessment.

Are	you	optimistic	about	the	future?
If you do not feel optimistic about the direction of your 
company or organization, you may sense that you are no 
longer aligned to the company’s strategic direction. What 
changes can you suggest to increase alignment? What plans 
can you put into place that will enable you to maintain your 
current level of business until the economy shifts? Find tan-
gible ways to develop plans with your team that can be im-
plemented to improve your success.

Are	you	inspiring	your	team?
This is more challenging to define as it is observable through 
the emotions you trigger with your team. Are you focused 
on getting everything right and therefore criticize others? 
Do you only share bad news? Or do you continually show 
appreciation for effort and initiative and show an interest in 
your employees’ professional development? Do you spend 
time providing guidance and coaching? Empowering your 
employees by allowing them to make decisions and solve 
problems is one way to inspire your team.

To complete your self-awareness assessment, look at the 
dominant themes of your interactions with the members of 
your team and ask yourself whether your morale is positive-
ly influencing your team or part of low morale.

Boosting morale during challenging times

Pamela	Wagner
Director of Employee Development
Terracon
Olathe, Kansas

Ask employees for suggestions. Employees are closer to the work and 
have great ideas for solutions that will increase productivity.
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Practical	ideas	to	boost	your	personal	morale
Before you focus on improving your team’s morale, make 
sure you are able to answer “Yes” to the questions above. 
There are numerous ways to increase your own personal mo-
rale and thereby your ability to motivate your team.

 Read more books on leadership. A practice among Ter-
racon’s management is to hold book discussions. The 
most popular book being discussed this year is Monday 
Morning Leadership by David Cottrell.

 Attend a management course focused on coaching, de-
veloping teams and communication. These seminars 
are motivating for you and provide tools to increase 
your people skills with your team.

 Learn about personality styles such as the Meyers-Briggs 
Type Indicator or DISC. This information can bring out 
the best in you and your team.

Practical	ideas	to	boost	morale	of	your	team
Now that you are ready to focus on your team, remember 
to integrate at least one of the four key conditions—control 
and autonomy, meaning and purpose, problem solving, and 
continuous learning—into each solution. Below are a few 
practical ideas to get started.

Host informal talks. Pull the team together to openly 
talk about what’s going on in the world and how it affects 
your business. Information will let employees know you 
trust them to share the company status. If possible, encour-
age employees to ask questions and provide suggestions.

Create client development contests. The goal of these 
contests/events is to find new client development opportu-
nities. By encouraging your team to focus on specific goals 
to impact the future, motivation can rise quickly as it di-
rectly relates to helping the company succeed.

Offer de-stressor activities. Look for distinctive ways 
that fit your team to convey the message that you care. For 
example, purchasing a barbecue grill allows employees to 
fire up the grill when they feel the need for a team lunch. 
Another idea is to have a monthly birthday celebration and 
cake for all employees.

Watch criticism, it will only increase stress. Make 
an extra effort to recognize those who are doing 
great. Employees will feel appreciated for the contribu-
tion they are making. Plus, recognition is not expensive. 
“Give praise when it is warranted,” said Robert Cords, 
P.E., Terracon’s national sector leader for Energy, Power 
Generation and Transmission. “You can’t be too liberal 
with your praise.”

Ask employees for suggestions. Create an e-mail sug-
gestion box for employees to submit ideas anonymously. 
Employees are closer to the work and have great ideas for 
solutions that will increase productivity.

Get to know your employees. You may find that you 
will need to utilize multiple approaches to increase motiva-
tion.

Being honest, truthful and having a listening ear will go far 
in your employees knowing you are doing all that you can 
for the office. Show your employees you value them and the 
work they do.

“If an employee has taken on new responsibilities or re-
ceived a new certification, you cannot wait until the econo-
my recovers to recognize these achievements,” said Maroun 
Moussallem, P.E., division manager, Terracon’s Rocky Moun-
tain Operating Group. “Even in a downturn economy, you 
must continue to recognize and reward your employees.”

Pamela Wagner can be reached at (913) 599-6886 or pjwagner@
terracon.com.

Host informal talks with your team to openly discuss what’s going on.

Order CustOm Bulk 
editOrial reprints

Custom reprints are available in quantities of 100 
or more and are printed on high-quality, gloss-
coated paper stock in black & white or full color. 
Custom reprints make great handouts at trade 
shows, and direct mail pieces.

Call	our	reprint	department	at		
(800)	259-0470	for	complete	details.
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“Our city used to have 
fleet operations and 
maintenance as part of 
the Public Works Depart-
ment until a City Man-

ager, several years ago, decided 
preference might be given to pub-
lic works vehicles over police and 
fire vehicles simply because it was 
part of that department. During 
these years we have experienced 
increased costs to maintain a 
separate department and with 
city revenues shrinking, the new 
City Manager has suggested mov-
ing it back into the Public Works 
Department as a division rather 
than a stand-alone department. 
Naturally, the Fleet Manager isn’t 
happy to lose his control and has 
tried to convince everyone that it 
is the norm for the functions to 
be in separate departments. He 
also says it keeps things more fair 
and ensures that Public Works 
doesn’t get any special privileges. 
Is this actually the case?”

If it were true it would not be 
for the reasons you’ve listed! 
I made a number of inquiries 
from APWA members about 

the issue and the response was over-
whelming shock that anyone would 
think a well-managed fleet operation 
would play favorites between depart-
ments. The role of fleet services is to 
provide high-quality maintenance of 
all vehicles with a specific plan devel-
oped to ensure that essential vehicles 
are provided essential services, wheth-
er they are police, fire, emergency ve-
hicles, or snowplows as required. Most 
fleet managers have such a plan in 
place and follow it carefully, regard-
less of where the fleet service is housed 
within city government.

“Has anyone had any 
success in organizing vol-
unteerism recruitment/
management at the city/
county level? We are try-

ing to find some way to replace 
the lost workers in our depart-
ment since we just can’t keep up 
with all the things we used to do, 
but are not sure how to go about 
seeking help.”

Many of our agencies have 
been using volunteer help 
for many years, some quite 
extensively and successfully. 

It seems to be a matter for really look-
ing at each area of your responsibility 
to determine what portion of the work 
could be performed by a volunteer, or 
by non-traditional volunteers. Think 
beyond just mowing and picking up 
litter. Some of our agencies regularly 
use community service workers and/
or prison inmate work crews for assist-
ing with recycling programs, planting 
flowers, mowing medians or public 
lots, cleaning stream beds and banks, 
and composting operations. Others in-
vite volunteers with a “green thumb” 
or a local garden club, to help with 
planting and pruning flower beds or 
ornamental trees and vegetation. Need 
help in the animal control kennels? 
Who better than dog and cat lovers? 
Maybe you need to stuff flyers in utili-
ty bills. Senior Centers often have folks 
who would cheerfully do this. Some 
agencies have set up a Volunteer Coor-
dinator who keeps track of the things 
that volunteers could do and solicits 
volunteers from the community to 
give back a little time to make things 
better. APWA has a very helpful pub-
lication titled Will Work for Free: What 
Volunteers Can Do for Public Works in 
the APWA Bookstore for more ideas.

“It’s happened again! A 
resident ran a red light 
and plowed into the 
back of one of our de-
partment vehicles. The 

reason: Talking on the cell phone. 
Our driver was perfectly in the 
clear but it took lots of time and 
manpower to complete the re-
ports and work out the payment 
for the damages. When is some-
one going to do something about 
people driving while talking or 
texting on cell phones? We have 
a policy against doing so, but the 
average citizen gets by with it 
and then causes us problems.”

Been there. Done that! Still 
have a dent to prove it! I un-
derstand that the Senate has 
begun an effort to take cell 

phones out of drivers’ hands by pro-
posing an initiative to ban using cell 
phones while driving which includes 
both incentives as well as penalties. 
Senators John D. Rockefeller IV (D-
WV) and Frank Lautenberg (D-NJ) 
are working together to push the ban 
which is aimed not only at ending 
texting while driving but to make it 
illegal to use a hand-held cell phone 
while at the wheel. Both Senators have 
been successful in initiating changes 
to transportation legislation so maybe 
there’s hope!

“With the ever-growing 
demand to reduce the 
city’s carbon footprint, 
how are agencies dealing 
with vehicle emissions, 

particularly for garbage trucks?”

Many agencies have begun 
retrofitting their garbage 
trucks with pollution controls 
that reduce the amount of 
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soot emissions by 0 percent. Allegheny 
County received a $1.2 million grant 
from the American Recovery and Re-
investment Act to use to reduce die-
sel vehicle emissions and improve air 
quality in the Pittsburgh and Philadel-
phia areas. Because of the many stops, 
idling and restarts in neighborhoods 
that diesel-powered school buses and 
garbage trucks make, these vehicles 
are big contributors to elevated levels 
of toxic, microscopic airborne particu-
lates, commonly called soot. In many 
cases the retrofit costs approximately 
$11,000.

The City of Richmond, Va., is preparing 
to solicit bids for an entirely new fleet 
of garbage trucks which will be built to 
specifications designed to reduce emis-
sions. Also included in their bid specs 
is for the successful bidder not only 
to agree to buy back all the trucks in-
cluded in the proposal but also to sell 
the City’s existing fleet. Cost analysis 
of the proposed replacement program 
shows a return on their investment 
within three years. Pretty impressive to 
replace the entire fleet at one time.

“I would like to find 
study materials that 
might help me in re-
viewing information in 

preparation of taking the Certi-
fied Public Infrastructure Inspec-
tor exam. Does APWA provide 
any training or information that 
might be helpful for me?”

As with any true Certifica-
tion, APWA does not “teach 
the test” for those wishing to 
sit for the exam. But all is not 

lost! There is a Study Guide available 
through the APWA Bookstore that you 
can use to review on your own. The 
publication is titled Construction Inspec-
tion: A Quick Course. This is a series of 
modules produced for self-study. You 
could review the individual modules 
and determine which you feel you 
might need to review and purchase 
only those you feel necessary for your 
success. If you are planning to take the 
CPII exam, you can actually find the 

Course Content outline on the web 
page at www.apwa.net/documents/
certification/content%20outline%20
Final.pdf which should provide you 
with the areas of content which will be 
included on the exam. Additional in-
formation about the certification and 
dates for the exams are posted in the 
same area. Good luck!

Please address all inquiries to: 
Ann Daniels
Director of Credentialing
APWA, 2345 Grand Blvd.,  
Suite 700
Kansas City, MO 64108-2625

Fax questions to: (816) 472-1610

E-mail: adaniels@apwa.net

Awards
Program

2010

APWA’s Awards 
Program recognizes 
individuals, groups and 

chapters for their outstanding 
contributions to the profession of 

public works. Some of the awards presented 
include Professional Manager of the Year 

Awards, Young Leader, Public Works Project of 
the Year, and Top Ten Public Works Leader of 

the Year, to name just a few. 

Each award is listed on the APWA 
website. Criteria and nomination 

forms for the 2010 Awards 
Program are now 

available online.

Nominations are due March 1, 2010! 
Visit www.apwa.net/awards10.

Nominate Your Award-Winners Today!
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to our contributing authors and advertisers for making 
2009 another great year for the APWA Reporter!

Thanks…
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Users can share thoughts through a blog, 
upload videos, share images of what they 
are doing, or just connect with others 
interested in public works. This site was 
custom designed to bring together anyone 
with a stake in public works, including the 
communities public works professionals 
serve. Join the more than 500 public works 
professionals who have already signed up 
on wearepublicworks.org.  
 
www.WeArePublicWorks.org 
 
Click “Sign Up” to get started.

APWA now has a presence on the premier 
social networking website! Become a “Fan” 
of APWA and follow all of the latest updates 
from the association. From upcoming events 
to the latest happenings in Washington, 
D.C., to action items from the association, 
you can keep up-to-date on everything 
APWA.  
 
Once you sign up, you can join networks 
organized by city, workplace, school, 
and region. Show your support of North 
America’s most respected public works 
organization. Users can add friends and keep 
in contact with colleagues all over the world, 
and update their profiles to keep friends 
up-to-date about current projects and plans. 
A great place to meet other professionals or 
just make friends.  
 
www.facebook.com - then search for 
American Public Works Association, 
and become a fan 
 
Click “Sign Up” to get started.

It’s all about staying in touch. Be a follower 
of all of the different APWA “tweets” 
including APWA Congress, APWA Snow 
Conference and The APWA Reporter. We’ll 
give you the latest updates and news – stay 
in-the-know year-round. Twitter allows users 
to send short messages to a group of people 
enabling coordination and information 
sharing in a whole new way. We’ll be adding 
new Twitter pages throughout the year, so 
check back with us often. Start following 
today!  
 
www.twitter.com/APWASnow 

www.twitter.com/APWACongress

www.twitter.com/TheAPWAReporter

Click “Sign Up Now” to get started.
 

These free online social networks help keep
your finger on the pulse of public works.

WEAREPUBLICWORKS



all new wR90-24 Hydra-Slide
This is a 90“wide packer 
with a 24” RH Side-shift.

THe all-new wR75-36 Series 3 walk ‘n’ Roll pack-
er/roller.  The unit is 75” wide and has a 36” Side-Shift    
and five (5) individual walking beams.  Single walking 
beams that prevent roll-over

wR90 Series 3 Oscillator walk ‘n’ Roll 
packer/roller shown working in alaska.  
The unit is mounted on a 60, 000 lb.16M 
Caterpillar Motor Grader.

• The unit slides on brass not plastic 
• Unlike dual spindle units that have three (3) walking 

beams it has six (6) individual walking beams that  
assures 100% compaction with no roll-over.

• The unit is available with R & L Side-shift with  
no need to switch the cylinder to the other side  
of the main frame. 

 distributed by...LyCox Enterprises, Inc.
We Have a Few Open Territories - Dealer Inquiries Welcomed

Call Toll Free 866-865-1936  • Fax 406-294-1936
For more information call or visit our website www.walknrollpackers.com

Walk ‘n’ Roll packer/roller
"King of the Grader Attached Compactors"

The Walk 'n' Roll is



You can search or post jobs directly from the 
APWA WorkZone homepage.

Now more than ever, WorkZone is the exclusive 
gateway to the most qualified candidates for 
public works positions. Posting is quicker and 
easier than ever, and your job openings will 
go online immediately—still giving you that 
competitive edge.

For an additional $250 and a simple click of a button, 
gain additional exposure for your position when you 
include your job opening in APWA’s Reporter magazine. 
APWA’s Reporter reaches more than 30,000 professionals 
monthly!

FOR EMPLOYERS:

APWA has launched WorkZone with
NEW features to make your job of
finding or posting a job more powerful.
Using the enhanced features on the site, you
can save your favorite jobs using your WorkZone
account, apply directly to any job on the website
by copying and pasting or uploading your résumé
and perform any number of administrative duties 
regarding your ad.

WorkZone is the exclusive site for employers to
connect with job seekers in a more personal way.
Check out the major upgrades and benefit from
the more powerful, more personal service.

Get the latest jobs & internships delivered to your
e-mail. Or find helpful tips and other information
to enhance career marketability all with the click
of a mouse.
 
Save My Jobs
Job Seekers can now sign onto their WorkZone account 
and retrieve all of their favorite jobs under the My Jobs 
page.

Apply Now
Using the Apply Now tool listed on each job 
advertisement, Job Seekers can send their résumés directly 
to the employer easier than ever. Simply choose to copy 
and paste your résumé or upload an existing file to send. 

Job searching on WorkZone is still free and you can still conduct 
targeted searches using keywords, job titles, and locations. You 
can even get a map of public works positions near you with our 
new map feature powered by Google®.

FOR JOB SEEKERS:

Log on to the website at
apwa.net/workzone.

NEW FEATURES:
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Please go to www.apwa.net/WorkZone for 
information on how to submit a position 
advertisement on the website and in the 
APWA Reporter.

Municipal Utilities Manager – Water
Redding, CA
Municipal Utilities Manager 
– Water, City of Redding, CA, 
$5,247–$8,410/month D.O.Q. 
plus excellent benefits package 
for employee and dependents, 
including employer-paid PERS 
retirement w/EPMC and sup-
plemental retirement equal to 
2.7%@55. The City of Redding is seek-
ing a dynamic professional to manage 
the day-to-day operation of the Water 
Utility, which operates two water treat-
ment plants and a distribution sys-
tem, including 550 miles of water line 
and 18 wells. Qualifications include a 
bachelor’s degree and seven years of 
related experience. For more informa-
tion, call our Job Hotline at (530) 225-
4069, download from our website at 
www.ci.redding.ca.us or pick up at the 
Personnel Department, 777 Cypress 
Avenue, Redding. Apply by 4:00 p.m., 
01/08/10. EOE/FAAE

Facilities and Fleet Director
Hillsboro, OR
This position directs all activities and 
operations of the City’s Capital Plan-
ning and Development Division, Fa-
cilities Maintenance Division, and 
Fleet Management Division, including 
supervision of all departmental person-
nel; performs directly related work as 
required. Bachelor’s degree in business 
administration, public administration, 
or a closely-related field; extensive ex-
perience in construction management, 
fleet management, and facilities main-
tenance; and considerable supervisory 
experience; or any combination of ex-
perience and training which provides 
the equivalent scope of knowledge, 
skills, and abilities necessary to per-
form the work. Possession of a valid 
State Driver’s License and a safe driv-
ing record and certified by the State of 

Oregon in specified functional area(s) 
of assignment. Application Deadline: 
November 20, 2009. Additional in-
formation and application packet are 
available at 150 E. Main Street, Second 
Floor, Hillsboro, OR 97123, or by call-
ing (503) 681-6455. [TTY (503) 681-
6284]. Must submit required forms to 
the Human Resources Department by 
5:00 p.m. of the closing date. Equal 
Opportunity Employer. Qualified mi-
norities and persons with disabilities 
are encouraged to apply. Find general 
information about the City and the 
employment application packet at 
www.ci.hillsboro.or.us.

Highway Superintendent
Northampton, MA
Administers and supervises approxi-
mately 35 employees of the Highway 
Division through Working Foremen of 
the Streets, Sewer and Drain, Parks and 
Cemetery and Fleet Maintenance Divi-
sions. Responsible for the City’s snow 
plowing, sanding and snow removal 
operations. Associate’s degree in civil 
engineering or related field desirable; 
bachelor’s degree in civil engineering 
or related education highly desirable; 
four years experience as a proven man-
ager engaged in the maintenance and/
or repair of highway or street projects; 
experience with snow fighting opera-
tions required; or any equivalent com-
bination of education and experience. 
Skill in operating a personal computer 
utilizing a variety of software and op-
erating systems/applications. Working 
knowledge of Microsoft Office Suite™ 
and essential Windows™-based com-
puter skills. Massachusetts Class B CDL 
driver’s license with air brake endorse-
ment desirable; Hoisting Engineer’s 
2B license desirable. Anticipated Start-
ing Date: February 1, 2010. Contact: 
Human Resources, 240 Main Street, 
Northampton, MA 01060 413-587-
1245 or visit www.northamptonma.
gov/HR for application and complete 
job description. For more information 
about our wonderful city visit: www.
northamptonma.gov/aboutNorthamp 
ton/Visitors/.Miami Beach, FL 33139.

    Hydrologic & Hydraulic Studies 
  

     Wastewater 
     Treatment Facilities 

Water Supply
Systems 

www.dannenbaum.com

Engineers
Planners Surveyors

DANNENBAUM

FT WORTH  817.763.8883

AUSTIN  512.345.8505
HOUSTON  713.520.9570

DALLAS   972.239.2002 
McALLEN     956.682.3677

Professional	Directory

.25
¢

CRACK SEAL
for as little as

per square yard

™

www.crafco.com
1.800.528.8242

Contact Crafco or representative for more information.  your authorized 
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Urban Street 
Trees
January 7, 2010

Succession Planning—
Growing Your Own 
Director
February 18, 2010

Visit:	www.apwa.net/education

Call:	800-848-APWA

Register Today!
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Truncated Domes for wheelchair 
ramps and ADA compliance

Retrofit Mats, Tiles and Cast in 
Place systems for new construction

Industry Leader 

www.AlertMat.com • (877) 232-6287

PAH

Your Resource For:
l  Asphalt Preservation
l  Ice Prevention
l  Environmentally Sound Practices

Your Resource For:
l  Asphalt Preservation
l  Ice Prevention
l  Environmentally Sound Practices

Call: (800) 747-8567

www.geeasphalt.net

Safe & Dependable

Automatic & Semi Automatic
Tarp Systems

Simply The Best!
(800) 368-3075
www.pulltarps.com

Tough Times? Tight Budget?
Get the most for your money - get PubWorks!
Effective, affordable & powerful.
Software unmatched for value.
www.PubWorks.com     888.920.0380
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Manhole adjustment problems?

Need Help?
We Have Solutions!

www.manholeriser.com

ADJUSTABLE
RISER CO. INC.

641-672-2356	•	1-800-785-2526
Fax: 641-672-1038
Oskaloosa, Iowa

TM

IN HALF THE TIME

Metal Forms Corporation • www.metalforms.com
Phone: 414-964-4550 • Fax: 414-964-4503

Cut concrete forming time in half 
with Poly Meta Forms®. This 

revolutionary system out 
performs wood hands 

down. Ask about 
our “Sidewalk 
Construction Kit” 
designed for 
Public Works 
Crews.

(816) 333-9400 • busdev@burnsmcd.com

Engineering and 
Construction
Services for 
Municipalities

A World Leader in Landscape Architecture

Landscape Architecture • Planning 
Urban Design

www.swagroup.com

John Bosman, AIA, ALA, LEED AP
(847) 395-6800

Public Works
Construction Management Specialists 

(858) 560-1468  •  (800) 983-7445  •  www.esgil.com

●	Full-service plan reviews since 1979
●	Licensed, professional engineers;  

all ICC certified
●	Building, Plumbing, Mechanical,  

Electrical & Fire Codes
●	Disabled access, energy  

conservation and green regulations
●	City halls, jails, police, fire, schools, performing arts
●	Fast, efficient service – tailored to your community’s needs

In PartnErshIP wIth GovErnMEnt 
For BuILDInG saFEty

SE
RV

ING CALIFORNIA

BUILDING OFFICIA

LS

30 Years

BUILDING SAFETY 
PLAN REVIEW SERVICES

0274_APWA_Reporter.indd   1 6/2/09   10:58:32 AM

800.424.9144   www.willdan.com

n Building and Safety n Civil Engineering 
n Construction Management 

n Landscape Architecture 
n Municipal Services n Planning
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UPCOMING	APWA	EVENTS
International Public Works Congress & Exposition
2010 Aug. 15-18 Boston, MA
2011 Sept. 18-21 Denver, CO
2012 Sept. 9-12 Indianapolis, IN
2013 Aug. 25-28 Chicago, IL
2014 Aug. 17-20 Toronto, ON

For more information, contact Dana Priddy at (800) 848-APWA or send  
e-mail to dpriddy@apwa.net.

North American Snow Conference
2010 Apr. 18-21 Omaha, NE
2011 Apr. 10-13 Spokane, WA

For more information, contact Brenda Shaver at (800) 848-APWA or send  
e-mail to bshaver@apwa.net.

National Public Works Week: May 16-22, 2010
Always the third full week in May. For more information, contact Jon
Dilley at (800) 848-APWA or send e-mail to jdilley@apwa.net.

DECEMBER	2009
2-4 Irrigation Association, Irrigation Show 2009, San Antonio, TX,  
 www.irrigation.org

3 APWA: Click, Listen & Learn, “Asphalt Pavement  
 Preservation,” (800) 848-APWA (2792), www.apwa.net

5-7 American Sports Builders Association, ASBA Technical Meeting,  
 Ponte Vedra Beach, FL, (866) 501-2722 or www.sportsbuilders.org

7-11 Urban and Regional Information Systems Association, URISA  
 Leadership Academy, Seattle, WA, www.urisa.org

8 Water Environment Research Foundation, WERF 5th Annual  
 Research Forum, www.werf.org

8-9 52nd Annual Missouri S&T Asphalt Conference, Missouri University
 of Science and Technology, Rolla, MO, (573) 341-4487; dnr@mst.edu

17 APWA: Click, Listen & Learn, “Understanding Your 
 Agency’s Carbon Footprint,” www.apwa.net

JANUARY	2010
7 APWA: Click, Listen & Learn, “Urban Street Trees,” (800)  
 848-APWA, www.apwa.net

10-14 Transportation Research Board, 89th Annual Meeting, Washington,  
 DC, www.trb.org

17-21 National Asphalt Pavement Association, 55th Annual Meeting,  
 Maui, HI, www.hotmix.org

19-21 Underground Construction Technology, International Conference &  
 Exhibition, Tampa, FL, www.uctonline.com

24-27 U.S. Composting Council, 18th Annual Conference & Exhibition,  
 Orlando, FL, www.compostingcouncil.org

26-28 International Right of Way Association, 2010 Federal Agency  
 Update, Las Vegas, NV, www.irwaonline.org

28-29 2010 Midwest Organic Lawn Care & Landscaping Conference,  
 Madison, WI, www.organiclawnconference.com

When you contact an advertiser regarding a product, please tell them you saw their ad in the APWA Reporter. Thanks! – The Editor

Legend: IFC = Inside Front Cover; IBC = Inside Back Cover; BC = Back Cover
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March 9 – 12 • America’s Center • St. Louis, MO

RegisteR Now!
Visit www.ntea.com or call 1-800-441-NTEA (6832)

North America’s Largest Work Truck Event

500,000 square feet of vocational trucks and equipment

More than 40 intensive programs on upfitting,  
spec’ writing and fleet productivity

Newest products and technical engineering support 
from more than 400 exhibitors

Produced by

Keynote Speaker:
William Shatner
Emmy Award-winning Actor
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Intensive program 
on green initiatives for 

work trucks

Real-world 
deployment, 

data & analysis

MaRch 9 &
MaRch 10
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Call 1-888-288-1386 today to find out how you 
can improve your fleet efficiency. 

Visit www.esri.com/fleet.

Copyright © 2009 ESRI. All rights reserved. The ESRI globe logo, ESRI, ArcLogistics, ESRI—The GIS Company, @esri.com, and www.esri.com are trademarks, or registered trademarks, or service marks of ESRI in the 
United States, the European Community, or certain other jurisdictions. Other companies and products mentioned herein may be trademarks of their respective trademark owners.

Cut Fleet Costs 15–30% and Improve Service with GIS

ESRI—� e GIS Com pa ny™

1-888-288-1386
info@esri.com
www.esri.com/fleet

Use ESRI ArcLogistics™ to create vehicle routes and mobile 
workforce schedules that consider time, cost, worker/vehicle 
specialty, and actual street network drive-times. 

ArcLogistics combines proven geographic information 
system (GIS) technology with high-quality street data 
to create a routing and scheduling solution that builds 
optimized vehicle routes and provides turn-by-turn directions.

ArcLogistics is affordable, easy to implement, and requires 
minimal training. 

Create more efficient inspector territories with  
balanced workloads.

Increase daily productivity while using fewer vehicles. 

Use less fuel and reduce carbon emissions. 

Quickly audit mileage and accurately monitor  
work activity.

ESRI is the market leader in providing geographic information 
system solutions to organizations around the world.

GIS Improves the Productivity 
and Efficiency of Your Government 
Fleet Operations

Create dispatcher summary reports, route overview maps, street-level 
directions, route manifests, and more.

M
ake Your 

Organization Greener
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