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hether you are setting or 
influencing policy, work-
ing in the field, speak-
ing to your city council, 

presenting a proposal to a future client 
or addressing customer service concerns, 
you are a public works leader. Over the 
years, APWA has played an important role 
in the development and recognition of 
public works leaders. This year’s Congress 
brought great excitement as we launched 
the new APWA Donald C. Stone Center 
for Leadership Excellence in Public Works 
(DCS Center) that will drive APWA’s ef-
forts to prepare public works professionals 
in leadership and management to a new 
level. The integrated approach that APWA 
has taken to transform public works pro-
fessionals into twenty-first-century lead-
ers offers “something for everyone.”

In looking at the future needs of public 
works professionals, the APWA Board of 
Directors discussed the multiple paths 
that individuals take as they move 
through their career choices within pub-
lic works: some elected to be in leadership 
roles; others selected to be specialists 
within an area of public works. Some 
public works directors started as engi-
neers, others as administrative assistants; 
some worked their way up starting as 
field staff, and others came to the posi-
tion after having completed their master’s 
degrees in public administration. It is im-
portant that all public works professionals 
find a professional development program, 
a career path, within APWA that fits their 
particular interests, talents, experiences 
and education.

The Board convened the Education and 
Certification Task Force (ECTF) to discuss 
the professional development needs of 
the Association. After lengthy discussions, 
they concluded that APWA needed an 
integrated program. The ECTF convened 

the Comprehensive Professional De-
velopment Group (CPDG) to develop 
an education and certification strategic 
plan. Again, after lengthy discussions, 
the Professional Development and Cre-
dentialing Strategic Plan was submitted 
to the Board of Directors on January 
21, 2011. The Board then requested 
that the Professional Development 
staff develop an implementation plan.

Through the leadership of many 
dedicated professionals, the seed for 
the DCS Center germinated and took 
hold as an inaugurated entity at Con-
gress this year in Denver. A total of 
96 APWA Public Works Leadership 
Fellows (PWLF) proudly walked across 
the stage and accepted their certifi-
cates and pins as inaugural mentors. 
Dr. Don Stone, Jr., led the audience 
through an introspective look at his 
father’s values and character. Don’s 
speech clearly tied APWA’s history with 
its future.

I believe we should highlight the suc-
cessful leadership and management 
programs that helped bring us to this 
point in our history. These programs 
will continue to grow and flourish 
within the DCS Center.

Public Works Institutes – In 2004, 
APWA released a national template 
that chapters could follow to create a 
Public Works Institute. The institutes 
were designed to address the supervi-
sory and management needs of current 
first-line supervisors and up, and those 
individuals aspiring to be better lead-
ers and supervisors. Thirteen chapters 
have successfully received national 
approval for their institutes and have 
graduated hundreds of public works 
supervisors and managers into our 
workforce. Interest from additional 
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chapters continues to grow and will be-
come even more significant as the insti-
tutes are integrated into Levels 1 and 2 of 
the Leadership and Management Career 
Path within the DCS Center.

Emerging Leaders Academy – Last 
month the 16 new members of Class V 
of the Emerging Leaders Academy were 
announced. After five years, the Academy 
continues to be successful with almost 
100 individuals going through the year-
long program that offers intensive leader-
ship and management training. Many of 
these emerging leaders have gone on to 
serve on national committees, have pro-
vided substantial input into new APWA 
initiatives such as our social media net-
work, and have been promoted or moved 
to new employment opportunities in the 
public works profession.

Leadership in Changing Times – 
APWA partners with Ian Hill, award-win-
ning public sector advocate, for a series 
of online leadership trainings targeted to 
public works professionals in three tracks: 
director, emerging leader, and front-line 
staff. These tracks offer something for ev-
ery member of your department that will 

teach new skills for success in today’s rap-
idly changing world. Agencies are able to 
bring together their entire staff to partici-
pate in the training at one low cost. New 
classes will be available this winter.

Certification Programs – The Certified 
Public Fleet Professional (CPFP), Certi-
fied Public Infrastructure Inspector (CPII) 
and Certified Stormwater Manager (CSM) 
programs continue to grow with over 350 
certifications presented. The certification 
programs will become an integrated part 
of the Operator & Technician Specialty 
Track of the Donald C. Stone Center to be 
launched in 2013. We plan to work with 
new alliances to identify more certifica-
tion opportunities for our members in 
public works technical areas.

Graduate Studies – The University of 
Nebraska at Omaha (UNO) and Norwich 
University have teamed up with APWA 
to offer graduate study opportunities 
designed specifically for public works 
professionals. We are hoping to add an 
online university or college in Canada. 
Finally, APWA is working on establishing 
like partnerships starting at the com-
munity college level through bachelor’s 

degree programs as pipeline programs to 
the online graduate programs.

Needless to say, our partnerships with 
APWA chapters, government agencies, 
professional associations and higher 
learning institutions will play an impor-
tant role in integrating programs into 
the overall DCS Center’s programs. With 
those connections, the Donald C. Stone 
Center will further increase its capacity 
to offer “something for everyone” and 
give you more options as you plan your 
and your staff’s overall career goals and 
professional development. Check out the 
website to get more information.

This issue of the Reporter highlights dif-
ferent aspects of leadership and manage-
ment—something that will continue to 
be highlighted during my year as presi-
dent. I encourage you to embrace the 
changes occurring with the DCS Center 
and to participate in this groundbreaking 
effort to enhance public works as a pro-
fession and take us into the future.

Follow President Linderman’s blog at 
 http://apwapresident.wordpress.com.
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he Federal Highway Ad-
ministration (FHWA) in late 
August published a Notice 
of Proposed Amendments, 

proposing to revise Table I-2 in the 
Introduction of the 2009 Manual 
on Uniform Traffic Control Devices 
(MUTCD) to eliminate, extend or 
otherwise revise most of the target 
compliance dates for upgrading ex-
isting traffic control devices in the 
field that do not meet the current 
MUTCD standards. The MUTCD is 
a compilation of national standards 
for all pavement markings, street 
signs and traffic signals.

Of the 58 items for which target 
compliance dates are currently listed, 
FHWA proposed eliminating alto-
gether the compliance dates for eight 
that have already expired and 38 
that have future compliance dates, 
and to extend and/or revise the dates 
for four items. FHWA is expected to 
issue a final rule on the proposed 
amendments but has not yet an-
nounced a date.

Among the proposed changes, FHWA 
proposed revising the January 22, 

2012 target compliance date that was 
established in 2007 for a provision 
that requires agencies to implement 
an assessment or management meth-
od designed to maintain sign retrore-
flectivity at or above the established 
minimum levels. This compliance 
date does not require any signs to be 
replaced by a given date. It requires 
highway agencies to implement an 
assessment or management method 
for maintaining sign retroreflectivity 
by the compliance date. The compli-
ance date for this requirement would 
be extended to a date two years after 
the effective date of the final rule 
for this proposed revision of the 
MUTCD.

Additionally, FHWA proposed mak-
ing the new compliance date apply 
only to implementing an assessment 
or management method for regula-
tory and warning signs. The require-
ment in the MUTCD language to 
implement a method for all types of 
signs would remain, but there would 
not be a specific target compliance 
date for required implementation 
of the method for signs other than 
regulatory and warning signs. 

FHWA also proposed eliminating 
the two existing target compliance 
dates for replacement of signs that 
are identified using the assessment 
or management method as failing 
to meet the established minimum 
retroreflectivity levels. The January 
22, 2015 date for regulatory, warn-
ing, and post-mounted guide (except 
street name) signs and the January 
22, 2018 date for street name signs 
and overhead guide signs would 
both be eliminated. Without specific 
compliance dates for these items, 
agencies will still need to replace any 
sign they identify as not meeting the 
established minimum retroreflectiv-
ity levels.

FHWA has retained twelve deadlines 
for sign upgrades that are critical to 
public safety. These include installing 
“ONE WAY” signs at intersections 
with divided highways or one-way 
streets and requiring STOP or YIELD 
signs to be added at all railroad cross-
ings that do not have train-activated 
automatic gates or flashing lights.

The revisions to Table I-2 can be 
found at http://mutcd.fhwa.dot.gov/.

FHWA proposes eliminating dozens of traffic 
control compliance date deadlines

“Sustainable development is a dynamic process 
which enables all people to realize their potential, 
and to improve their quality of life, in ways which 
simultaneously protect and enhance Earth’s life 
support systems.”

– Forum for the Future Annual Report 
(2000)
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there with dynamic keynote speakers 
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choose from. You’ll come away with 
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APWA Website: www.apwa.net/snow.
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keeps getting better, and you should be 
a part of it!

Many activities are planned on the 
exhibit floor to draw customers to your 
booth!
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ensures you of quality leads – customers 
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You can even increase your visibility at 
the show with distinctive sponsorships.

To exhibit, contact:
Diana Forbes
816-595-5242
dforbes@apwa.net

North American Snow Conference
The Premiere Event in Snow & Ice Management

April 29 - May 2, 2012 | Milwaukee, Wisconsin
Frontier Airlines Convention Center | Hosted by the APWA Wisconsin Chapter | www.apwa.net/snow

Two Ways to Be a Part
of the Show For Snow!

The Show For Snow!
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  recently attended a conference 
for association professionals 
where Harrison Coerver presented 
strategies to change associations 

from surviving into thriving. These 
strategies are based on his book, Race 
for Relevance: 5 Radical Changes for As-
sociations. Harrison highlighted the 
fact that most associations offer too 
many products and services to their 
members. In offering so many services 
many associations lose focus on their 
mission and meeting their members’ 
most basic needs.

As I sat in this session a memory of 
the Leadership and Management 
Committee’s recent meeting in Denver 
instantly flashed in my mind. An an-
nual task of the committee is to review 
the previous year’s business plan and 
make any changes or additions for the 
new year. As members of the commit-
tee struggled through the multiple-
page document the question they 
kept coming back to was—what does 
this all mean? What progressed was a 
dynamic discussion that ended with 
committee members deciding to bring 
the committee back to their roots and 
really focus on their mission: To pro-
mote strategies that provide effec-
tive leadership and management 
for the delivery of public works 
services for our communities.

With this realization the committee 
quickly focused on those items includ-
ed in the business plan that met their 
mission. Over the next year the com-
mittee has put into place strategies 
and goals to bring their focus back to 
providing members with Strategies for 
Effective Leadership and Management.

The committee spent considerable 
time at their meeting narrowing the 
mission for each of their subcommit-
tees so that they were more focused 
on reaching the overarching mission 
of the committee. In addition, they 
will be reaching out to APWA mem-
bers that are not currently serving 
on the Leadership and Management 
Committee and asking them to par-
ticipate on these subcommittees. This 
will provide the committee with input 
from various groups of members and 
a fresh outlook that will better reflect 
the diverse group of individuals enter-
ing the profession.

The Leadership and Management Sub-
committees include:

Standards for Leadership Sub-
committee – The subcommittee has 
identified a set of leadership traits that 
will be the basis for a series of articles 
to be published starting in the April 

2012 Reporter issue after the commit-
tee’s very successful “Road to Excel-
lence” series is completed.

Future Public Works Leaders 
Subcommittee – The subcommittee 
has been charged with a new “Rec-
ognize Your Leaders” series to appear 
monthly in the APWA Reporter. The 
series will focus on leadership stories 
in public works. The subcommittee 
will be responsible for reviewing and 
selecting submissions to appear in the 
Reporter each month. Each story will 
highlight a specific leadership trait as 
identified by the Standards for Leader-
ship Subcommittee. A full description 
of this new series can be found on 
page 32 in this issue of the Reporter.

Trends & Challenges Subcom-
mittee – The subcommittee has been 
charged with identifying and discuss-
ing a new trend or challenge each 
month. The subcommittee will iden-
tify a new area each month, research 
the area and then meet by confer-
ence call to discuss. Outcomes of the 
monthly discussions could produce 
Reporter articles, Click, Listen & Learns 
(CLLs), curriculum for the new APWA 
Donald C. Stone Center for Leadership 
Excellence in Public Works, or other 
programs and products as warranted.

Leadership and Management Committee: 
Going back to its roots
Becky	Stein,	CAE
Certification Manager
American Public Works Association
Kansas City, Missouri

“If you reject the food, ignore the customs,  
fear the religion, and avoid the people, you might 
better stay home. You are like the pebble thrown 

into water; you become wet on the surface  
but you are never part of the water.”

— American novelist James A. Michener 
(1907-1997) on Spain
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Publications Subcommittee – 
The subcommittee will be charged 
with the annual Leadership and 
Management issue of the Reporter, 
infoNOW postings, and other publica-
tions as identified throughout the year.

In addition to the work of the sub-
committees, the committee will con-
tinue to provide their leadership and 
management subject matter expertise 
to the APWA Donald C. Stone Center 
for Leadership Excellence in Public 
Works, the Center for Sustainability, 
sessions at the 2012 Congress and 
CLLs. The committee will also contin-
ue to provide support as needed to the 
Public Works Institutes and Emerging 
Leaders Academy.

I left Congress feeling a renewed ener-
gy with this committee and anticipa-
tion of a very exciting and rewarding 
year working with them. That feeling 
was present again as I sat at the as-
sociation conference recently and I 
came to the realization that the Lead-
ership and Management Committee 
was doing exactly what the speaker 
recommended and leading the way 
for radical changes by managing the 
committee’s efforts to provide more 
focused services for our members. If 
you have an interest in participating 
in one of the subcommittees, please e-
mail me (bstein@apwa.net). I encour-
age all of you to keep an eye out for 
this committee and their work over 
the next year!

Nominations	for	national	APWA	appointment

Men make history and not the other way around. In periods where there is no 
leadership, society stands still. Progress occurs when courageous, skillful leaders  
seize the opportunity to change things for the better. – Harry S. Truman

APWA is soliciting nominations for appointments to national offices for 
the August 2012–August 2013 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/nominations 
or from Cindy Long at National Headquarters, clong@apwa.net or (800) 848-
APWA, ext. 5220. A brief bio must be completed online or through hard copy. 
Nominations must arrive at headquarters by close of business April 2, 2012.

Membership	Dues

Beginning January 1, 2012, new membership dues rates will go into effect. 
The new rates are now posted online under the Member Tools section of 
www2.apwa.net/MembersOnly. These rates will be effective for new members 
joining after January 1, 2012 and for renewal of any memberships which 
expire after January 1, 2012.

Now that you have been featured 
in the APWA Reporter, why 
not leverage this opportunity to 
promote your product or service 
with custom reprints?

Call our reprint department 
at (800) 259-0470 for 
complete details.

Order CustOm Bulk 
editOrial reprints
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he APWA Donald C. Stone 
Center for Leadership Excel-
lence in Public Works (DCS 
Center) is a system of career 

paths specifically designed to provide 
educational, training and credential-
ing opportunities for public works 
professionals. The Public Works Insti-
tutes play an essential role in provid-
ing educational experiences to fulfill 
requirements toward attaining the 
Public Works Supervisor (PWS) and 
Public Works Manager (PWM) desig-
nations.

The Public Works Institutes have 
a rich history of success and con-
tinuous improvement. The institute 
model was designed to address the 
professional development needs of 
individuals aspiring to be better lead-
ers and supervisors. Previous staff and 
Technical Committee efforts provided 
much of the groundwork for the pres-
ent institute program. They conduct-
ed an education needs assessment, 
and identified competencies required 
to be an effective public works leader. 
This foundation of knowledge was 
further enhanced by the efforts of 
the Public Works Institute Task Force 
established in 2004 that included a 
comprehensive review and analysis of 
the course offerings of similar current 
institute programs offered by various 
APWA chapters.

There are currently 13 chapter insti-
tutes providing a wide range of op-
tions for member convenience:

• Arizona Public Works Institute

• Florida Public Works Institute

• Georgia Certificate of Public 
Works Management

• Illinois Public Service Institute

• Iowa Public Employees 
Leadership Institute

• Michigan Public Service Institute

• Minnesota Public Works 
Institute

• Mississippi Public Works 
Leadership Institute

• Northern California Public 
Works Institute

• Northwest Public Works 
Institute

• Sacramento Public Works 
Management Institute

• Southern California Public 
Works Institute

• Wisconsin Public Works 
Management Institute

Some institutes are offered through 
colleges and universities, some are 
managed by the chapter, and two 
institutes are offered online. More 
information can be found in the in-
stitute section of the APWA website at 
www.apwa.net.

Each chapter has developed the mod-
el that best fits the needs of the pub-
lic works professionals in their area. 
The basic institute template covers 10 
core areas of study and addresses 60 
specific topics. Adaptability and flex-
ibility to accommodate regional and 
cultural needs were a priority for the 
2004 Task Force. Therefore, the chap-
ters tailor the 10 core areas of study 

and provide a minimum of 90 edu-
cational classroom contact hours of 
instruction to fit their specific needs. 

The 10 core areas include:

• Supervisory techniques and skills

• Basic management skills

• Communications skills

• Leadership skills

• Community service/customer 
orientation skills

• Legal understanding

• Fundamentals of government

• Finance

• Resource management skills

• Public works operations

It has been nearly ten years since 
the first institutes were approved 
and their success is obvious in the 
many candidates who have received 
certificates and benefited from the 
learning experience and networking. 
As the Board of Directors contem-
plated the state of public works as a 
career choice, they recognized the 
important role that the institutes play 
in preparing leaders to effectively 
meet the challenges of leading in the 
twenty-first century. As we enter the 
next era in local, regional, national 
and global public works, the role of 
all our educational, training, instruc-
tional and professional development 
organizations is to anticipate needs 
and meet the challenges.

A group of experienced leaders 
representing the Georgia, Illinois, 
Michigan, Northern California and 
Northwest Institutes are currently 

Chapter Institutes central to DCS Center

Becky	Stein, CAE, Certification Manager, and 
Mabel	Tinjacá, Ph.D., Director of Professional Development, 
American Public Works Association, Kansas City, Missouri
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documenting their many years lead-
ing and improving the institutes. The 
outcome of their work will become a 
“best practices” manual and will be 
available to all APWA chapters wheth-
er they currently offer an institute 
program or are interested in starting 
one. The manual will also be used by 
the APWA Institute Strategic Review 
Committee (ISRC) chaired by John 
Lawlor, with members Mike Eastling 
and Dan Boss, as a source document 
to establish quality standards for the 
institutes.

With the launch of the DCS Center, 
the institutes’ central role is further 
enhanced. There will be three types 
of institutes:

• Level 1 Public Works Supervisor 
(PWS) program will have a 40-

hour program, initially offered 
by APWA as an online program 
beginning January 2012, but 
will also be offered by several 
APWA chapter institutes as face-
to-face programs.

• Level 2 Public Works Manager 
(PWM) program will require 
completion of the 90-hour PWM 
Institute offered as a face-to-face 
course at several chapters.

• A third institute, the Public 
Works Executive Institute, will 
be an online graduate school 
level program currently offered 
by the University of Nebraska 
and Norwich University. This 
program provides 18 graduate 
credit hours to fulfill the entry 

requirements into the Public 
Works Executive (PWE) pro-
gram, for those students who 
do not have graduate credits. 
The DCS Center accepts gradu-
ate credits from most graduate 
programs.

It is an exciting time for APWA chap-
ters; together we can reach the new 
standard of providing members with 
the best adult education and profes-
sional development opportunities 
around and be proud when other as-
sociations follow our lead.

Becky Stein can be reached at (816) 595-
5212 or bstein@apwa.net; and Mabel 
Tinjacá can be reached at (816) 595-
5214 or mtinjaca@apwa.net.
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 remember a man named Mr. Hop-
per from the early 1960s when I 
was growing up. Mr. Hopper was 
in the public works department 

in the small village where I grew up. I 
didn’t know there were public works 
departments back then, but we would 
see him in the summer with his or-
ange truck with a few other workers 
as they shoveled some asphalt into a 
pothole. They would then drive over 
it with the truck wheels and move 
on to something that was broken. 
Other days he might be fixing a miss-
ing sign or driving a tank truck down 
gravel roads dumping used oil—yes, 
they used to do those kinds of things. 
Mostly I remember Mr. Hopper be-
cause he was there reacting to a flood, 
blizzard, road failure or other things 
that affected our lives.

Years later, when I was working as a 
resident engineer in a small town in 
western Colorado, the public works 
director also had to be a licensed water 
treatment plant operator, along with 
having the ability to operate a back-
hoe and snowplow. While the level 
of training and experience needed to 
maintain public infrastructure had 
increased, it was still mostly dealing 
with things that had failed.

Modern street department employees 
must be proficient with mobile GPS 
data collection, wireless smart pad 
work orders, computer deicer applica-
tions, retroreflectometers, GPR pave-
ment assessment, and much more.

The point is that things have changed. 
Back in Mr. Hopper’s day it was three 
men, a truck and mostly hard labor. 
The notion of a street worker being a 

professional in public works did not 
exist—they just reacted to failures. 
Those days are over. Crises and failures 
to critical infrastructure over the years 
have changed our mission from reac-
tive to preventive. This is critical for 
the health and economic welfare of 
our communities. Past failures taught 
us that waiting for something to fail 
and then responding is not acceptable. 
Today Mr. Hopper would be expected 
to do much more than just fix things 
that break. Modern public works 
departments are not repair depart-
ments—they are expected to maintain 
infrastructure so it doesn’t fail.

The APWA Donald C. Stone Center for 
Leadership Excellence in Public Works 
was conceived to move our profession 
from Mr. Hopper’s reactive mode to 
a new paradigm where we anticipate, 
manage and avoid. This mindset must 
be a part of everyone in public works. 
In a word, it is professionalism. The 
goal behind the initiation of the Cen-
ter is to bring professionalism to all 
areas and levels of public works.

The Center has three career paths and 
a degree track that will provide the op-
portunity to receive professional des-
ignations for all areas in public works. 
The paths include Professional Career 
Path, Technical Specialty Career Path 
and Leadership and Management. The 
degree path has two online gradu-
ate degree programs: the University 
of Nebraska-Omaha and Norwich 
University. APWA will be approach-
ing colleges and universities currently 
working with our Chapter Institutes to 
establish a sequenced academic track 
and approaching other educational 
organizations as well.

The Professional Career Path is de-
signed for engineers, scientists, plan-
ners and consultants who work in 
public works. The program will have 
two levels of professional recognition, 
Technical Scholar and Master Scholar. 
Within this career path there will be 
APWA certifications such as Certified 
Stormwater Manager, Certified Public 
Fleet Manager and Certified Public In-
frastructure Inspector.

The next opportunity is the Technical 
Specialty Career Path. This will have 
three levels of certification: Operator 
& Technician Specialist I, II and III/
Manager. These levels will be based on 
technical achievement, but in the con-
text of providing public infrastructure.

Leadership and Management will have 
four levels: Public Works Supervisor, 
Manager, Executive and Leadership 
Fellow. This path is designed to de-
velop the future generations of Public 
Works Leaders.

Finally, the Degree Program is de-
signed to take the traditional degree 
programs in engineering and science 
areas and emphasize how they apply 
to public works and infrastructure. 
The goal is to have graduates under-
stand design, construction and main-
tenance of public infrastructure as well 
as think of public works as a career 
path as early as high school.

The first class of Leadership Fellows 
was recognized in September at the 
APWA Congress in Denver. They will 
be tasked to mentor the next genera-
tion of public works leaders. APWA 
staff, along with the new Professional 
Development Committee, the Leader-

Why do you need to embrace the 
Donald C. Stone Center?
Dan	Hartman
Public Works Director
City of Golden, Colorado
Chair, APWA Leadership and Management Committee
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ship and Management Committee, the 
Leadership Fellows and partner profes-
sional organizations, will be working 
this year to further all areas of the 
Donald C. Stone Center. The Leader-
ship and Management Committee will 
be assisting APWA staff in the develop-
ment of the levels 1 & 2 Leadership 
and Management curriculum. The 
goal is to have both levels ready by 
the 2012 Congress in Anaheim.

It is important that everyone who is 
asked to provide input into the Center 
through their subject matter expertise 
or through mentoring get involved. 
It is also vitally important that wher-
ever we are in our public works career 
that we get involved. If you are new 
to the field then sign up to get a level 
1 or 2 Leadership and Management 
certification. If you are a technician 
then make the commitment to receive 
level I, II or III certification. If you 
are a manager then make it a priority 

to have the most professional work 
group in the country. Finally, if you 
are an experienced, long-serving pub-
lic works veteran, then it is time to 
stand up and lead your department 
and its individuals to achieve profes-
sional designations.

The job that public works profession-
als do is one of the hardest; how many 
others are asked to leave family and 
home on a holiday to repair a line so 
citizens and firefighters have water? 
The irony is the better we perform, the 
less we are noticed. When the game is 
on the line and a player hits the last-
second shot or someone scores the 
touchdown completing the stunning 
comeback, they are rewarded with sig-
nificant instant positive feedback. We 
don’t get that when the fire is put out 
because the hydrant had water, or the 
ambulance got to the hospital on time 
because the road was plowed. It is the 
satisfaction that comes from under-

standing the importance of infrastruc-
ture to society, the understanding of 
what it takes to ensure it for our com-
munity, and the knowledge that we 
provided it for our community that 
makes our work fulfilling.

It is interesting that nearly 50 years 
later I remember Mr. Hopper. It may 
be telling that my interactions were 
usually around his fixing some public 
infrastructure so that we could con-
tinue with our lives. It is our challenge 
to do our work so well that in 50 years 
we are not remembered because bad 
things never happened. The Donald 
C. Stone Center was conceived for just 
that purpose. So get on board, and in 
the unnoticed world of public works 
success Mr. Hopper can applaud.

Dan Hartman can be reached at (303) 
384-8150 or dhartman@cityofgolden.net.
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ossessing any given license 
or certification means differ-
ent things to different people. 
This article intends to shed 

some light on APWA’s Certified Public 
Infrastructure Inspector (CPII) certifi-
cation and how it could benefit you 
or your staff. APWA asked members 
of the CPII Council twenty questions 
about the program. Their answers are 
included below.

1. When you see an inspector that pos-
sesses the CPII certification, what 
comes to mind?

Lowell: The CPII certification indi-
cates that an inspector possesses at 
least five years of direct public works 
inspection experience. It also indi-
cates a familiarity with plans, specifi-
cations, construction methods, con-
tract administration, and construction 
administration. The CPII certification 
indicates a well-rounded inspector 
that should perform at a very high 
level.

2. Do you see having your inspector(s) 
obtaining the CPII certification as 
being a benefit?

Scott: As an employer, the certifica-
tion takes the guesswork out of as-
sessing an individual’s experience and 
knowledge as it pertains to public in-
frastructure inspections. It also dem-
onstrates to me that the individual is 
prepared to undertake continued edu-
cation and personal development.

3. Could you compare and contrast 
the CPII certification with other 
certifications for construction field 
personnel?

Ken: CPII certification puts infra-
structure inspectors on a level playing 
field with inspectors in vertical con-
struction, who are required to obtain 
nationally recognized certifications 
in every area (electrical, plumbing, 
HVAC, etc.) they inspect. Some state 
departments of transportation (DOT’s) 
offer inspector certification, as well as 
materials testing certification courses, 
but they tend to be focused on the 
candidate’s ability to find bits of 
knowledge or DOT inspection policies 
within huge volumes of information.

4. Why would you want your inspec-
tors to be certified?

Chris: It provides confidence for 
them; it is a way of letting the public 
know the inspector does have the 
skills to do what they are paid to do.

5. Can certifying your inspectors reduce 
your agency’s risk?

Kathy: Possibly. A CPII certified in-
spector, who is very knowledgeable 
about the requirements in the con-
tract documents, could potentially re-
duce the agency’s risk of a contractor 
work stoppage claim, lawsuit over liq-
uidated damages, or private property 
insurance claim.

6. In tough economic times can having 
a CPII certification help you find 
your next job?

Lowell: During a time when com-
petitiveness is at an all-time high, 
the CPII certification would certainly 
separate a prospective employee from 
the potential pool of applicants.

7. Is the CPII certification recognized 
internationally?

Scott: Yes, the CPII program was 
developed with representation from 
both the United States and Canada; 
last year APWA finalized plans to pro-
vide Canadians with the opportunity 
to complete the certification testing 
in major centers across Canada.

8. Can projects in Canada benefit from 
the CPII certification?

Scott: Yes. Although there are some 
slight differences in language and 
measurement, the basic project funda-
mentals and inspection requirements 
remain the same in both countries.

9. In light of recent infrastructure 
disasters, can certifying inspectors 
be a step toward restoring public 
confidence in infrastructure manage-
ment?

Chris: I believe that yes, this is a step 
in the right direction. However, this 
issue crosses many jobs: the engineer, 
contractor, supplier, etc. The inspector 
is called upon to ensure what is being 
built is done correctly and needs the 
support of those above him.

10. Would you be more likely to hire a 
construction inspector who possesses 
a CPII?

Scott: Yes, we are continuously 
searching for experienced, qualified 
staff for employment with our agency. 
If an applicant meets the job require-
ments and possesses the CPII certifica-
tion that applicant would have a defi-
nite advantage over his competitors.

Playing “Twenty Questions” with 
the CPII Council
Becky	Stein,	CAE
Certification Manager
American Public Works Association
Kansas City, Missouri
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11. Would you use the CPII certification 
as promotion criteria for construc-
tion inspection staff?

Kathy: Yes, I would use CPII certifica-
tion as promotion criteria for senior 
inspectors and to achieve salary parity 
with the city building inspectors.

12. Do you feel that the CPII certifica-
tion is an indication of proficiency 
in areas other than just field inspec-
tion?

Lowell: The content of the examina-
tion necessitates some level of under-
standing of contract administration, 
project management and permitting; 
not just field observation.

13. Would you support and encourage 
some sort of APWA CPII certifica-
tion as a requirement on all of your 
infrastructure projects?

Ken: Absolutely; as a consultant in 
the industry, it is imperative that all 
communities get on one set of stan-
dards. Other than specific regional 
issues (i.e., weather, ground condi-
tions, etc.), I believe this could be ac-
complished.

14. Do you feel that the APWA CPII pro-
cess adequately covers your needs for 
inspectors to represent your interests 
on your community’s construction 
projects?

Kathy: Yes. The APWA CPII testing/
certification process covers inspec-
tion of various types of construction 
projects, with the exception of bridge 
construction projects, where more 
extensive, specific training would be 
necessary.

15. When an inspector that possesses 
the CPII certification participates in 
a project, do you perceive a benefit to 
the project?

Lowell: Due to the experience and 
testing requirements associated with 
obtaining the CPII certification, I 
would expect that a project may bene-

fit from the following: limited change 
orders, value engineering, construct-
ibility benefits, limited rework, and 
adequate documentation.

16. When an inspector that possesses 
the CPII certification participates in 
a project, do you perceive a benefit to 
your agency?

Lowell: Due to benefits identified in 
the previous question, the agency en-
joys a lower capital cost and reduced 
operations and maintenance costs as-
sociated with a better product.

17. What is the number one reason why 
you would recommend this certifica-
tion to an individual inspector?

Scott: As a professional who has 
inspected infrastructure projects I 
recognize the value of continued edu-
cation. The CPII certification will en-
hance an inspector’s skills and assist 
with his professional development.

18. What is the number one reason why 
you would recommend this certifica-
tion to an agency?

Scott: Overwhelmingly the num-
ber one reason I would recommend 
CPII certification to my agency is to 
ensure that the staff we entrust to 
undertake inspection on critical pub-
lic infrastructure projects do so in a 
professional manner consistent with 
standardized practices.

19. Do you feel that the CPII certifi-
cation adequately distinguishes 
between “inspectors” and other expe-
rienced construction field staff such 
as engineers or construction superin-
tendents/foremen?

Chris: Yes it does provide adequate 
distinction between inspectors, en-
gineers or construction superinten-
dents/foremen.

20. Do you think that this is an impor-
tant distinction and why?

Lowell: If an agency is looking for 
an engineer, they look to their re-
spective State Board of Engineers. If 
an agency is looking for a materials 
tester/sampler, they look to various 
national certifications. If, however, an 
agency is looking for an inspector, no 
such certification, to my knowledge, 
is accessible. As a result, it’s important 
to know that the CPII certification 
clearly makes this distinction.

Members of the 2010-2011 CPII 
Council that participated in this ar-
ticle included:

• Lowell Patton, CPII, Materials 
Unit Manager, AMEC Earth & En-
vironmental, Sparks, Nevada

• M. Kathy Petrie, CPII, Construc-
tion Inspection Supervisor, City 
of Overland Park, Kansas

• Kenneth P. Buccilli, P.E., CPII, Ken 
P. Buccilli LLC, Farmington Hills, 
Michigan

• Chris Davies, P.E., Public Works 
Director, City of Lewiston, Idaho

• Scott M. Payne, CPII, Capital Esti-
mates Officer, City of Winnipeg, 
Manitoba

If you are interested in learning more 
about the CPII program visit http://
www.apwa.net/credentialing/certifica-
tion/Certified-Public-Infrastructure-
Inspector-(CPII) or contact  
Becky Stein at bstein@apwa.net.

Now that you have been featured 
in the APWA Reporter, why 
not leverage this opportunity to 
promote your product or service 
with custom reprints?

Call our reprint department 
at (800) 259-0470 for 
complete details.

Order CustOm Bulk 
editOrial reprints
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his year the City of Largo, 
Florida’s Human Resources 
Department, with the direc-
tion of City Administration, 

performed a comprehensive analysis of 
the benefits program being provided 
to employees. The purpose of this 
analysis was simple: How do we save 
taxpayer money, while still providing 
our employees top-notch benefits as a 
public agency? The answer came down 
to generational diversity.

For the past few years, the Diversity 
Committee has been educating APWA 

members on the changing generational 
dynamics currently affecting the work-
place. The younger generations that are 
currently entering the workforce have 
different priorities, needs and expecta-
tions from their employers than their 
predecessors. Generations X and Y (or 
Millennials) place higher value on the 
benefits of their employment as well as 
the need for the feeling of value from 
their jobs. One example of this new dy-
namic is the use of leave time. Younger 
generations are using more and more 
of their leave time for extra-curricular 
activities outside of the workplace. This 

is different from the generations of the 
past who accrued vacation time early 
on for a “war chest” of vacation hours 
to use later on in life. With this theory 
in mind, the City of Largo had an idea.

The City is hiring younger workers as 
older ones retire and, as we go through 
budget constraints, the payouts for un-
used vacation time are becoming more 
and more costly to the City for those 
older workers. So, why not give the 
vacation time to an employee while 
they are younger when it will be used, 
as opposed to later paying for large 
amounts of unused longevity vacation?

In the past year alone, the Public 
Works Department paid over $60,000 
in unused vacation time accrued by 
staff members over a period of thirty 
years. This cost, not directly budgeted 
for, weighs down future budgets and 
financial plans within local govern-
ments. In fact, if you look in your or-
ganization’s Comprehensive Annual Fi-
nancial Report you will see a restriction 
listed each year for that very purpose.

The Human Resources Department 
looked at the issue analytically, with 
these simple concepts: First, younger 
employees get less vacation time per 
year and do not accrue longevity leave 
until their fifth year; however, they 
use their vacation time at a rate of 
nearly 100% per year. Second, older 
employees accrue considerably higher 
amounts of vacation time per year as 
well as accrue longevity leave based 
upon their years of service, and are 
using their vacation time at a rate 
significantly less than 100% per year, 
causing a restriction on available funds 
for budgeting.

Generational diversity can save your 
organization money
Charles	R.	“Chas”	Jordan,	MPA
Management Analyst II – Public Works & Fire Rescue
City of Largo, Florida
Member, APWA Diversity Committee
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The Department then proposed a revi-
sion to the benefits plan that would 
allow employees to accrue vacation 
time faster, instituting a cap on the 
total amount the employee can ac-
crue, and doing away with specific 
longevity leave time.  At face value, it 
sounds like a reduction in benefits to 
the employee, but not when you think 
in terms of generational diversity. The 
employees in the organization that are 
using more of their vacation time now 
have significantly more to use early on 
in their employment, giving Millenni-
als and Generation X employees the 
ability to “play” outside of work more 
often in a time when very little wage 
increases or promotional opportuni-
ties exist. The cap on the accrual of 
vacation time then pushes older gen-
erations to use their leave as opposed 
to losing it, which in turn limits the 
budgetary restriction on the city.

With the new plan, a first-year em-
ployee can accrue the full ten days of 
leave time immediately as opposed to 
working the entire year to build that 
leave up. Also, each year of employ-
ment through the first ten years ac-
crues vacation time faster, at a rate of 
roughly an additional day per year. 
In the end, the employee with ten 
years of service would accrue a full 
month of vacation for use each year. 
This would take nearly twenty years to 
achieve in the previous program.

The new cap, at 320 hours or eight 
weeks, is half of the cap in the previ-
ous program. This will cut the restric-
tion in our financial reports in half 
and free up funds for use in city ser-
vices. This accrual cap is also more in 
line with those used by similar, neigh-
boring communities.

This is a great example of how public 
works departments and local govern-
ments in general can save future dol-
lars and balance long-range financial 
plans, while at the same time give 
younger generations the type of ben-
efits they want from their employer. 

The end result will be a happier work-
force in a time of low morale and a 
cost-saving measure that could limit 
the financial restrictions the depart-
ment has in the future.

If you would like more information 
from the Diversity Committee on 
generational issues that you should be 

aware of to make your organization 
more efficient, please contact our  
staff liaison, Cindy Long, at  
clong@apwa.net.

Chas Jordan, a member of APWA’s Diver-
sity Committee, can be reached at (727) 
587-6740 or cjordan@largo.com.

1-800-688-6221www.rhomar.com
solutions@rhomar.com

NEUTRO-WASH
Salt & Chloride Neutralizer

Finally an undercoating you can apply  
in your shop with your personnel.

Easy application – with the air operated 
PISTOL-GRIP Spray gun. No mixing!

Environmentally safe – low VOC’S, contains 
no hazardous petroleum solvents, and is 
non-flammable.

Superior corrosion protection – meets the 
Military Spec TT-C-520-B Salt Test and 
Chloride Spray Test, exceeding 1000 hours.

Budget friendly – only 2 to 4 quarts protects 
frames and components for years.

ARMOUR-SEAL
Frame & Component Encapsulant

Removes white salt residue left behind from 
pressure washing with detergents – use 
NEUTRO‑WASH before applying ARMOUR‑SEAL.

Put a stop to corrosion and expensive repairs – 
enjoy more efficient equipment that works harder, 
lasts longer and looks better.

Save thousands of dollars simply by protecting the 
equipment you already have in your fleet.

PROTECTION • PRESERVATION • PERFORMANCE



COLOR-SAFE SURFACE™

DURABLE - FAST CURING - HIGH DEFINITION COLOR
Great for Bus lanes, Bicycle paths, Crosswalks, and Pedestrian areas

Standard and Custom Colors with Skid Resistant Surface

Visit WWW.TRANSPO.COM for more information on Color-Safe Surface 
and Our Other Safety, Preservation and Maintenance Products

TM

20 Jones Street, New Rochelle, NY 10801-6098 Tel: 914.636.1000
Email: info@transpo.com   Web: www.transpo.com

Selling Safety Products since 1968



	 				December	2011									APWA Reporter          17	

Mike Cerny has joined the APWA 
staff as a Web Developer and will be 
working on a special project until next 
September.

Mike has been a computer program-
mer since 1999, working primarily in 
web development and enterprise ap-
plication integration. The majority of 
his professional career has been spent 
in the health care and mortgage sec-
tors, so Mike feels that working for 
an organization like APWA is a nice 
change.

Mike’s interests outside of work in-
clude photography; audio recording, 
editing and production; and reading 
books on the military and military 
history (a topic of interest as he spent 
five years in the U.S. Navy).

Tracy Okoroike has joined APWA’s 
Washington, D.C. office as the Gov-
ernment Affairs Associate/Office Coor-
dinator. She works within the Govern-

ment Affairs office and also assists the 
Media Relations Manager. Addition-
ally, she assists with the daily tasks of 
office management.

Tracy is a recent graduate of Stanford 
University with a degree in political 
science. She’s had several positions 
and internships in politics and gov-
ernment affairs and decided to move 
to Washington, D.C. to learn more 
about federal advocacy.

Tracy is a California native, growing 
up in Sacramento. She is the oldest of 
four children and her parents still live 
in Sacramento. In her spare time Tracy 
enjoys traveling, reading, volunteer-
ing with (well-behaved) children and 
cheering for her two favorite football 
teams: her Alma Mater and the  
San Francisco 49ers.

Shah Rahman has joined APWA as 
a Web Developer. He will continue 
and finish the migration of our web-

site to .NET MVC technology while 
supporting our existing site’s issues. 
He will also support and enhance the 
JACCS content management system as 
needed.

Prior to joining APWA, Shah worked 
four years as a .NET developer with 
ExamFX, the industry leader in online 
training and assessment for profes-
sional prelicensing in insurance and 
securities exams. In that capacity, he 
developed admin tools, wrote and 
automated management reports, and 
supported the company’s corporate 
clients to customize reports and their 
manager tracking system. Prior to that 
position, Shah worked for two years 
as a contractor in the Internet Service 
Department with Children’s Mercy 
Hospital (Kansas City, Mo.) to main-
tain their Internet and Intranet sites.

Shah enjoys watching legendary/sci-
ence fiction/historical movies, spend-
ing time with his two boys, and long 
road trips.

New APWA staff

Mike	Cerny

Tracy	Okoroike

Shah	Rahman
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The APWA Leadership and Management 
Committee introduced a series of articles 
entitled “The Road to Excellence” which 
focus on ten attributes and five keys to 
success based on the joint effort of pro-
fessional organizations and the EPA to 
create a program that promotes effective 
utility management. Adjusting the list for 
public works professionals, each article 
looks at one attribute and key and why 
they are critical to an excellent organiza-
tion. If you’d like to review the basis of 
the series, the introductory article was 
published in the December 2010 issue. 
Following is the next article in the series 
which addresses stakeholder understand-
ing and support.

Recently, I met with Tyrone Jue, Di-
rector of Communication for the San 
Francisco Public Utilities Commission 
(SFPUC). I wanted to find out how he 
works with San Francisco’s stakehold-
ers and what exciting projects he had 
on his plate. His immediate response 
was the San Francisco School District. 
He said that the outcome of this part-
nership would change San Francisco 
residents and future residents on how 
they thought about our tap water.

Living in San Francisco for over 30 
years I have always thought our tap 
water was the best local drinking wa-
ter and also the best I had tasted in all 
our travels. However, it appears that 
not all residents think that.

I was intrigued with this idea and 
asked him who were the stakeholders 
involved in this project. Mr. Jue said 
that the SFPUC was partnered with 
the San Francisco School District, 
other city departments, nonprofits 

and community organizations. Mr. 
Jue stated that there needs to be three 
common elements for achieving good 
stakeholder relationships. They are:

• Leadership: You need to com-
municate the vision and goal to 
all, so that everyone is working 
towards the same outcome.

• Staff: Staff needs to be credible 
and believe in the vision and 
interact with the stakeholders in 
their own venues.

• Communication: Objectives 
need to be clear and not only 
discuss the big picture, but show 
how the small steps being taken 
will lead to the desired result.

The partnership has resulted in 
launching the “Drink Tap” campaign. 
It is promoting public awareness of 
the high-quality tap water available to 
the public. Mr. Jue said that the De-
partment of Public Health is promot-
ing a similar campaign called “Rethink 
Your Drink,” and others are at the 
table as part of their own efforts to 
create awareness of choosing drinking 
tap water over sugary drinks.

Mr. Jue said that the idea of the 
“Drink Tap” campaign in partnership 
with the SF School District was created 
when state and federal legislation was 
approved to provide access to drink-
ing water in areas of eating in schools 
such as lunch rooms and cafeterias. 
Then the question arose on “how can 
we coordinate all of our resources and 
expertise so that we could provide this 
convenient access to drinking water.” 

Mr. Jue said that it required sitting 
down with all other parties during 
the past months to outline roles and 
responsibilities. There have been chal-
lenges developing the district-wide 
program, but they provided details of 
the program to the SF School Board 
Committee on October 26.

I was intrigued by what tap water fill-
ing stations would look like and Mr. 
Jue gave me a link to a video so that I 
could see it for myself (http://sfwater.
org/index.aspx?page=447). The water 
filling stations are awesome! You need 
to check this site out. I asked Mr. 
Jue how these water filling stations 
came about and he said that about 
two years ago, when PUC began 
looking at the big picture on how to 
push drinking tap water over bottled 
water, a company called Global Tap 
contacted PUC to talk about these 
bottle filling stations. That began a 
pilot program by planning one unit 
in Yerba Buena Gardens. The goal is 
to have these stations all over town 
and in the San Francisco Airport—
beyond the security gates so that a 
passenger could take an empty bottle 
and then fill it up past security in-
stead of having to buy another plastic 
bottle. What a concept! The one unit 
is free and now an RFP is out with 
our requirements. Now they need 
the bottles. SFPUC has begun talking 
to a nonprofit that is slated to give 
the first five schools 500 lightweight 
stainless steel bottles for the students 
to use with the water filling station.

I asked Mr. Jue what he expected this 
campaign to accomplish. He looked 
at me and was quiet for a moment. 

Leadership qualities nurture good 
stakeholder relationships
Vanessa	Conrad
Manager of Administration
San Francisco Public Utilities Commission, Wastewater Enterprise
Member, APWA Leadership and Management Committee
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He then said that he wanted to create 
awareness and appreciation within 
the City and County of San Francisco 
of the great water, power and sewer 
services provided by the SFPUC; how 
the SFPUC is thinking long term on 
changing the image of tap water be-
ginning with the children, who not 
only will be the next generation of 
customers and users, but their view 
of drinking tap water will also change 
how their parents, our existing cus-
tomers and users feel about San Fran-
cisco’s tap water. However, Mr. Jue 
said that this cannot be done without 
the help and support of all the part-
nerships and stakeholders who have 
one goal and one vision. Unless all 
parties are in agreement and clear on 
what the goal is, you will never get 
the desired result. Mr. Jue further said 
that it begins with an idea, a dream 
and then clear communications be-
tween all parties. He said that a lot 

of listening from all sides is involved 
and respect for all parties. He said it 
goes back to those key elements of 
Leadership, Staff and Communica-
tions. If you uphold these, you have a 
good chance of succeeding.

Tyrone Jue has been the Director of Com-
munications for the San Francisco Public 
Utilities Commission for the last year. He 
previously worked for the Mayor’s office 
as the Community Liaison for Neigh-
borhood Services. He can be reached at 
tjue@sfwater.org.

Vanessa Conrad is a member of APWA’s 
Leadership and Management Committee 
and is the Northern California Chapter 
Delegate. She is a former member of the 
Government Affairs Committee, Diver-
sity Committee, and the APWA/AM-
MAC Partnership Task Force. She can be 
reached at (415) 695-7361 or vconrad@
sfwater.org.

The ten attributes:

• Community Sustainability
• Product/Service Quality
• Customer Satisfaction
• Operational Optimization
• Financial Viability
• Infrastructure Stability
• Self Assessment
• Stakeholder Understanding  

and Support
• Operational Resiliency
• Employee and Leadership  

Development

The five keys to success:

• Leadership
• Strategic Business Planning
• Measurement
• Organizational Approach
• Continual Improvement  

Management Framework
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PWA’s strategic plan includes 
a vision that expands and 
strengthens APWA’s inter-
national role. APWA is now 

engaging to further promote the inter-
national exchange of skills, ideas and 
experience through existing partner-
ships and collaborations. APWA is also 
embarking on new agreements and 
establishing new programs such as AP-
WA’s Global Solutions in Public Works 
that will provide more opportunity for 
public works to engage in the world-
wide community.

New	partnerships	for	international	
outreach	in	developing	countries
As APWA looks to expand opportuni-
ties for members to become involved 
in international outreach, we have 
found some very good news. There is, 
and will be, no shortage of opportuni-
ties for APWA to partner with other 
organizations that are already on the 
ground in developing nations. Public 
works leaders are highly coveted as 
they will bring essential leadership, 
guidance and expertise in areas such 
as water, sanitation, roads, and other 
infrastructure that are essential to de-
veloping countries. Reciprocally, APWA 
can benefit greatly from the partnering 
organizations in that these organiza-
tions already have an established pres-
ence in developing countries. And, 
further to APWA’s benefit, some have 
significant staff, resources, experience 
in-country, and in some cases, sources 
of funding. APWA’s challenge as we 
partner is to prioritize our opportuni-
ties and assure we associate with the 
most appropriate ones to assist in 
meeting our members’ priorities  
and goals.

APWA has already begun to assess 
how we might develop APWA’s own 
outreach programs. A recent delega-
tion explored possibilities for APWA to 
establish a long-term presence in Haiti. 
The purpose of the tour and meetings 
was to identify the best ways for APWA 
to offer assistance, education and ex-
pertise to the Haitian people from the 
more than 28,000 APWA public works 
and infrastructure professionals.

Expanding	APWA’s	outreach	role	
by	partnering
APWA will soon be working with 
ICMA, the International City/County 
Management Association, and a 
number of other organizations on a 
new “City to City Partnerships 
Program (CityLinks),” which was 
recently awarded to ICMA by the U.S. 
Agency for International Development 
(USAID). The new program focuses on 
three technical areas—climate change, 
food security, and water and sanita-
tion—with a particular emphasis on 
climate change and the needs of the 
urban poor in developing countries. 
APWA was approached specifically for 
our members’ expertise and experience 
in the improvement of water supply, 
sanitation access, waste management 
and sustainability.

A current ICMA CityLinks program 
has the recent involvement of APWA 
member and Public Works Director 
Dan Hartman, City of Golden, Colo-
rado. ICMA and the City of Golden 
signed an agreement under which Dan 
and others from Golden would assist 
the City of Gjilan, Kosovo, with street 
and traffic flow problems. Gjilan had 
described a need for assistance in plan-

ning and designing improved streets 
and intersections for traffic flow and 
safety, making overall improvements 
in off-street and on-street parking 
and parking regulations and, finally, 
devising a conceptual plan for urban 
transportation. Dan and ICMA Senior 
Governance Advisor Alan Edmond 
have already made the initial trip to as-
sess the scope of work to be completed 
under the agreement.

Engineers Without Borders-USA 
(EWB-USA) is a new and developing 
partnership for APWA. EWB-USA has 
over 350 projects in over 45 developing 
countries worldwide. EWB-USA takes a 
holistic approach to their projects cov-
ering all aspects of the project and as-
suring they are sustainable within the 
resources of the developing country. 
And, contrary to popular belief, partici-
pants do not have to be an engineer to 
be involved. The expertise that public 
works professionals can lend to EWB-
USA projects will be highly valued and 

APWA International Vision: New 
opportunities for exchange and outreach
Gail	Ann	Clark
International Programs Manager
American Public Works Association
Washington, D.C.

A	new	ICMA	CityLinks	partnership	in	
Kosovo	is	formalized.	From	left:	Alan	
Edmond,	ICMA	Senior	Governance	
Advisor;	Dan	Hartman,	Public	Works	
Director,	City	of	Golden,	Colorado;	
and	Qemajl	Mustafa,	Mayor,	City	of	
Gjilan,	Kosovo
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there is great opportunity for people 
who want to empower developing 
communities to improve their quality 
of life through the implementation of 
environmentally sustainable, equitable 
and economical projects. EWB-USA is 
anxious to work with our chapters and 
members on one of their many proj-
ects throughout the developing world.

APWA’s Global Solutions in Public 
Works provides access to solu-
tions worldwide. APWA’s Global 
Solutions in Public Works is an inter-
national exchange forum for informa-
tion promoting leading-edge and best 
practices in public works. The program 
is also intended to encourage the appli-
cation of these leading-edge and best 
practices in the global public works 
community. The program includes 
limited funding for members of the 
global public works community to ex-
plore cutting-edge projects that might 
have application in their communities, 
provide outreach to educate/share best 
practices with public works officials in 
underdeveloped countries, and partici-
pate in approved study tours. APWA’s 
chapters are also performing an impor-
tant role in the program. APWA’s New 

England and Maine Chapters recently 
arranged a Toronto Technical Tour 
for several northeastern region public 
works directors to visit cutting-edge 
stormwater and water quality manage-
ment facilities in Toronto. The Global 
Solutions in Public Works program is 
overseen by the APWA International 
Affairs Committee.

Valued	Partnerships:	Education	
and	exchange
APWA’s partnerships with international 
organizations with similar goals give 
members an opportunity for exchange 
of best practices, education and infor-
mation. Long-time agreements with 
APWA exist with:



   
22										APWA Reporter     			December	2011

• The Institute of Public Works 
Engineering Australia (IP-
WEA) is active in APWA’s inter-
national efforts, including ex-
change at our respective confer-
ences, information and best prac-
tice exchange, and the Jennings 
Randolph Fellowship Program 
which provides for both educa-
tional and cultural exchange for 
our members.

• INGENIUM, New Zealand is 
the professional organization for 
those involved with public asset 
engineering and management 
in New Zealand. Collaborative 
efforts include exchange at our 
respective conferences, informa-
tion and best practice exchange, 
and the Jennings Randolph Fel-
lowship Program which provides 
for both educational and cultural 
exchange for our members.

• Local Governments for Sus-
tainability (ICLEI) Mexico. 
In Mexico, APWA works col-
laboratively with ICLEI-Mexico, 
including exchange at our respec-
tive conferences, information 
and best practice exchange, and 
the Jennings Randolph Program 
which provides for both educa-
tional and cultural exchange for 
our members.

• Czech Republic Public Works 
Association (CZPWA) and 
the Slovak Public Works As-
sociation (SPWA). APWA’s rela-
tionships with both CZPWA and 
SPWA have flourished in recent 
years and exchanges are becom-
ing more common. In 2011, a 
delegation from APWA which 
included APWA President George 
Crombie attended the CZPWA 
conference. CZPWA and SPWA 
will be represented at the 2012 
Congress in Anaheim. Exchanges 
include educational sessions 
at our respective conferences, 
information and best practice 
exchange, and the Jennings Ran-

dolph Program which provides 
for both educational and cultural 
exchange for our members.

• International Federation of 
Municipal Engineers (IFME). 
APWA’s new membership in 
IFME joins our U.S. and Canada 
membership with public works 
organizations in 20 countries 
worldwide. IFME’s worldwide 
mission is to connect municipal 
engineers and professionals, pub-
lic agencies, organizations, insti-
tutions and businesses involved 
with municipal engineering and 

public works around the world 
in order that they share a global 
pool of knowledge, thus fostering 
continued improvement in the 
quality of public works and wider 
community services through 
enhanced professionalism of all 
parties. IFME will hold the 17th 
World Congress on Municipal 
Engineering in Helsinki, Finland, 
in cooperation with Tallinn, Esto-
nia and Stockholm, Sweden from 
4th to 7th June 2012 with the 
theme of Sustainable Communi-
ties – Plan, Design, Construct and 
Maintain…for a better future.

During	the	People	to	People	International	trip	to	China	in	2005,	APWA	
delegates	toured	a	sewage	treatment	plant	in	Beijing.
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These current partnerships have pro-
vided value and benefit for APWA and 
our members. Our APWA Presidents, 
past and present, have been featured 
as speakers at their conferences and 
there is an ongoing delegation from 
each of our partners who attend and 
present topics of interest at the APWA 
Congress. Each of the partners are also 
hosts to our Jennings Randolph Fel-
lowship Program which allows for pro-
fessional exchange and public works 
study in the host countries of Austra-
lia, Mexico, the Czech Republic and 
Slovakia. APWA and these partner 
organizations are continuing to work 
on additional collaboration for our in-

ternational public works community.

APWA	and	People	to	People		
International
APWA’s relationship with People to 
People International provides the op-
portunity, every two years, for APWA 

to help organize a public works del-
egation to tour abroad and to help 
identify important key issues for the 
tour. In 2005, APWA Past President 
Dwayne Kalynchuk toured with a 
delegation of public works leaders to 
China to understand their challenges. 
In 2007, 15 U.S. and Canadian public 
works leaders travelled to India under 
the program. APWA Past President 
Larry Frevert led another delegation 
to China in 2009. Upon his return, 
he made several presentations and 
reported also in the APWA Reporter. 
Building on the successful China trip 
and continued interest, this year Past 
President Frevert led a tour of public 
works leaders to Russia for an opportu-
nity for exchange with Russian public 
works leaders.

APWA	Members:	Our	greatest	asset
APWA is moving forward in build-
ing international relationships in 
accordance with our strategic plan. 

The APWA Board of Directors and 
the International Affairs Committee 
recognize that borders should not im-
pair collaboration among the world 
of public works. Best practices and 
leading-edge projects should be shared 
among public works practitioners 
culminating with best practices to be 
used among progressive countries. 
In turn, public works education, ex-
pertise and mentoring should be pro-
vided to those in developing countries 
who need assistance.

In all cases, our members are the 
greatest asset to this global sharing. 
Our 28,500 members with leadership 
and expertise in all aspects of infra-
structure have brought the world of 
public works to our doorstep to ask us 
to become more involved worldwide. 
APWA is answering that call and we 
want to hear your ideas and input 
as we progress. Contact Gail Clark at 
gclark@apwa.net with your own ideas.

DON’T MISS THIS CHANCE

...to advertise in the APWA Reporter’s 
Emergency Management issue!

Call Amanda or Kristen at (800) 800-0341.

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.

The deadline to reserve your space is December 6; the 
materials are due by December 8. Bonus: Advertise and 
we’ll provide you with a free listing in our “Products in 
the News” column!
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When I was just a baby,
My mama told me son:
Always be a good boy,
And never play with guns.
But I shot a man in Reno...

You probably recognize this from 
“Folsom Prison Blues” sung by Johnny 
Cash. This song brings to mind the in-
effectiveness of soliciting good behav-
ior by telling someone not to engage 
in bad behavior. We know people usu-
ally ignore such advice, otherwise our 
prisons would be empty and we would 
never see ethics violations.

The traditional approach to seeking 
compliance with ethical guidelines in 
our organizations has been to identify 
conduct that is not appropriate and 
get the word out. In other words, the 
approach has been to focus on unethi-
cal behavior. For example, most ethi-
cal codes identify conflicts of interest, 
personal use of public property and 
the like as unacceptable. Given the 
fact that most organizations take the 
subject of ethics seriously and dedicate 
time and effort to train managers and 
employees about ethics, should we be 
surprised that ethical behavior is not 
as strong as we would like in our or-
ganizations? The answer is no. Studies 
tell us that organizations that stress the 
cultural approach of internalizing ethi-
cal values are more effective in reduc-
ing the number of ethical violations 
(Ethics World, 2010). There is a signifi-
cant difference between prohibiting a 
set of individual behaviors and creat-
ing a set of values upon which organi-
zational behavior should be based. The 
latter has the substantial advantage of 
being rooted in the expectations and 
informal controls of the group, not 
the fear of sanction by the individual. 

In other words, culture wins out over 
deterrence.

Culture is a very powerful stimulus to 
human behavior, in societies as well 
as organizations. The key to the power 
of culture is that it relates to values if 
we define values as the expectations 
of a group concerning broad courses 
of action. Are ethics different than 
values? Not really as values underlie 
most rules of ethics. But over time we 
have defined our codes of ethics in a 
way that limits behavior rather than 
defines the broad pathway for conduct. 
Therein lies the chief disadvantage of 
approaching a change in culture by a 
set of rules—if we want to change the 
culture, we need to approach the task 
from a collective effort to define and 
identify values. This will result in the 
group performing and operating ac-
cording to its culture of values (Nadler, 
2010).

How do we start changing the culture 
of our organizations? What is the pro-
cess? Moreover, what should be the 
goal of the process? These are impor-
tant questions. The first is our goal—
given that we serve the public, our goal 
in building an ethical organizational 
culture should be to create stronger 
bonds of trust and confidence between 
the public and our organization. The 
second question is about the process; 
how do we go about changing the cul-
ture of the organization to achieve our 
goal?

As culture is an expression of the 
group, a change in culture must in-
volve the group. This was the approach 
used by the City of Santa Clara. The 
process began with the city council 
endorsing the concept of a city-wide 

discussion on the values that should 
be incorporated into a new code of 
ethics. Once the city council endorsed 
the concept, a committee of stakehold-
ers developed a list of 70 values, and 
shared the list for comment and review 
with representative business and com-
munity groups in Santa Clara. This 
wider review resulted in the identifica-
tion of eight core values which formed 
the basis for the new code of ethics 
(ICMA Study, 2001).

Would this work for a public works 
department? I think so. The usual ar-
rangement is a city-wide code of ethics, 
not a code of ethics for each depart-
ment. But most city codes of ethics are 
created in a more traditional manner 
with the focus being on what not to do 
rather than identifying a set of values 
to follow. There is a good reason for a 
city code of ethics to spell the contours 
of unethical conduct—they provide the 
basis for sanctions and enforcement. 
But studies tell us that a sanctions ap-
proach is not as effective as a more or-
ganic approach where the organization 
internalizes the appropriate values. If 
we want staff and managers to inter-
nalize ethical values a good approach is 
to emulate the process used by the City 
of Santa Clara.

What is the role of the leader in this 
process? It falls to the leader to provide 
ongoing, visible support that will en-
sure the process moves forward expedi-
tiously. The leader must stay engaged, 
offering encouragement and asking 
relevant questions to move the pro-
cess and to send the message that the 
process is critically important to the 
organization. It also falls to the leader 
to establish a vision for the process. 
The leader must make it clear that the 

Creating the ethical public organization:  
it starts with values
Donal	F.	Hartman,	Jr.,	J.D.,	LLM
Program Director, School of Graduate and Continuing Studies
Norwich University, Northfield, Vermont
Member, APWA Leadership and Management Committee
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values must be stated in terms that 
define conduct in terms of practical 
actions. Stated another way, the values 
must translate into clear and positive 
standards of behavior (Institute for Lo-
cal Government, 2011).

Once the values are identified and stat-
ed in such a way that they can guide 
organizational operations, the leader 
must also ensure that the organization 
embraces its values in its daily affairs. 
At the recent APWA Congress in Den-
ver, I purchased from the APWA book-
store The Ethics Edge (2006), one of the 
many excellent publications by ICMA 
(West, 2006). One of the key articles 
in this collection is on ethics-based 
leadership written by Montgomery Van 
Wart. Van Wart believes leaders fall 
into one of three categories: unethi-
cal, ethical and ethically neutral. 
The first two categories are self-explan-
atory. The category of an ethically-
neutral leader would strike most of us 
as someone who has not crossed the 
line into unethical conduct. From a 
traditional sense of ethics as defined 
in most codes of ethics, being ethi-
cally neutral is not a bad thing. But in 
the world of values and culture, being 
ethically neutral is only one step above 
being unethical and a step below being 
ethical. When it comes to ethics in the 
public organization, a leader should 
not be a fence-sitter.

Van Wart sees ethically-neutral be-
havior as undercutting the efforts to 
change the culture of the public orga-
nization, and then takes the discussion 
further. He believes the ethical leader 
must be engaged in ethical and values-
based behavior. It falls to the leader, 
then, to employ values in making de-
cisions. Van Wart sees three important 
steps in making decisions. One, the 
leader must see the world through an 
ethical lens and understand that many 
decisions address or are affected by val-
ues. Two, an ethical leader recognizes 
that a decision will often mean some 
values will take precedence over others. 
Three, the decision of the ethical leader 
must best address the collective good 
of the organization. 

Here is where culture is reinforced. If 
the leader alertly puts values into play, 
and then makes a decision that takes 
such values into consideration, the 
leader is sending a message that the 
agreed-upon values for the organiza-
tion have practical meaning at the 
highest levels of the organization.

What other ways can the leader but-
tress a values-based culture? One excel-
lent way is to publish the values of the 
organization, making them visible to 
the community and to applicants. An-
other is to ensure that those employees 
whose official conduct best reflects the 
values are publicly recognized. Ongo-
ing training and use of values in per-
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formance reviews are helpful. It is also 
helpful to include the values in new 
employee orientation. One of the most 
important steps is to promote only 
those employees and managers who 
adhere to the values. Few actions are 
as destructive to internalizing a culture 
of values as promoting someone who 
has routinely ignored the values of the 
organization. Finally, it is helpful, and 
often invaluable, to assign someone in 
the organization to be available to an-
swer questions about values and ethics 
(Institute for Local Government, 2011).

If the overall effort is going to be suc-
cessful in internalizing values underly-
ing ethical concerns, the organization 
cannot rely on a sanctions-based ap-
proach—it must embrace its values 
at every point in the organization. 
As values should reflect the collective 
experiences and perspectives of the 
organization, the broadest possible 
involvement of the organization is 
required. Training and education are 
all-important in fostering a culture 
of values within the organization. 
Moreover, the leader must ensure that 
within the set of values, the keystone 
value is the public good. Finally, the 
leader must not only talk the talk, but 
walk the walk. It is the application of 
values-oriented leadership that affirms 
a culture of ethics.

Donal Hartman can be reached at (802) 
485-2767 or hartmand@norwich.edu.

____________________________________

1. Ethics World. (2010, June 25). The 
Importance of Ethical Culture: Increas-
ing Trust and Driving Down Risks. Re-
trieved from http://www.ethicsworld.
org/ethicsandemployees/nbes.php

2. Nadler, J., (2010) Creating a Culture 
of Ethics in the Public Sector. Retrieved 
from Markkula Center for Applied Eth-
ics. http://www.scu.edu/ethics/practic-
ing/focusareas/government_ethics/
publc-sector-ethics

3. ICMA Case Study (2001, April). 
Translating Ethics into Everyday Ac-
tions. Retrieved from City of Santa 

Clara, California. http://santaclaraca.
gov/Modules/ShowDocument.
aspx?documentid=1395

4. West, J. & Barman, E. (2006). The 
Ethics Edge (2nd Ed.). Washington, 
D.C.: ICMA press

5. Institute for Local Government, 
Promoting a Culture of Ethics at Your 
Agency. Retrieved from http://www.
ca-ilg.org/sites/ilgbackup.org/files/
resources/Everyday_Ethics_Aug06eth-
ics_culture_0.pdf



   
28										APWA Reporter     			December	2011

n the early 1990s at a city coun-
cil meeting, what seemed to be 
a routine budget item grew into 
a two-hour debate, often heated 

about buying a fax machine. The 
council members were afraid that 
the citizens would react negatively 
to the city spending money on what 
most of them perceived to be a toy. 
Looking back on that meeting it 
seems silly that it was an issue, see-
ing that not only did having a fax 
machine for business become the 
norm, but most homes eventually 
had one. The irony now is that fax 
machines are old news as we move 
on to everything being digital.

I have also watched as my phone 
log, as recently as 2006, needed 1 to 
1½ sheets a day (50 to 75 calls). This 
year to date I have used slightly over 
3½ sheets. At the same time my e-
mail has exploded. Looking forward 
there was a time my kids would 
actually answer their cell phones. 
Then it became e-mail which was 
quickly changed to text messages 
and Face Book.

This evolution has required personal 
growth to remain effective. I knew a 
consulting engineer named George 
in the early 1980s who declined 
to learn anything about personal 
computers, stating that “I intend to 
ignore them until my skills are func-
tionally obsolete.” Well, back then 
George probably had as much as 10 
years with that philosophy. Today 
that might be more like 10 months.

In 2006, APWA published Building on 
the Basics: Core Competencies for Pub-
lic Works Managers, which is a com-
pilation of APWA Reporter articles 
and Congress presentations. This 
was a great series with solid insights 
to the core needs in a public works 
manager, but just like George we 
must keep our core up-to-date or be 
in danger of becoming obsolete.

So in 2010/11 the Leadership and 
Management Committee began 
reviewing the core competencies 
and will soon be providing updated 
information. The information in the 
2006 publication remains valid and 
quite valuable. Things like being 
Decisive, Accountable, Ethical, Re-
silient, Respectful, or Empowering, 
a Delegator and Communicator will 
never go out of style. Instead small 
changes, with more subtext, are be-
ing added.

So here is the list of nine Competen-
cies with the applicable subcategories:

Plans for the Future
   Municipal Planning &   
 Development
   Strategic Planning
   Organizational Development
   Sustainability
   Formulates Policy
   Emergency Management

Leads an Organization
   Develops a Shared Vision
   Defines Mission
   Leads Development of   
 Organization’s Values

   Instills Ethical Conduct
   Creates a Diverse Organization
   Maintains a Continuous   
        Growth Environment
   Celebrates Success

Communicates
   Communicates in Writing
   Communicates Verbally
   Makes Presentations
   Sells Ideas
   Using New Media

Builds Relationships 
and Partnerships

   with Citizens
   with Elected Officials
   with Peers
   with Labor Organizations
   with Media
   with Shareholders to 
 Leverage Resources

Manages Staff
   Recruitment & Selection
   Training & Coaching
   Conflict Resolution
   Safety

Manages Information
   Uses Technology
   Understands Systems
   Utilizes Work Measurement

Manages Money and Resources
   Budgeting
   Finance
   Leveraging of Resources
   Grant Administration
   Move Money through 
 Financial Systems

Is your core up to date?

Dan	Hartman
Public Works Director
City of Golden, Colorado
Chair, APWA Leadership and Management Committee





Manages Infrastructure
   Fleet & Equipment
   Municipal Facilities
   Parks, Grounds & Forestry
   Potable Water Distribution
   Stormwater & Flood   
         Management
   Streets, Sidewalks & Structures
   Wastewater Collection & 
         Disposal
   Other Infrastructure 

Manages Municipal Services
   Capital Improvement Programs
   Engineering
   Emergency Management
   Snow Removal
   Solid Waste Removal
   Street Cleaning
   Transportation
   Other Municipal Services

Beginning next year the Leadership 
and Management Committee will 
begin a program that highlights ex-
amples of good leadership and man-
agement. We will tell the story of 
the good work our members do, and 
tie the stories to core competencies 
or two. We are excited about sharing 
real examples of how they provide 
the basis of most great work.

So review the list of core competen-
cies, look for good work, and chal-
lenge yourself to grow in all areas. 
The future will continue to acceler-
ate the rate which things change. If 
we are not diligent in maintaining 
our level of competence, particularly 
in the core areas of the work we do, 
we may quickly find ourselves func-
tionally obsolete. Unfortunately, 
unlike George who had a deliberate 
plan to end up there, we may never 
see it coming.

Dan Hartman can be reached at (303) 
384-8150 or dhartman@cityofgolden.
net.
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For 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.

2011

EDUCATION AT YOUR DESKTOP 

Dec 8
Clients and Consultants – How to Work Together for the Best 
Possible Project (Live)

EDUCATION AT YOUR DESKTOP 

Dec 13 Got Potholes? Infrared Asphalt Restoration May Be Your Solution (Rebroadcast)

EDUCATION AT YOUR DESKTOP 

Dec 15 Reality Check on Leadership: Systems Thinking For Leaders (Live)

2012

EDUCATION AT YOUR DESKTOP 

Jan 17
How the Effective Utility Management Tool Will Significantly Improve  
Your Public Works Department, Or Utility (Rebroadcast) 

EDUCATION AT YOUR DESKTOP 

Jan 19 Self Assessment: A Checklist for Improvement (Live)

EDUCATION AT YOUR DESKTOP 

Feb 2 Low Cost Safety Improvements (Live)

EDUCATION AT YOUR DESKTOP 

Feb 9 Recycled Materials in Construction - Divert That Waste Stream! (Live)

EDUCATION AT YOUR DESKTOP 

Feb 23 Required EVT (Emergency Vehicle Training) for Fleets (Live)

EDUCATION AT YOUR DESKTOP 

Mar 15 Using Performance Measurements to Cope with Layoffs (Live)

EDUCATION AT YOUR DESKTOP 

Mar 20 The New AASHTO Transportation Green Book (Rebroadcast)

EDUCATION AT YOUR DESKTOP 

Mar 29 Case Studies on Building Support for Flood Protection Projects (Live)

=	Click,	Listen,	&	Learn	program

If you have expertise that you would like to share, please use the online Call for Presentations form to describe your expertise and perspective  
on the topic.  www.apwa.net/callforpresentations/

EDUCATION AT YOUR DESKTOP 
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hat is leadership? A sim-
ple definition of lead-
ership is that leadership 
is the art of motivating a 

group of people to act towards achiev-
ing a common goal.

This definition of leadership, I think, 
captures the leadership essentials of 
inspiration and preparation. Effective 
leadership is based upon ideas, but 
won’t happen unless those ideas can 
be communicated to others in a way 
that engages them.

Put even more simply, the leader is 
the inspiration and director of the 
action. He is the person in the group 
that possesses the combination of 
personality and leadership skills that 
makes others want to follow his direc-
tion.

Many times we find ourselves think-
ing of leaders being only at the top of 
an organization. Not so. Leaders are 
found at all levels within our public 
works organizations. Most often they 
are anonymous—they are simply do-
ing their jobs, and yet their actions 
impact many.

The Leadership and Management 
Committee felt that we wanted to rec-
ognize our public works leaders, who-
ever they may be. This column will 
appear in every issue and we need 
your help!

How can you help, you ask? Simple. 
Look around your organization and 
find someone to recognize for a spe-
cific project they have done. It could 
be a manager, a first-line supervisor, 

clerical, and janitor. Pick one, write 
about what they have done and send 
it to Becky Stein, CAE, Certification 
Manager, American Public Works As-
sociation, bstein@apwa.net. Becky 
will then forward them to the “Rec-
ognize Your Leaders” committee 
members and we will select one from 
all the submissions to recognize. I will 
give you more information on the 
committee in the next article.

At this time I will just introduce our 
first submittal so that you have an 
idea of what we are looking for. Some 
leaders are well known and some, 
like this one, simply want to remain 
anonymous but their work needs to 
be recognized. This is a great opportu-
nity to recognize and brag about the 
leader within your organization.

Public Works Leadership Tale #1

Leadership Traits: Initiative; Collabora-
tion; Managing Change; Leading a Team

Editor’s Note: The tale described be-
low is true. The names of the leader and 
of the city have been omitted because the 
tale could have taken place in any num-
ber of public works departments.

Because of budget reductions, a de-
cision was made to close the City’s 
Central Stores operations. In the 
past, Central Stores had purchased 
materials and supplies on a whole-
sale basis and then “sold” supplies 
to City departments with a markup 
to pay for operating costs. Closure 
included elimination and reuse of a 
10,000-square-foot warehouse, sur-
rounding yard space, storage sheds 

and containers. It also involved the 
disposal of existing inventory, surplus 
property, discarded materials and 
hazardous waste. A reuse plan was 
developed for the warehouse, storage 
sheds, containers and yard areas. The 
plan incorporated a new central stor-
age space for the Fire Department and 
freed a mothballed building for future 
sale. Finally, new Public Works Agen-
cy (PWA) procedures were developed 
for ordering supplies and equipment, 
and a new process was implemented 
for receiving deliveries after the Cen-
tral Stores closure.

I was given the assignment to man-
age the closing of Central Stores. The 
project presented several challenges 
from the start as I had been given 
the assignment after only two weeks 
on the job, was new to the PWA and 
knew very little about its staff and op-
erations. I would have to successfully 
complete the objectives without hav-
ing direct authority over any of the 
people involved. In addition, Central 
Stores was not supervised by PWA, 
but managed by another agency. Staff 
members in Central Stores were being 
laid off and were upset about the clo-
sure. Finally, the closure was to occur 
in less than 60 days, which created a 
very short deadline.

I led an interdepartmental committee 
consisting of various supervisors and 
mid- to upper-level managers that 
met every two weeks. Concurrently, 
I formed and directed a four-member 
PWA “ad hoc” team (using members 
from the interdepartmental team) 
that met weekly. The interdepart-
mental committee was charged with 

Recognize Your Leaders

Vanessa	Conrad
Manager of Administration
San Francisco Public Utilities Commission, Wastewater Enterprise
Member, APWA Leadership and Management Committee



addressing citywide and departmen-
tal matters, and the “ad hoc” team 
focused on issues directly impacting 
PWA. I had access to and support of 
the PWA Director and Assistant Direc-
tor as needed.

To handle all facets involved in clos-
ing Central Stores, I followed a de-
tailed process:

• Led both committees’ activities 
and meetings (including prepar-
ing meeting agendas; develop-
ing task lists at the end of each 
meeting; assigning an owner 
and deadline to each task; fol-
lowing up with each task owner 
and holding each owner ac-
countable; sending out reminder 
e-mails; and preparing meeting 
summaries after each meeting);

• Delegated tasks to committee 
members;

• Recruited additional committee 
members as needed and assigned 
their tasks;

• Obtained input from employees 
affected by the decisions (Cen-
tral Stores, Purchasing, Finance, 
Fire Department, Information 
Technology, Environmental Ser-
vices and other PWA staff);

• Treated each employee with dig-
nity and respect, irrespective of 
job title or position; and

• Kept the PWA Director and As-
sistant Director informed of 
all aspects of the project, and 
included them in all electronic 
correspondence.

Despite all the challenges, the Central 
Stores closure was accomplished on 
schedule because the closure team 
bought into the goal, had opportu-
nity to raise and resolve issues, and 
collaborated in reaching solutions 
that satisfied their needs.
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hat follows is a message 
to my boss; not my ac-
tual boss, but the boss I 
hope to have someday. In 

reality I have had one boss that fits all 
these criteria…one boss in 36 years of 
working. If you are fortunate enough 
to have a boss like this, cherish those 
moments. I’ll use some real experienc-
es to illustrate some of these points. 
It is important to know what makes a 
good boss because according to a Gal-
lup Organizational Study: “The num-
ber one reason why people thrive at 
work is their boss. It’s also the number 
one reason why they quit.”

A	message	to	my	boss…
I look forward to coming to work ev-
ery single day. Why? You might think 
it is the pay or job security, maybe 
promotional opportunities or even 
good working conditions. While those 
are all good things to have, most of 
those are driven by the organization. 
The things that matter most to me  
are things that you, as my boss, do 
every day.

Sense	of	Achievement	–		
Recognition	–	Appreciation
I take pride in my work and the fin-
ished product, but it means a lot more 
if someone notices what I have done. 
I still remember when you showed 
up on one of my jobs for the first 
time. You were recently hired and you 
pulled up to the job in the infamous 
“white station wagon.” You walked up 
to me and introduced yourself. The 
first words out of my mouth were, “So, 
what is wrong?” You told me nothing 
was wrong. You were the new boss 
and you just wanted to see what the 

crews were doing. You see, I asked the 
question because the only time we 
ever saw the “white station wagon” 
was when someone messed up and 
was going to get chewed out. So it 
means a lot when the boss shows up 
just to observe, not to catch us doing 
something wrong. When you show 
appreciation for the work I do, it re-
ally adds a lot to my sense of achieve-
ment. When you tell me “good job,” 
it means as much or more than any 
award I may get. I am not in for a lot 
of fanfare, but I understand why you 
have award ceremonies in front of 
the rest of the employees. When you 
reward us, you are letting everyone 
know what is important. I remember 
John Maxwell saying, “What gets re-
warded gets done.” What really blew 
me away was what you did after the 
award ceremony. You sent a note to 
my wife acknowledging my award and 
expressing appreciation for my work 
and the family support of me at work. 
That was a nice touch!

Respect	–	Control	Over	Work	–	
Feeling	“In	On	Things”
The next thing I like about you be-
gins with the word “R-E-S-P-E-C-T.” 
As Aretha Franklin says, “Everybody 
needs a little respect.” You show me 
respect by asking for my opinions and 
ideas. You have regular meetings to 
share what is going on and you ask 
for my input. When you ask me for 
my ideas before you make decisions 
that affect me and my work, I feel “in 
on things” and part of the team. That 
sense of ownership is important. It is 
hard to explain, but the satisfaction 
I get when I do a job that I helped 
plan is hard to measure. Even if I mess 

up, it is on me because I own it. You 
give me every opportunity to succeed. 
Control over the work I do is very im-
portant! Having responsibility and the 
leeway to attack an assignment using 
my own ingenuity really motivates me.

Open, Honest Communication – Listen
I am not a perfect employee. I do 
mess up and when I do, I appreciate 
it when you pull me aside so we can 
talk about it. You are not one of those 
“drive-by” leaders who send e-mails or 
call me on the phone to chew me out. 
That just doesn’t cut it. John Maxwell 
says, “A good leader encourages fol-
lowers to tell him what he needs to 
know, not what he wants to hear.” 
Because we can have frank conversa-
tions, you make it safe for me to tell 
you things you need to know, even if 
it might be a bit uncomfortable. I like 
your “no surprises” policy. You told 
me that you’d rather hear it from me 
now than hear it later from your boss, 
so when I see something that could be 
a problem up the chain of command, 
I am quick to let you know. As you 
have told me, “Bad news is not like a 
fine wine. It doesn’t get better with 
age.” The reason I am willing to bring 
things to you is because I know you 
will listen. You give me your full at-
tention and you demonstrate that by 
getting away from all the distractions 
of your position: your Blackberry, your 
computer, the office phone, and on 
and on. Every time I leave your office, 
I know you understand what I said 
and we have a meeting of the minds. 
When we talk, it always comes across 
to me that you have nothing more 
important to do at that moment than 
spend time talking to me.

A message to my boss...

George	Haines,	MSCE/MPA
Program Director, Gillette College, Gillette, Wyoming
Adjunct Instructor, Norwich University, MPA Program
Member, Small Cities/Rural Communities Committee

Lessons for leaders from your employees
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Professional	&	Personal	Growth	–	
Career	Development
Another thing I like is that you are in-
terested in my career and where I am 
going. You are willing to invest time 
and money in allowing me to go to 
training and conferences to improve 
my skills. You encourage me to partici-
pate in our local APWA chapter, and 
after one of our conferences you bud-
geted for some equipment improve-
ments as a result of the information I 
brought back. I do have one piece of 
advice, though. I have noticed that 
the younger employees, sometimes 
called the Millennials, really like pro-
fessional development opportunities. 
Also, I have had a couple of the twen-
ty-something employees tell me they 
like having a clear career path, a boss 
that helps point them in the right di-
rection and who will coach and men-
tor them along the way. I also noticed 
how you helped one of my coworkers 
who attended our in-house leadership 
program. With your mentoring, he 
got promoted to a position in another 
department in the city. I know it was 
tough to lose him, but seeing that our 
career development is more important 
than self-interest is noticed by the rest 
of us. It reminds me of a quote by Lou 
Holtz when he said, “It is a fine thing 
to have ability, but the ability to dis-
cover ability in others is the true test.”

Work,	Life	Balance	–	It	is	More	
Than	Just	a	Job
Most bosses draw a line between work 
and the employee’s personal life. You 
realize that work/life balance is impor-
tant to my well-being. By scheduling 
events for families like the summer 
picnic, you were able to meet my wife 
and kids and we got to spend some 
time in an informal setting. That was 
helpful when I needed time off to deal 
with family issues and the other time 
when I came to you for some advice. 
It was easier for me to approach you 
and my issues were more than some 
abstract “personal problems.” I know 
you have enough to deal with at work 

and the pressures of your job, but you 
also understand that if all is well at 
home, I am a better employee at work. 
My life is more than just my job. 
Thanks for your understanding.

Support	–	You’ve	Got	My	Back
I want to make one final point. Other 
employees notice this too. I know that 
you have “got my back.” When issues 
arise, you don’t jump to conclusions. 
You get all the facts and then deal 
with them. Even if I make a mistake, 
you don’t point fingers and place 
blame. You work to solve problems. 
After all, isn’t that what it is all about? 
When we do succeed, you readily give 
me the credit for the success we have 
achieved. You are just as willing to ac-
cept the responsibility when things go 
wrong. I am reminded of a quote by 
Ronald Reagan: “There is no limit to 
what a man can do or where he can 
go if he doesn’t mind who gets the 
credit.”

I am willing to give my best because 
I know you give your best every day. 
You set the example. You have high 
standards for yourself and demand no 
less from me. That is worth striving 
for. You are dedicated to our organiza-
tion and to your employees. We all see 
it. That’s why I like coming to work 
every day. Thanks for being a great boss.

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

Now that you have been featured in the 
APWA Reporter, why not leverage this 
opportunity to promote your product  
or service with custom reprints?

Call our reprint department 
at (800) 259-0470 for 
complete details.

Order CustOm Bulk 
editOrial reprints
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n today’s economy, revisiting a 
key management tool—span of 
control—is paramount.

Span of control is defined as the 
number of people a manager can 
supervise effectively, and can be 
broadly categorized as either narrow 
or wide.

The span of control and layers of 
management in an organization help 
determine the way public works op-
erations assign tasks to employees.

Improvement in work flow can often 
be impacted by these factors.

A narrow span of control means that 
a manager or supervisor has fewer 
employees under his supervision. A 
wide span of control implies that a 
single manager has more employees 
under his supervision. A span of con-
trol is wide usually when there are 
well-established operating procedures 
and few problems are expected in 
running the concern. A wide span of 
control also gives rise to a flat organi-
zational structure.

The concept of organizational struc-
ture and span of control are interre-
lated with often having an inverse re-
lationship between the organization-
al structure and span of control. Span 
of control has a direct bearing on the 
number of layers in an organization, 
which is a measure of the length of 
an organization’s lines of communi-
cations. These two measures combine 
as indicators of the efficiency and ef-
fectiveness of an agency.

Narrow	span	of	control
If an agency has a narrow span of 
control, the number of levels in the 
organization will be greater with 
a “tall” organizational structure as 
shown below. A tall span means that 
there are more layers of management 
between the work force and top level 
management, which may lead to 
confusion of the company’s overall 
vision and communications from the 
top. While more managers may al-
low direct communication with em-
ployees, which could result in better 
alignment with the immediate man-
ager’s vision, it opens the door for 
each manager to add their own val-
ues to the information, which, with 
multiple layers, may lead to a very 
different direction than the original 
concept/ideals as communicated at 
the top of the organization.

Span of control impacts public  
works efficiency
Joyce	Lorick
Office Manager
LA Consulting
Manhattan Beach, California

Narrow	span	of	control	with	more	
layers

It’s coming...
                    are you ready?

Midwest Rake Company’s Snow Roof Rake 
can remove snow from your roof from 
ground level, without climbing on ladders, 
or on the roof...prevents ice dams, saves 
costly repairs and is insurance industry 
recommended.

Visit www.midwestrake.com to see our 
snow and ice removal tools...it’s a trip 
worth taking.

Signature Snow Roof Rake
Item # 96022 with 4’ 
Extension Handle 
(Item #96048)

www.midwestrake.com  •  800-815-7253APWA “Special Pricing”

APWAad11-11.indd   1 11/1/11   8:43:13 AM
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A narrower span of control con-
notes an ability to have more direct 
communications and interactions 
between managers and their reports. 
Narrower spans with fewer subordi-
nates under them could also impact 
the effectiveness of managers, there-
by enhancing managerial quality. 
Narrower spans could also indicate 
that the workers and management 
are physically located at distances 
from each other. When workers need 
greater supervision and new chal-
lenges arise frequently, a narrower 
span of control is often required.

Wider	span	of	control
One key benefit of a wider span of 
control is more staff with the same 
manager, which could result in bet-
ter alignment with organizational 
vision/ideals/concepts as fewer layers 
of management communication and 
individual ideals have not distorted 
the top organization’s intent. A dis-
advantage may be the lack of time for 
the manager to communicate with 
each employee.

A wider span of control may indicate 
that employees are self-motivated, 
experienced and need less direct su-
pervision. It could also indicate that 
work is extremely repetitive in nature 
and employees have developed pro-
ficiency.

Research
Initial research on administration of 
management theory indicates that 
the number of interactions between 
manager and subordinates increases 
dramatically after four because of the 
increase in communication flow and 
that the maximum effective span was 
five—with four in most cases.

Early management theory prior to 
the 1950s advocated that supervi-
sors needed to maintain control over 
their subordinates, with six subordi-
nates considered the maximum ratio 
to effectively supervise, with a ratio 
of four being desirable. Organizations 
followed the general theory or “com-
mand and control” concept, which 
resulted in a relatively high percent-
age of managers and supervisors and 
many layers that may often be inef-
ficient and inappropriate today.

As organizations become more 
knowledge-based (composed of 
people who control their own per-
formance through information ob-
tained from peers, customers, and 
management systems), span ratios 
have increased without any loss of ef-
fectiveness.

Empowered employees, larger spans 
of control, and flatter organizational 
structures are often current indicators 
of more efficient and effective organi-
zations. Though a consensus on the 
ideal ratio for span of control has not 
been reached, it is believed that orga-
nizations under ideal circumstances 
may be able to operate in a range of 

25 to 75 workers for every one super-
visor.

Former Vice President Al Gore wrote 
in a 1993 National Performance Review 
article that the span of control in the 
federal government was planned to 
change from the average of seven per 
supervisor to 15. In 2002, Texas man-
dated a maximum 11:1 ratio for all 
groups with more than 100 employ-
ees or larger organizations.

The Office of Inspector General Au-
ditors Office (OIGA) Span of Control 
Study reveals that some variance oc-
curs between the agencies listed, as 
seen in Figure 1 below.

Span of control has a direct bearing 
on the number of layers in an orga-
nization, which is a measure of the 
length of an organization’s lines of 
communications. These two mea-
sures are indicators of the efficiency 
and effectiveness of an agency.

Experts in the field suggested that 
most organizations should need only 
three layers: first-line supervisors, 
division heads and unit manager 
(plant, operations or distribution 

Wider	span	of	control	with	fewer	
layers

Figure	1
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manager) with a suggested five layers 
as the maximum layers needed for 
any organization from top to bottom 
with the maximum layers reserved 
only for very complex organizations 
such as multi-dimensional firms.

Factors
Span of control is affected by many 
factors, such as the type and size or-
ganization, similarities and complex-
ity of jobs as well as skill levels, com-
petencies and abilities of workers and 
supervisors. Also important is the 
type/intensity of interaction required 
between superiors and subordinates. 
Geographical locations and dispersal 
of employees is another important 
factor. A good overview of these con-
tributing factors is shown above.

Technology	and	social	economic	
impact
Span of control and management 
layers have changed over time and a 
potential impact to that evolution is 
the transformation in business prac-
tices as a result of technology. While 
today’s technology touches every 
one of us in an obvious way of end-
less information flow, if we look at 
the beginning of the technology age, 

the vision of technology tools was 
more along the lines of actual tools 
(a better hammer/screwdriver) that 
enhanced performance and allowed 
staff to accomplish higher volumes 
of output with greater ease. In the 
public sector, examples include im-
proved machinery to sweep streets, 
tree trimming, maintaining traffic 
signals, and repaving roads.

The relationship between technol-
ogy and its impact on organizational 
structure widening the span of con-
trol is an important factor to con-
sider. After the training processes are 
complete (which are often handled 
by technology specialists coming 
into the organization and training 
the entire division including man-
agement and staff all at once), many 
specialized tasks become routine and 
therefore require less supervision and 
make it possible to widen the organi-
zational span of control.

Workers are now more indepen-
dent and collaborative using vari-
ous technologies such as Internet 
and intranets, video conferencing 
and shared websites. The ease of 
data flow and abilities to track and 

monitor have led to a greater focus 
on individual worker performance 
and less on direct supervision. Dis-
tances from employees to supervisor 
are often not a critical factor. Hence, 
organizations have needed fewer 
supervisors and managers as their 
role has changed from “control” to 
“support.”

Technology has also changed the 
burden of the data collection/report-
ing process for managers, which 
has resulted in more timely and ac-
curate data. One example is Global 
Positioning System (GPS), which has 
the ability to be used in a multitude 
of ways for productivity and moni-
toring. For example, a GPS system 
can be set to monitor 400 or more 
government vehicles and also have 
“electronic fences” for geographi-
cal monitoring of vehicle location 
assignment. If a monitored vehicle 
leaves its designated area, an e-mail 
is automatically generated and sent 
to a designated manager.

Further, many organizations now 
lack specialization of staff, which of-
ten results in work being completed 
by a team effort. This has changed 
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the culture of organizations from a 
more rigid department structure to 
a team approach, allowing for a bet-
ter flow of information and decen-
tralization of efforts. With today’s 
high-speed information flow, more 
teams are working virtually across 
geographical areas. In some organiza-
tions, it is common for staff to work 
totally independently and in-home 
work situations are often awarded to 
staff that have proven their ability to 
work on their own. This is more ef-
ficient for the employee and for the 
organization. Other studies support 
the idea that technology is relevant 
to an organizational span of control. 
These findings suggest that techno-
logical characteristics of productive 
processes are key determinants of 
variations in size of span of control.

Process
Many agencies today show increased 
ratios for span of control. Exam-
ples of increased ratios are seen in 
the progresses established in Seattle, 
Wash., Texas and Iowa, where all 
have achieved a wider ratio of span 
of control in the last decade. Seattle 
reported an increase to their span 
of control in 2005, while Texas in-
creased their ratio from 8:1 to 11:1; 
Iowa reported an increase of staff to 
management ratio of 9.7:1 to 11.1 
(OIGA, 1998, 1999, 2002, 2005, 
2008).

The general consensus of these agen-
cy reports is that achieving a higher 
span of control is critical to govern-
ment’s mission, because it optimizes 
the ratio of supervisors to employees 
in the workforce. The higher ratio 
permits allocating resources to more 
appropriately accomplish the work of 
the organization (OIGA, 2008).

Implications	or	new	“rule	of	
thumb”
Span of control ratios have encom-
passed ranges exceeding 20:1 with 

the highest ratios at the working 
level where the effort is more struc-
tured, organized, and predictable 
with activities defined and under-
stood. While average span of control 
ratios are typically in the 5:1-8:1 
range, they do appear to be grow-
ing at public agencies nationwide. 
The general consensus is that the 
increased ratio has benefited the or-
ganizational structure by improved 
communications from the top down, 
lowered the cost of doing business, 
increased employee morale, and fos-
tered growth at all staff levels.

General management concepts 
that public works can use:

• There is no specific range that 
matches all organizations. The 
old rule of thumb of 4:1-5:1 
may not match the current work 
environment. Much variation 
exists due to business processes, 
geography and management 
expertise along with employee 
empowerment.

• Governments are openly at-
tempting to increase span of 
control ratios as shown in the 
reported studies, and various 
audits.

• Current practices and research 
are indicating higher ranges for 
span of control >10 that appear 
to be growing with technology 
and the ability to communicate 
electronically.

• Any span of less than three 
should be justified with major 
opportunities for reduction of 
supervisors. Any 1:1 span should 
require an extremely high level 
of justification.

• Levels of employees to supervi-
sors have found to be effective 
with higher ratios of staff to 
management for structured and 

preplanned activities such as 
custodial or independent tech-
nology staff while lower ratios in 
specialized and technical crews 
requiring feedback and control.

• The more effective the manage-
ment business processes and 
management system, the higher 
a span ratio of staff to manage-
ment can be used. The more 
unstructured, increased lack of 
skill sets, and heightened need 
for direction required by the staff 
will all necessitate a narrower 
span of control.

• Command and control type 
of leaders require more layers, 
while management with new 
technology-driven tools use less 
layers.

Conclusion
There is no established or easy an-
swer to the question of optimal span 
of control as it requires close exami-
nation of the organizational structure 
at each level. While reviewing the en-
tire organization may be overwhelm-
ing, a key trigger for closer examina-
tion is when a span of control is 3:1 
or less. Then a determination of the 
intricacies of the work and the in-
volvement required by management 
as well as other key contributing 
factors must be taken into consider-
ation.

Determining the optimal span of 
control in an organization is signifi-
cant and moving toward that goal 
will improve the morale of both 
management and staff as the process 
empowers both to more effectively 
reach their own potential.

Joyce Lorick, LA Consulting, Office Man-
ager, an MPA candidate at Northwestern 
University and a member of APWA’s 
Southern California Chapter, can be 
reached at (310) 374-5777 or jlorick@
laconsulting.com.
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Sustaining an organization by developing 
future leaders
Cindy	Milrany,	CPA
Chief Financial Officer
Freese and Nichols
Fort Worth, Texas

eadership sustains an 
organization. Without  
capable leaders, organizations 
cannot adequately fulfill  

their mission.

Effective senior leaders have 
the ability to balance the fine 
line between maintaining the 
organization’s core values while also 
preparing for an uncertain future by 
adapting to change. However, when 
it comes to finding someone with 
these qualities, most organizations 
hit a brick wall.

In reality, organizations already 
have a large pool of future senior 
leaders among their employee bases. 
Those employees just need the right 
training to realize this potential.

Freese and Nichols realized the 
untapped senior leadership potential 
among its employee base through 
the firm’s overall continuous 
improvement initiatives, which are 
intended to drive transformational 
change throughout the organization 
by creating a customer-focused 
environment. By learning to listen 
to customers and employees through 
our continuous improvement efforts, 
we realized that we have a number 
of employees who are capable of 
becoming senior leaders.

This realization prompted creation of 
our Senior Leadership Development 
program to identify and put qualified 
individuals into a leadership 
development pipeline. The two-
year program is a systematic and 
coordinated effort to ensure the 

development and advancement 
potential of individuals in key 
positions within the organization.

What	makes	a	good	leader?	
According to PSMJ Resources, Inc., 
a global consultant of architecture, 
construction and project 
management best practices, only 
one in 75 architects and engineers 
naturally possesses the skills 
necessary to lead. This is because the 
qualities that help these professionals 
excel, such as technical and 
analytical skills, are not necessarily 
the same attributes that will make 
them successful leaders.

An effective senior leader must have 
the ability to communicate, an aptitude 
for business, sincere interest in serving 
as a leader, marketing capabilities and 
an entrepreneurial drive.

Fortunately, strong leaders do not 
have to naturally possess these 
leadership abilities. While natural 
abilities certainly help, some of the 
best leaders have risen to the top by 
developing their leadership skills.

Identifying	future	leaders	
With so many talented and 
promising employees from which to 
choose, it can be difficult to narrow 
down the list to those who most 
likely will complete the program and 
effectively lead the organization. 
Personal assessment tools can help 
separate individuals with the greatest 
potential.

One assessment option is to rate 
an individual’s leadership potential 

during the annual review. An 
employee’s leadership potential may 
be assessed as follows:

• With development, this person 
shows potential to perform at the 
next level.

• With additional experience 
and development, this person 
shows potential to perform at the 
next level.

• This person can continue to 
contribute and expand his/
her responsibilities at the current 
level.

• Improvement is required in 
order for this person to maintain 
his/her current level.

The review can be supplemented 
with a career assessment tool, which 
allows the employee to provide 
direct feedback regarding his or her 
leadership potential. A business 
career interest inventory helps 
employees determine their interest 
in applying their expertise, working 
with people and accumulating a 
certain level of control or influence 
over time. Personal conversations 
with employees about where they 
think they fit best within the 
organization and their future career 
aspirations can also help identify 
future leaders.

Once the potential candidates for 
leadership training are identified, 
the candidates must be narrowed 
down to those who will be invited to 
participate in the program. Generally, 
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the participants should not exceed 
12 if the program is to be effective; 
however, the exact number depends 
on the size of your organization and 
available resources.

The	leadership	pipeline	
The road to creating leaders can 
be broken into four distinct paths. 
Employees begin with learning self-
leadership. This evolves into the 
ability to lead others, the ability to 
lead a group and, eventually, the 
ability to lead the organization.

While the leadership pipeline is 
useful for development of senior 
leaders, its earlier passages, which 
focus on group leadership and 
project leadership, benefit the 
organization by creating qualified 
leaders at all levels. At Freese and 
Nichols, we have created a program 
specifically designed to develop 
group leadership skills, as well as 
project management certification 
courses to help individuals establish 
and refine the skills necessary to 
effectively and efficiently manage 
client projects. These are the building 
blocks necessary to move on to 
senior leadership initiatives.

Core	senior	leadership	
competencies	
Throughout the leadership 
development program, participants 
are guided through exercises 
specifically designed to develop 
core senior leadership competencies 
necessary to achieve success for the 
organization. These competencies 
include:

• Leading Change – The ability 
to bring about strategic change, 
both within and outside the 
organization, and to meet 
organizational goals. This also 
includes the ability to establish 
an organizational vision and to 
implement it in a continuously 
changing environment.

• Leading People – The ability 
to lead people toward meeting 
the organization’s vision, mission 
and goals. This includes the 
ability to provide an inclusive 
workplace that fosters the 
development of others, facilitates 
cooperation and teamwork, and 
supports constructive conflict 
resolution.

• Results Driven – The ability 
to meet organizational goals 
and customer expectations, and 
to make decisions that produce 
high-quality results by applying 
technical knowledge, analyzing 
problems and calculating risks.

• Business Acumen – The ability 
to manage human, financial 
and information resources 
strategically.

• Building Coalitions – The 
ability to build coalitions 
internally and with other 
organizations to achieve a 
common goal.

Program	components	
Since individuals learn in different 
ways, the most effective leadership 
programs blend classroom learning 
with personal development activities 
intended to develop the essential 
competencies for leadership. Some of 
the more effective components of the 
Freese and Nichols program include:

• Senior leadership (Chairman, 
CEO, COO) oversight and 
participation.

• Creation of individual 
development plans based 
on assessments and feedback 
so participants may identify 
strengths and areas for 
improvement.

• Reflective journaling to 
facilitate self-reflection and 
growth.

• Partnership with a senior 
management mentor or coach 
to gain insight, coaching and 
networking opportunities.

• External development 
opportunities to ensure 
exposure to high-level executives 
with other organizations.

• Community board service 
to further exercise leadership 
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skills in a way that benefits the 
community, helps the individual 
with personal branding and 
increases visibility of the 
organization.

• Communications skills 
development through 
public speaking and writing 
opportunities.

• Peer coaching to help 
participants partner with others 
for constructive feedback or 
motivation.

Measurement
As with any successful program, it is 
important to establish some method 
of measurement to determine if the 
program is successful. Measurement 
will also help program organizers 
adjust the program to meet the 
changing needs of the participants 
and the organization.

While something as subjective as 
leadership development may seem 
difficult to measure, Freese and 
Nichols has identified a few factors to 
guide this assessment. They include:

• Percentage improvement in post-
program assessment scores.

• Percentage of participants the 
organization retains for more than 
five years.

• Rate of participants who are 
placed in senior management 
positions within five years.

• Participant satisfaction score.

• Satisfaction scores for each 
participant’s group.

With so many organizations in 
transition due to stressed budgets 
and the need for increased efficiency, 
now is the time to identify and 

develop your greatest assets—your 
employees—into future leaders. The 
ability to place these leaders, who 
fully understand your culture, vision, 
values and mission, in key positions 
throughout the organization will 
provide strength and continuity 
for your organization that will reap 
benefits for decades.

Cindy Milrany is the Chief Financial 
Officer and Chief Administrative Officer 
at Freese and Nichols, a full-service 
professional consulting firm serving 
municipal and county governments, 
water districts, the U.S. government, 
higher education and the energy industry. 
A Certified Public Accountant, Milrany 
manages all corporate functions, except 
human resources and marketing, and 
oversees the company’s financial activities 
and customer-focused systems. She can 
be reached at (817) 735-7246 or cindy.
milrany@freese.com.
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“I see references to sev-
eral ‘e-bike’ programs 
being piloted across the 
U.S., usually on college 

campuses, and I’m wondering 
what is the difference between a 
new ‘e-bike’ and the older ‘mo-
ped’ and what are the benefits 
to one over the other?”

If you were a teenager in 
the late seventies, the mo-
ped was quite the rage. You 
often started off on your 

bicycle (usually because you didn’t 
have a driver’s license) and when you 
thought no one was looking, you 
kicked over to the gasoline powered 
engine and flew through the streets 
without arriving breathless from hav-
ing pedaled all the way. The “e-bike” 
(electric) is actually a bicycle with an 
attached motor, powered by a battery, 
which activates when pedaling gets 
more difficult for the rider. It is usu-
ally referred to as a form of “mild ac-
tive transport.” The e-bikes are being 
touted as an environmentally-friendly 
alternative to driving. Pilot programs 
will be assessing whether they could 
be part of a solution to three related 
problems: environmental degradation 
that impacts public health, quality of 
life and economic security; over-reli-
ance on insecure energy; and a public 
health crisis of obesity related to in-
activity. The University of Tennessee 
has begun a pilot project which pro-
vides charging stations throughout 
the campus to test the operational 
and economic feasibility of introduc-
ing electric bikes in a shared bike sys-
tem and also test how users respond 
to them. This could be a great tool 

in tourist areas to encourage viewing 
the locale in a more environmentally-
friendly manner.

Follow-up to a previous question
A couple of months ago someone 
had written asking about the use of 
Smart Cars in public works fleets. I 
asked you to share your experience if 
you had tried these vehicles in your 
fleet. Wayne Moorman, Manager of 
Engineering Services in the Regional 
District of Nanaimo, British Colum-
bia, wrote to do so. His agency oper-
ates a transit fleet, solid waste landfill, 
sewage treatment and water systems 
and provides building inspection and 
planning services to their 180,000 
residents. He reports that the vehicle 
fleet has one Smart Car for general 
use in the vehicle pool, for their solid 
waste department and three in their 
bus pool (used for bus driver change 
out). Wayne reports that while the 
initial purchase price was good, the 
maintenance staff was not happy 
with the parts and service for the ve-
hicles. They also do not appear to be 
built robust enough as a fleet vehicle 
for multiple users and cause extra 
maintenance. They are not planning 
to purchase any more Smart Cars but 
are focusing on electric vehicles. If 
you are interested in discussing their 
findings, you can contact Wayne at 
wmoorman@rdn.bc.ca.

“Our department is be-
ginning to develop a 
Strategic Plan and we are 
not really sure what it 

should look like. Do you know 
of some examples that might be 
worth reviewing as we begin?”

Good timing! We just recent-
ly completed two Accredita-
tion Site Visits where the 
departments had developed 

an exceptional Strategic Plan. One is 
from Georgetown County, SC, and 
the second is from Saint Paul, MN. 
Each is unique to their own depart-
ment, as it should be, but are very 
well developed and provide good 
direction for the future of the depart-
ment. Feel free to contact Ray Funnye 
at rfunnye@georgetown@gtcounty.
org, or Rich Lallier at rich.lallier@
ci.st.paul.mn.us. I’d also suggest you 
check out the publication written by 
Bill Sterling in the APWA bookstore 
titled, It’s Your Move: Strategic Planning 
for Public Works Departments. It has 
several templates and a great format 
for developing your own document. 
There are many others that are well 
done among Accredited agencies and 
you can find the listing of those  
agencies at www.apwa.net/about/ac-
creditation.

“We are looking for ex-
amples of things that 
public works depart-
ments are doing to meet 

sustainability practices. Our 
City Council talks often about 
developing Green Initiatives but 
aside from changing out our 
fleet vehicles, which isn’t really 
too practical during the poor 
economic times, we’re not really 
sure where to start. Any sugges-
tions would be appreciated.”

APWA’s Center for Sustain-
ability has developed a 
Framework for Sustainable 
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Communities and it is available at 
www.apwa.net/documents/sust/
framework_designFINALpdf and I 
believe you will find it helpful in de-
veloping your plans. The City of Saint 
Paul, MN, has two outstanding Green 
Initiatives Plans, one for the Public 
Works Department, and one for the 
City, that detail the most simple ideas 
for working towards sustainability 
and I know they would be happy to 
share them with you. An internal 
survey found that each City employee 
averaged about 700 pounds of paper 

a year, one sheet every 12 minutes. 
One very simple step they have taken 
is to have all the printers in the City 
offices reset to duplex all documents. 
They have placed green “Duplex 
Capable” labels on them, along with 
posters and instructions on how to 
enable duplex printing from your 
computer. Contact Dan Bartholic at 
Dan.Bartholic@ci.stpaul.mn.us for in-
formation and Mary Anderson, Chair, 
Center for Sustainability, at mander-
son@cityhpil.com.

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

Ask Ann

Concrete Foreman 
Roadworx 
Roswell, GA

We are looking for a working 
Concrete Foreman, someone who is 
capable of estimating and calculating 
the materials for a job and then 
taking his crew out and performing 
the task. Once completed, then 
filling out the appropriate documents 
to show time, material, and location 
of work performed. We are primarily 
dealing with handicap ADA ramps, 
sidewalk repair, and curb and gutter 
work. We also have been tasked 
with installing concrete pavers in 
the upcoming 2012 work year. This 
knowledge would be a plus to the 
applicant. Need to have two or more 
years of experience as a supervisor, 
lead or foreman. Submit your résumé 
via e-mail preferably to loue@rdworx.
com.

Director of APG Privatization 
Aberdeen, MD

New position. Aberdeen is looking 
for a talented, licensed professional 
engineer with experience in 
management and long-range 
planning to oversee the City’s 
provision of water and wastewater 
services to the Aberdeen Proving 

Ground, a federal military post. 
Requires bachelor’s degree in 
civil engineering, P.E., and five 
years of public works/engineering 
experience. Profile at http://
thenovakconsultinggroup.com/
director-of-privatization-city-of-
aberdeen. Submit cover letter, 
résumé, salary history, references 
online to Catherine Tuck Parrish, The 
Novak Consulting Group, at apply@
thenovakconsultinggroup.com by 
December 7. EOE

Public Works Director
Buellton, CA

The City of Buellton is seeking a 
Public Works Director responsible 
for streets, the water treatment, 
storage, and distribution system, 
the wastewater treatment and 
disposal system, the storm drainage 
system, the maintenance shop, City 
parks and street trees, and building 
maintenance. The Director supervises 
six employees. A bachelor’s degree in 

civil engineering or a related field is 
required. Strong project management 
and supervisory skills are essential. 

Registration as a professional civil 
engineer in California is not required 
but highly desirable. Salary range: 
$81,744 to $100,128 DOE. Job 
announcement and application 
available at www.cityofbuellton. 
com. Application Filing Deadline: 
5:00 p.m. Friday, December 30,  
2011. (805) 688-5177 (City Hall); 
(805) 686-0086 (Fax).
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Tippmann	Post	
Driving	Equipment	
introduces	side	mount	
adapter	for	driving	
u-channel	posts
The Tippmann Side 
Mount Adapter fastens 
quickly to all u-channel 
posts ranging in size from 
2 lb. per foot all the way 
up to a 4 lb. per foot post. 
Whether you are driving 
an 8 ft. post or a 14 ft. post, 
this adapter will allow you 
to drive from a height you 
are comfortable with and 
your feet on the ground. This adapter is equipped with 11 
sturdy attachment pins, which fit all major manufacturer  
u-channel hole patterns. The side mount adapter is then 
held in place by a long retaining pin and clevis. Learn more 
about this adapter as well as view online video demonstra-
tions by visiting propanehammer.com.  Or call toll free for 
a free brochure: (866) 286-8046.

SureDome	detectable	warning	tiles

SureDome detectable warning tiles are the ONLY 
truncated dome that is manufactured to truly last the 
life of your sidewalk. Two types of fiber and advanced 
technology produce a product that once properly set in 
cement or mortar will not come up, fade or crack. We offer 
a “Paver Panel” that provides the look of individual bricks 
with SureDome strength. Making your dollars stretch is 
vital in this economy! Visit www.suredome.com or call 
(865) 233-5680.

Design	and	Control	of	
Concrete	Mixtures,		
2011	Edition
For more than 85 years, 
PCA’s Design and Con-
trol of Concrete Mix-
tures has been the author-
itative reference on cement 
and concrete materials. 
The new, fully revised 15th 
edition contains the most 
recent standards, specifica-
tions and test methods for 
ASTM, AASHTO and ACI, 
and includes the best practice on materials and methods 
for sustainable concrete construction. For more informa-
tion or to order, visit www.cement.org/apwa or call (800) 
868-6733.

PCA’s	New	E-learning	Course:	Cement	and	Its		
Impact	on	Concrete	Performance

What’s your concrete perfor-
mance issue? Hot- or cold-
weather concerns? Workabil-
ity? Setting time? Strength? 
They can all be influenced 
by cement characteristics. 
The type of cement can also 
affect durability and how 
susceptible the concrete will 
be to sulfate attack and al-
kali-silica reaction. Designed 
for engineers and other 
construction professionals  involved in concrete construc-
tion, this six-part e-learning course on concrete and 
cement technology takes you through cement’s role in 
sustainability, cement types and applications, and how ce-
ment affects the performance of the final product. Comple-
tion of the course provides 0.6 Continuing Education Units 
(0.6 CEUs), equivalent to 6 Professional Development 
Hours (6 PDH). For more information, please visit www.ce-
ment.org/EL100apwa or call 800-868-6733, International  
+1 847-972-9150.

Products in the News
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PowerPlatform™:	
The	next-generation		
municipal	vehicle

The GVM Snow Equip-
ment PowerPlat-
form is a multi-purpose 
machine offering high 
speeds, maneuverability, 
a large cargo capacity and 
excellent operator visibil-
ity while still maintain-
ing a road-legal 102” tire 
width. The four-wheel 
drive machine offers four-wheel steering with three steer-
ing modes: front steering, coordinated steering, and crab 
steering. Its unique frame design allows the PowerPlatform 
to turn around in a nine-foot shorter radius than a pickup 
truck; ideal for turning around on a two-lane road inter-
section and maneuvering through cul-de-sacs. For more 
information, visit www.snowequipmentsales.com.

Economical	Equipment	Storage
ClearSpan 
Hercules 
Truss Arch 
Buildings are a 
fast, economical 
solution for 
equipment 
storage. These 
jobsite buildings 
provide ample 
height and 

extraordinary clearance for ease of movement, loading 
and handling, and entry/exit access. There are no internal 
columns to interfere with bays, trucks, tools, or heavy 
machinery. Store your vehicles and equipment indoors, 
protected from inclement weather and freezing conditions 
in our storage buildings. Natural ventilation and abundant 
sunlight eliminate moisture, reduce rust and equipment 
damage. For more information, please visit www.ClearSpan.
com or call (866) 643-1010.

Snow	Roof	Rakes
Remove snow from your roof from ground level with 
Midwest Rake Company’s “Signature” Snow Roof 

Rake. No climbing 
on ladders or on 
the roof…prevents 
ice dams, saves 
costly repairs 
and is insurance 

company recommended. Available in 16’ or 21’ with 4’ 
and 5’ extension handles also available. Easy assembly and 
lightweight. Special APWA Member prices. Check it out at 
www.midwestrake.com or call (800) 815-7253 today!

Mag-Lok	long	handle	tools

Mag-Lok Tools is redefining commercial long 
handle tools. Our system of industrial grade handles and 
interchangeable tool heads is revolutionizing the public 
works and construction industries. With patent pending 
technology, six handle options of varying lengths and 
over 60 different tool heads, Mag-Lok has the right tool for 
your every need. Offering a lifetime warranty and quantity 
discounts, Mag-Lok Tools may be the last tools you ever 
buy. For more information call (855) 255-2345 or visit 
www.magloktools.com.

Model	5433	IceSight	Sensor
The Model 5433 IceSight 
Sensor is a non-intrusive 
surface condition sensor 
that uses laser and infrared 
electro-optical technology to 
determine the conditions of 
the road surface. The sensor’s 
standard data output includes 
air temperature, surface 
temperature, eight distinct 
surface indications, a surface 
friction coefficient, and a 
soiled optics indication. This 
compact and rugged sensor 
can be deployed on existing traffic poles or structures using 
standard Astro-Brac or similar hardware. Applications for 
the Model 5433 include RWIS for intersections, highways 
and bridges, activation of message signs, and anti-icing 
spray systems. For more information, call (800) 275-2080 
or send e-mail to sales@highsierraelectronics.com.

Sound	solutions	from	SCS	Engineers

Since 1970, SCS Engineers has delivered economically 
and environmentally sound solutions for solid waste 
management and site remediation projects 
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throughout the world. The firm has ranked as the Number 
One Solid Waste engineering company five times by 
Engineering News-Record. In addition, SCS Engineers ranks 
as one of the fastest-growing architecture, engineering 
and environmental consulting firms on the Zweig Letter 
Hot Firms List for six consecutive years. SCS provides 
engineering, construction, and long-term operations and 
maintenance services to private and public sector clients. 
For more information about SCS Engineers, please visit 
our website at www.scsengineers.com or contact service@
scsengineers.com.

FRO	MAR™	Steel	Panels	receive	Miami-Dade	
approval
FRO MAR™ 
Steel Panel 
System, 
manufactured 
by Safe Guard 
Building Systems 
– member of Super 
Stud Building 
Products’ Group, 
received Miami-
Dade Building Code Compliance NOA (#08-1219.02). 
FRO MAR is the first and only steel panel system to have 
achieved this Category Five, 150-mph sustained rating 
approval without needing exterior sheathing. For more 
information, visit www.fromarsystems.com.

Intermap’s	NEXTMap®	database
Intermap’s 
NEXTMap® 
database 
provides local, 
state and 
federal public 
works officials 
optimized, 
multi-sensor-

derived digital elevation data and orthorectified radar 
images to enable accurate geospatial analyses in any 
area of interest. NEXTMap products consist of seamless, 
wide-area, and current terrain information, including: 
Digital Surface Model (DSM), a first-reflective-surface 
model that contains elevations of natural terrain features 
in addition to elevations of vegetation and cultural 
features such as buildings and roads; and Orthorectified 
Radar Image (ORI), a grayscale radar image of the earth’s 
surface that has been corrected to remove geometric 
distortions caused by the terrain. For more information, 
call (877) 837-7246 or visit www.intermap.com.

Hot	Mix	Asphalt:	repair	site	production	

Hot mix asphalt for pavement repair is permanent 
and cost effective, and it can be used all year long. 
Crumb rubber modified asphalt exhibits increased high 
temperature strength and low temperature flexibility. 
The thick aggregate film thickness provides higher 
adhesion and reduces asphalt aging. The equipment 
allows for selective aggregate size, binder content and 
production rate. Produce only what is used and have 
no waste. Visit www.pelletpatch.com or call (702) 
334-6671 for more information or to arrange a free 
demonstration.

In Between the Rails
After 35 years in the 
industry, Charles 
F. Mori knows all 
too well of the ups 
and downs of life on 
the railroad. Now, 
he’s compiled his 
experiences in his new 
book, In Between 
the Rails. In Between 
the Rails reveals the 
secret lives of railroad 
workers, representing 
the humor, drama and 
daily dangers of the 
industry. Following 
three young men as 
they enter the profession, Mori delves into the growing 
pains of life they encounter along the way: love, family 
hardships, personal sacrifice and loss. An inspiring story 
of resilience and strength, In Between the Rails showcases 
how the unexpected may bring the greatest rewards. 
In Between the Rails by Charles F. Mori; approximately 
356 pages; Paperback 6x9, retail price: $20.95; ISBN: 
9781405281805; Available at www.amazon.com  
and www.barnesandnoble.com.
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www.seacon.com800.489.6689

Energy • Federal   
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Higher Education 
















www.tapconet.com

Traffic, Parking & Signal Products
FREE 

CATALOG!
800.236.0112

O n e - 

S h o p

Yo u r

CEQA & NEPA Documentation 
General Wildlife Biology  

Cultural Resources 
Herpetology 

Botany 
Fisheries Biology 

Wetland Delineation 
Paleontological Services 

GPS & GIS Mapping Services 
SALES: INFO@CONDORCOUNTRY.COM    411 FERRY ST., SUITE 6 
OFFICE: (925) 335-9308           MARTINEZ, CA 94553-1145 
CERTIFIED DBE/WBE/SBE  WWW.CONDORCOUNTRY.COM 

Technical experts for Public Works planning 

CULVERT REHAB

Easier. Faster. Safer.
1-800-CULVERT
www.culvert-rehab.com

Dig and replace 
has been replaced.

by Consort

DO TWO JOBS AT ONCE

Trimble Agriculture. The line everyone follows.

Call Trimble at 1-888-728-2436,  
visit www.weedseeker.com  
or see your dealer 

SPRAY THE W
EEDS

NOT BARE A
SPHALT  

OR CONCRETE 

Eagle-Eye KC will catch the mistakes in your 
most critical marketing tool: your website.
We bring you:
•	 25+	years	of	proofreading	and	editing	

experience
•	 An	objective	and	thorough	review	of	your	

website	content
•	 Low	rates	and	fast	service

(816) 807-2138 www.eagle-eyekc.com kevin@eagle-eyekc.com
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Clearing the Way for over 90 years

888-682-9010
sales@henkemfg.com

HN_APWADir2011.qxp  11/5/2010  11:44 A

Online Stormwater
4-Hour ESC Training
Endorsed by NY State DEC
www.JRFAtraining.com

The Strongest, longest lasting, Cement based 
ADA approved Detectable Warning Panels 
made!  Manufactured in TN, LA & AZ for      

convenient shipping!! Priced Right to Stretch 
Your Limited Dollars!                                     

Call 865-233-5680 for information that WILL save 
your department time & Money!  
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A World Leader in Landscape Architecture
Landscape Architecture • Planning 

Urban Design

www.swagroup.com
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Phone: 816-333-9400
busdev@burnsmcd.com

Engineering and
Construction 
Services for
Municipalities

l  Asphalt Preservation
l  Ice Prevention
l  Environmentally  
 Sound Practices

Asphalt Preservation

     Limit Expires...
Warning,  

Reconst ruc t ion not ice  
w i l l  be issued!

Call: (800) 747-8567 
geeasphalt.net/apwa

preservation not in 
your budget?  
can you afford to wait?

time is running out on your investment! 

preservation not in 
your budget?  
can you afford to wait? 

time is running out on your investment! 

   Don’t Get Stuck Paying This Fine!

Geotechnical Engineering, Construction Materials  
Testing & Observation, Environmental Sciences

Office Locations: Centennial, Colorado Springs, Longmont 
Phone (303) 337-0338 Fax (303) 337-0247 Website www.geocal.us 

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

Public Works
Construction Management Specialists 

Series 431 Perma-Shield® PL is a high-performance, 
ceramic-modified epoxy lining for ductile iron and 
steel pipe. Formulated for the most aggressive sewer 
environments, it offers advanced permeation, abrasion, 
and chemical resistance. It can withstand 2500 psi 
hydrocleaning and its light green color makes it easy to 
inspect. To get the inside story, go to: Series431.com.

Green is the new black.

1- 8 0 0 -T N E M E C 1  w w w. t n e m e c . c o m

  www.ASICoverBuildings.com
1‐866‐987‐2534 

   Over a decade experience  
providing high quality hot‐dip 
galvanized, pre‐engineered  
buildings.  Ideal for storing  
corrosive deicing materials!  
30’ to 188’ wide with options. 
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UPCOMING	APWA	EVENTS
International Public Works Congress & Exposition
2012 Aug. 26-29 Anaheim, CA
2013 Aug. 25-28 Chicago, IL
2014 Aug. 17-20 Toronto, ON
2015 Aug. 30-Sept. 2 Phoenix, AZ

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

North American Snow Conference
2012 Apr. 29-May 2 Milwaukee, WI
2013 Apr. 7-10  Charlotte, NC

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

National Public Works Week: May 20-26, 2012
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.

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