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INTRODUCTION  
Route Fifty's Michael Grass comments on current 
trends in state and local government workforces.3



For better or worse, it’s been a dynamic few 
years for public sector workforces at the 
state and local level. The budgetary response 

to the strained fiscal conditions that came 
with the Great Recession saw massive layoffs, 
restructurings and consolidations within state 
and local government workforces. And while the 
situation has improved for many jurisdictions, 
the recovery has been uneven across the nation. 
There’s no shortage of state and local leaders who 
are forced to make tough decisions on how to 
develop and support the workforces they need to 
deliver critical public services.

In Wisconsin, the state’s civil service system 
is set for some big changes under a new law 
pushed by Gov. Scott Walker. Data analytics is 
changing the way many cities are looking at 
performance management. In Virginia, the state 
has partnered with academic institutions to place 

graduate students in agencies to help with data-
driven projects. And in jurisdictions everywhere, 
personnel managers are thinking of ways to not 
only deal with the “silver tsunami” of retirements 
but also to attract and retain new talent, including 
millennials, to replace career employees. 

These are some of the stories we’re featuring 
in “Preparing for Tomorrow’s State and Local 
Government Workforce,” a new ebook from the 
Government Executive Media Group’s Route Fifty.

When it comes workforce development 
in today’s complex budgetary and economic 
conditions, the challenges are numerous. And 
those challenges aren’t going away anytime soon. 
Is your state or local government ready?

Michael Grass
Executive Editor, Route Fifty
Government Executive Media Group

Introduction

By Michael Grass
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During last year’s Code for America Summit 
in Oakland, California, Oliver Wise, the 
director of the Office of Performance and 

Accountability for the City of New Orleans, was 
part of a panel discussion about what it takes to 
implement a municipal data analytics program.

 During the session, Wise noted a key 
difference between performance management 
and data analytics.

 To Wise, performance management is about 
“ratcheting up tension” and implementing a data 
analytics program is about “ratcheting down 
tension.” Those two intertwined forces are shaping 
the ways public sector managers are looking at the 
effectiveness of their operations.

 More and more, smart governments are 
re-examining their performance management 
structures and letting data analytics take on more of 
a starring role when it comes to operations.

 During a recent interview with Mike Flowers, 
New York City’s first chief analytics officer under 
then-Mayor Michael Bloomberg, I wanted to explore 

Wise’s observation about the natural tensions that 
exist with performance management and how data 
analytics can be a way to ease those tensions.

 Here is part of my discussion with Flowers, who 
is now chief analytics officer for New York City-
based startup Enigma.io and a senior fellow at What 
Works Cities, an initiative funded by the Bloomberg 
Philanthropies that is helping city governments 
better leverage their data resources and implement 
data-driven decision-making processes.

  
 
Mike Flowers: I actually hated the performance 
management people, for what it’s worth. Who loves 
their auditor, you know? “Yeah, hello IRS man, I am 
so happy to see you crawl through my checkbook.”

 The reason I did not like them was not because 
they were scrutinizing me but was rather that I 
thought that their metrics were ham-fisted and led to 
these perverse outcomes.

 In the early days, I get why it was the way it was 
for what it’s worth. The reality is that when all you’re 
measuring is volume, which is how all these things 
started to a certain degree—How much time did it 
take you? How many widgets did you deliver? How 
many customers did you see?—it’s a really bad stand 
in for whether or not the agency is doing what it’s 
supposed to be doing.

 I’ve been bumping into performance 
management programs—I’ve been in public 
service for 25 years—. . . I’ve been seeing that stuff 

Why Getting Results Doesn’t Always  
Mean ‘Ratcheting Up Tension’ in Agencies
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By Michael Grass

PERFORMANCE MANAGEMENT

New York City’s former chief analytics 
officer, Mike Flowers, discusses some 
of the problems with traditional 
performance management and how 
data analytics can be used to ensure 
the end game is not lost.
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since the ’80s and it seems like some McKinsey 
guy came into government and just started giving 
them crap that somebody adopted. And they never 
revisited these metrics.

 These metrics became sacrosanct. And God 
forbid you change the metrics, because that means 
you’re cheating, right?

 And I thought what they ended up doing, and 
this was confirmed once I started getting into the 
analytics work, was incentivizing against fixing 
the problem.

 As as an example, if a key performance 
indicator for a given agency is how many 
inspections they did in a given time period and 
there’s a program that comes along and says, 
“OK, we’re going to do smarter inspections. We’re 
going to actually care more about the outcomes 
from those inspections and not the inspections 
themselves,” then there’s going to be pushback 
at the agency because their key performance 
indicator is about volume and not quality.

 I actually saw that happen a couple of times. But 
rather than join them in fury. . . I said: “OK, let’s add 
something to this. That’s an important piece of the 
puzzle: How much are you doing? And that certainly 

speaks to one thing. But we’re going to add a new 
one and it’s going to be equally key: What are we 
getting for this?”

 To Oliver’s point about how it ratchets up 
tension, it ratchets up tension just like that, right?

 You have this: “We’re now looking at you. We’re 
now measuring you.”

 It’s a classic Bloomberg statement: “If you can’t 
measure it, you can’t manage it.” Now they’re all 
being measured, which creates a pressure.

 Then, to really manage it, that means you have 
to make sure you are measuring the right thing and 
those metrics need to be constantly looked at and 
perhaps tweaked and revised to make sure that the 
end game is not lost.

 Don’t lose the service delivery forest for the 
quantification tree, if that make sense.

 So what I’ve seen now happen is that people 
are starting to now look at those metrics in the first 
iteration of performance management and say: “OK, 
let’s think about what we’re tying to measure here 
against what our goals are as an organization both 
statutorily and politically.” I think that’s great.

 For what it’s worth, I don’t think analytics 
could really have happened but for that pressure 
because the very fact that these guys that I was 
dealing with were so upset about their KPIs gave 
me the opportunity to come in and help release 
that pressure.

 I could actually be the good guy, which was 
great. It was very helpful to me, frankly, on a 
cultural level, to be able to go into an agency and 
say: “We’re going to take care of this. We’re going 
to surface the fact that these metrics aren’t in fact 
what they should be,  we’re going to add a few 
and we’re going to champion your cause with the 
people that allocate your budget line so that they 
realize that the city is at the end of the day is in 
fact in a better place by allocating its resources to 
your agency." 
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“These metrics became 
sacrosanct. And God forbid you 
change the metrics, because that 
means you’re cheating, right?”
Mike Flowers, New York City’s first chief analytics officer



PAGE 6

A controversial overhaul of procedures 
used to hire and fire state employees in 
Wisconsin is set to take place this July.

The changes will go into effect under 
Wisconsin’s Act 150, which Republican Gov. 
Scott Walker signed in February. Among other 
policy modifications, the law will shift hiring 
away from civil service exams, toward a system 
based on applicants’ résumés, and will base 
layoffs primarily on performance, lessening the 
influence of seniority over whether a person 
keeps their job.

Proponents say the changes will speed up 
hiring and make it easier for agencies to cull poor 
performers and bad apples from their ranks. 
Critics argue the new law opens the door for 
political patronage and other forms of favoritism 
to sway who gets state jobs. And some say it 
makes it easier for supervisors in Wisconsin 
agencies to arbitrarily punish employees.

The new civil service guidelines also highlight 
difficulties state governments face when 
measuring worker performance, and factoring 
that into decisions—such as who to layoff.

“Much remains to be seen in terms of how 

the state implements it,” said Donald Moynihan, 
a professor at the University of Wisconsin-
Madison’s Robert M. La Follette School of Public 
Affairs, whose research has focused on public 
sector performance. 

“I think the way in which the legislation itself 
was passed is not a promising sign,” he added. 
“There wasn’t a lot of outreach to the people 
who’d be affected by this. It wasn’t really clear 
what the model was based on.”

Leading the implementation of the new law is 
Wisconsin’s Department of Administration. 

The department declined repeated requests 
to provide details about its implementation 
efforts. Four other state agencies also declined 
to discuss the work they were doing to transition 
to the Act 150 policies, referring questions to the 
Department of Administration.

“In general, we prefer not to discuss a process 
while it is an ongoing process,” James Dick, a 
spokesman for the department, said by email.

‘A Perennial Issue’ 
In addition to the shift to resume-based hiring 
and the revised criteria for layoffs, some of the 
other provisions in the Wisconsin statute include: 
probation periods of one year for new employees, 
which can be extended for an additional 12 
months; a bonus program for high-performing 
employees; and guidelines for certain conduct 
that can lead to an employee getting fired, 

Wisconsin Awaits Implementation of 
Scott Walker’s Civil Service Reform Law
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By Bill Lucia

PERSONNEL MANAGEMENT

Supporters say it will help the state 
government be more effective in 
hiring and firing but opponents fear 
weakened protections.
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suspended, or demoted without intermediate 
disciplinary steps—such as drunkenness on 
duty, falsifying agency records, or viewing 
pornography on work computers.

The state’s reform initiative is not  
entirely unique.

“I can tell you that civil service reform is a 
perennial issue,” Jerrell Coggburn, a professor 

of public administration at North Carolina State 
University’s School of Public and International 
Affairs, said by email. Referring to the Wisconsin 
law, he also noted: “It perhaps has gone a little 
further than anyone else, but this is part of a 
longer-term trend.”

A common narrative driving reform efforts, 
Coggburn said, is that protections from unions 
and elaborate procedures make it exceedingly 
difficult to fire or discipline public employees.

But pitfalls can arise when those protections, as 

well as exam-based hiring processes are scaled back. 
“The substitution of patronage for merit is the 

overriding concern of those who oppose current 
reforms and an important phenomenon for those 
of us who study public human resources and civil 
service reform,” Coggburn said.

Concerns like this can run deep in Wisconsin, 
where labor groups have clashed with Walker. 

The governor in 2011 signed a bill 
that stripped away most collective 
bargaining rights for public 
employees in the state.

Rick Badger, is executive director 
of the American Federation of State, 
County and Municipal Employees’ 
Council 32, which is based in 
Wisconsin. “We will be watching 
this closely,” Badger said by email, 
referring to the new package of civil 
service policies. 

He added: “The law centralizes 
all hiring under the Department of 
Administration, the department closest 
to the governor and staffed by the 
governor’s top political appointees.” 

Badger and others in the labor 
community are uneasy about the 
administration’s role in the hiring 
process under Act 150.

“It’s unlikely an exceptionally qualified job 
candidate will be hired by this administration if he 
or she once worked for, say, Planned Parenthood, 
a labor union or some progressive cause,” he said. 
“Conversely, some future administration might 
weed out candidates who may have once worked 
for some anti-abortion or other politically charged 
organization.”

Civil service exams have traditionally been 
seen as a bulwark against the influence of politics 
and other biases in the hiring process, noted 
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“It’s unlikely an exceptionally qualified 
job candidate will be hired by this 
administration if he or she once worked 
for, say, Planned Parenthood, a labor 
union or some progressive cause.”
Rick Badger, Executive Director of the American Federation of State,  
County and Municipal Employees’ Council 32
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Moynihan, the University of Wisconsin professor.
“The historical logic for a civil service exam 

was, first you would try to get people who were 
qualified versus not qualified, and second it also 
provided a blind tool that would prevent you from 
hiring your nephew, or the person who went out 
and knocked on doors for you for your campaign,” 
he explained. “Or the person who just generally 
shares the political leanings that you have.”

But the Walker administration sees much 
promise in Act 150. Dick, the Department 
of Administration spokesman, said the law 
would “provide a more effective, efficient and 

streamlined hiring process” to help the state 
recruit and retain top talent. 
 
‘I’ve Got No Recourse’
Colorado and Arizona are two other states that 
have in recent years overhauled civil service 
policies, making changes akin to the ones that will 
soon take place in Wisconsin.

One of the goals in Colorado was to cut the 
amount of time it takes to hire employees. In 
this regard the state has seen success, according 
to Doug Platt, a spokesman for the state’s 
Department of Personnel and Administration.
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Downtown Madison, 
Wisconsin. iStock
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Platt provided figures showing the average 
number of days between a request to fill a 
position, and when an applicant is referred for 
a job interview, has dropped in every year since 
2012, following substantial changes to the state’s 
hiring processes. The average number of days 
between a request and an interview was about 47 
in 2012. Last year, it was around 27.

But some public workers in the state remain 
critical about aspects of the reworked policies. 

“What we've actually seen is that departments 
are going through reorganizations and using 
those reorganizations to terminate people,” 
said Timothy Markham, the executive director 
for Colorado Workers for Innovative and New 
Solutions, a union that represents over 31,000 
state employees. Markham said the union was 
initially worried about how the policy changes 
in Colorado would factor into instances when 
there were large-scale layoffs. But what they’ve 
seen in practice are situations where there are 
“reorganizations of just one position.”

“That is troubling,” he said. “I don’t think 
it was something we totally foresaw, that they 
would use reorgs at such a micro level to just start 
knocking out individual workers.”

The Arizona Department of Administration 
did not respond to an inquiry about personnel 
policy changes in the state that date back to 2012. 

But Robert Blackmer, a public relations 
officer for the Arizona Correctional Peace Officers 
Association, said the new policies have made it so 
employees are more apt to be reluctant to raise 
concerns about safety and other workplace issues 
to supervisors. He contends that under policies 
that were in place prior to the changes this was 
less likely to have been a problem.

“If middle management wanted to make life 
difficult for the staff member that’s making a 
fuss, you had that backup there, to be able to say, 

‘no, that wouldn’t be a legitimate reason to fire 
that person,’” Blackmer said, referring to the old 
policies. But now, with firing rules loosened, he 
said, “If I rock the boat, they can just let me go, 
and I’ve got no recourse.”

‘Inherent Measurement Problem’
Factoring employee performance into layoff 
decisions is a key part of Wisconsin’s new law. 
That may not sound radical. But Moynihan said 

that for some agencies it can be complicated, 
especially when supervisors need to choose who 
to fire from among a group of employees. 

“Even though the hope, the ideal situation 
would be, that you could fairly and precisely 
quantify the degree of performance that everyone 
is contributing, in practice that’s a much more 
ambiguous process and it’s one that lends itself to 
some subjectivity,” Moynihan said.
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“What we've actually seen is 
that departments are going 
through reorganizations and 
using those reorganizations to 
terminate people.”
Timothy Markham, executive director for Colorado  
Workers for Innovative and New Solutions
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Moynihan acknowledged there are agencies 
that provide services like trash collection, or 
fixing potholes, where it is easier to quantify 
success. But he made the case that when it comes 
to areas like social services, measuring employee 
performance becomes more murky.

“There’s just this inherent measurement 
problem that the public sector has,” he said.

And when managers have to rely heavily on 
imperfect metrics to make decisions about things 
like who to lay off, it becomes easy for bias to 
creep into their choices.

There is another problem that can arise as 
well. When employees feel like their job might be 
on the line over performance measurements, they 
may try to manipulate the metrics in their favor. 

“If you’re using performance metrics in a very, 
sort of, threatening way,” said Moynihan, “you’re 
giving them an incentive to engage in that sort of 
perverse behavior.”

There’s a different philosophical approach to 
using employee performance metrics that Moynihan 
and others see as more beneficial. This involves 
setting aside the idea that the measurements are 

punitive, “where you’re going to sort 
out the weak performers from the 
good performers.” 

Alternatively, he said, it’s 
possible to use performance 
metrics as a learning tool that 
allows employees and supervisors 
to talk about mistakes and possible 
improvements. “Learning requires 
you to identify, acknowledge 
and draw lessons from failure,” 
Moynihan said. 

“A performance system that’s 
focused entirely on accountability 
encourages you to deny problems 
and to resist admitting that any 
mistakes took place,” he continued. 
“It’s very hard to learn lessons from 
that type of system.”

How the performance 
measurement procedures put in 
place under the new Wisconsin law 
will stack up remains to be seen.

“The political justification for the bill was 
partly about modernization, but a lot of the 
language used emphasized a more punitive 
approach,” Moynihan said. “My hope is that the 
state will divorce the politics of getting the bill 
passed from actually making it into a useful tool.”

“But,” he added, “we’re still waiting to see any 
evidence that that will happen.” 
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“A performance system that’s  
focused entirely on accountability 
encourages you to deny problems and 
to resist admitting that any mistakes 
took place. It’s very hard to learn 
lessons from that type of system.”
Donald Moynihan, Professor at the University of Wisconsin-Madison’s  
Robert M. La Follette School of Public Affairs
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A s the “silver tsunami” of state government 
retirements depletes employee ranks, 
Virginia has created data-focused internships 

aimed at improving agency efficiency while 
appealing to millennials’ desire for fulfilling careers.

Gov. Terry McAuliffe’s administration has 
prioritized data analytics and, while the cash-
squeezed commonwealth frequently partners with 
universities on projects, Secretary of Technology 
Karen Jackson opted to formalize the process.

The resulting data re-engineering 
internships—more than 70 across 20-plus 
agencies over the course of four semesters—
have developed agency use cases for upgrading 
technology and reforming processes.

“The state is really dependent on contracting 
in government,” Tony Fung, Virginia’s deputy 
secretary of technology, told Route Fifty in an 

interview. “We were able to find a win-win 
situation where the state government gets 
additional expertise and knowledge from 
students being able to work with us, and they get 
some experience with big government agencies in 
different areas.”

Many of the graduate students completing 
their capstone requirements offer business, in 
addition to academic, experience as they work 
in teams with chief information officers of the 
departments of Health or Public Safety.

Virginia Commonwealth University, the 
University of Virginia and George Mason University 
have worked with the state on the program.

“There’s no budget surplus at these agencies, 
and they’re just trying to get work done,” Peter 
Aiken, VCU information systems professor, said in 
an interview. “It’s hard for them to get out-of-the-
box thinking.”

Interns start the class not knowing the 
answers to the questions the agencies want 
answered, he added, which can be scary.
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By Dave Nyczepir

University students are using analytics 
to develop government use cases.

Virginia’s Data Re-engineering  
Internships Boost State Agency Efficiency

ACADEMIC PARTNERSHIPS

 Richmond, Virginia. iStock
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“Being able to think about a problem together 
in a group setting allows you to tackle them 
in a creative, diverse way,” VCU student Alex 
Scheller—who is working toward his MBA in sales 
marketing and has a job that has him sometimes 
video conferencing from Hong Kong—said in an 
interview. “It’s a really enjoyable experience, and 
I’ve never done it on the state level before now.”

Other VCU interns have MBA concentrations 
in decision analytics or information resources 
management and are helping out the 
departments of Education and Housing & 
Community Development.

Identifying data use cases around costs of 
services, integrating services, improving  
agency response times, and maximizing 
government resources is gradually becoming a 
science in Virginia.

“One of the agencies we’re working with had 
a formulaic approach to delivering benefits,” 
Aiken said. “They wanted to look around and say, 
‘Is this really the optimal approach?’”

Students suggested a more efficient solution 
for matching citizens to benefits upon enrolling.

Resources expended processing twice as 
many people into agency systems might be better 
spent on service delivery.

Future use cases Aiken’s students hope to focus 
on are transportation needs in rural counties, 
using agency data compared with demographics 
to suggest a project allocation model and 
infrastructure upgrades to reduce congestion.

When inspiring students to consider careers in 
state government, the professor recalls the words of 
Apple cofounder and CEO Steve Jobs: “Do you want 
to sell sugar water for the rest of your life, or do you 
want to come with me and change the world?”

The message clearly resonates with 
millennials, Scheller said, and has expressed 

interest in continuing to work on the project with 
or without credit. Some of his peers are making 
themselves available to answer agency questions 
after their semester ends.

Fung and Aiken hope the internships provide 
a new workforce pipeline while also coming 

up with more elusive solutions concerning the 
impact government social services are having and 
how outcomes in other areas could improve if 
services were provided sooner.

Every solution saves government money  
and helps Fung advocate the program’s return  
on investment.

“We want to show data analytics supports 
strong ROI—that data is an asset that improves 
outcomes,” he said. “Traditionally we’ve had a lot 
of different data silos.” 
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“The state government gets 
additional expertise and 
knowledge from students being 
able to work with us, and they 
get some experience with big 
government agencies.”
Tony Fung, Virginia’s deputy secretary of technology
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M illennials are generally described as lazy, 
entitled and narcissistic. Other than a 
propensity for creativity and inspired 

problem solving, my generation is often viewed 
as problematic.

As a mayor working in a government 
environment, it would be easy, perhaps expected, 
to make “safe” decisions—maintain the status quo. 
But millennial characteristics have served me well 
professionally, in a career progression from intern 
to mayor of Fishers, Ind. Fishers has benefitted 
by extension: it is one of the fastest-growing and 
entrepreneurial cities in the country.

These traits are familiar to fellow millennials, 
and I believe that they are effective in today’s 
business and municipal culture. As you look to 
advance your community, by either identifying 
and nurturing potential leaders or by becoming 
a leader yourself, consider millennial traits that 
serve government well:

Connected. My generation is known for being 
connected in social and technology contexts; 

“almost 90 percent of millennials say their 
phones never leave their sides,” according 
to USA Today. But the concept of connection, 
being linked to a person, thing or idea, is an 
intangible quality that helps leaders understand 
complex issues and how so much of our world is 
interrelated today.

Seeking connections and staying in 
communication helps us understand who and 
how to lead. For example, connections within 

3 Qualities Government Leaders 
Should Learn From Millennials
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By Scott Fadness
Benjamin Child/Unsplash

LEADERSHIP

The mayor of Fishers, Indiana, thinks 
government has a lot to learn about 
pursuit of passion, risk-taking and 
staying connected from this oft-
maligned generation.
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the community, particularly the Fishers Police 
Department, led to the creation of the Fishers 
Mental Health Task Force, an active network and 
action plan for mental health crises treatment. 
Had information remained siloed, we may not 
have seen an opportunity to help in such a 
comprehensive way.

Need for purpose. Millennials are criticized 
for not accepting the way things have always 
been done. Employers may struggle to engage 
younger employees, and job performance may 

not meet expectations in antiquated corporate 
environments—unless employees feel a sense 
of purpose. Millennials are motivated by 
meaningful work, companies they believe in. 
Passion and purpose are the new collective 
values. We have a strong desire to be a part of 
something bigger than ourselves.

As leaders it is our job to bring our best 
to those we serve. Working from a place of 
passion is how we are able to do our best work, 
contribute and help others. We’re more inspired 
when work has personal meaning, and that spark 

Fishers, Indiana. Courtesy 
City of Fishers
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carries over to our team, customers, partners, 
and constituents.

Helping others is a motivator for me; I pursued 
a path to become town manager, because the role 
allowed me to help in an immediate way. I love 
what I do, but some question how I get it all done? 
The answer is: I don’t. My job is like a sprint, I 
run as fast as I can, as hard as I can, for as long 

as possible. I don’t know where the finish line 
lies and I am not certain I ever want to find it. I 
enjoy running far too much because the effort is 
grounded in a deep sense of purpose. Knowing at 
the end of the day that I did the best I could to serve 
my community gives my job a sense of purpose.

Risk taking. Millennials celebrate 
entrepreneurism but aren’t creating new 
businesses in pace with previous generations. In 
this context, millennials aren’t considered strong 
risk takers. But we are fearless brainstormers of 

creative ideas and solutions. To some, out-of-the-
box thinking is a risk.

Fishers took an untraditional approach to 
economic development. Instead of focusing on 
manufacturing and relocating whole companies, 
we provided incentives to attract and develop 
entrepreneurs and emerging businesses. 
We created an incubator / co-working space 

called Launch Fishers to support 
entrepreneurs just starting out, and 
master leases to support Launch 
Fishers alumni looking for their first 
office space. By developing Fishers 
from a bedroom community—where 
residents lived but didn’t work—to 
an entrepreneurial city—a desirable 
place to live and work—we created a 
more vibrant community.

Many things could go wrong by 
making an “unsafe” decision. But 
taking a risk could yield positive 
returns far greater than imagined. 
As leaders, this is our moment 
to really operate from a place of 
vision: what is the best solution? 
What is the best route? Even with 
shareholders and stakeholders to 
answer to, sometimes we have to 

take aggressive action and trust.
To some, risk taking is too much of a 

gamble. Millennials feel invigorated by potential 
opportunities, moved by a sense of purpose and 
confident in our connections. Great things are 
possible—especially when you take a leap. 

Scott Fadness is the Mayor of Fishers, Indiana 
and became that city’s first mayor in 2014 after 
serving as Fisher’s town manager and deputy town 
manager for operations.
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“Millennials celebrate entrepreneurism  
but aren’t creating new businesses  
in pace with previous generations.  
In this context, millennials aren’t  
considered strong risk takers.”
Scott Fadness, mayor of Fishers, Indiana
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L ocated about 35 miles northwest of the 
Chicago Loop, the village of Arlington 
Heights likes to see itself as the area’s public-

sector employer of choice because of its strategy 
to attract millennial talent, but it’s not immune 
to the “silver tsunami” of retirements that’s 
posing challenges for local government personnel 
managers across the nation.

Compared to other local municipal 
governments, Arlington Heights experiences 
“very little turnover,” said the Human Resources 
Director Mary Rath. But vacancies in the village 
government have fluctuated as high as 14 earlier 
this year. 

And across-the-board openings—from 
IT to public works to public safety to village 
administration—mean hiring more millennials.

“I’d like to think they are pursuing local 
government careers,” Rath told Route Fifty in  
an interview.

More than one-in-three American workers are 
millennials, according to the Pew Research Center. 
While government might not be stealing them 
away from the private sector in droves, it can grow 
its talent pool through pre-candidate engagement.

Arlington Heights has a strong Web and social 
media presence, Rath said, using Twitter and 
Facebook to advertise village openings.

“I believe that job seekers today are much 
more sophisticated. If a candidate sees a tweet 
about an opening, they might not be interested 
but could send it to a friend of theirs,” she said. 
“Social media is important and a great way to 
identify candidates in other geographic areas, 
particularly those in underrepresented groups 
like minorities or people with disabilities. You’re 
broadening your recruitment source.”

In the past, candidates might send in a job 
application and never hear back from government, 
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Social media and evolving  
workplace policies are linchpins  
in the village’s strategy.
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but Arlington Heights tries to touch base with 
applicants with every step in the hiring process.

The village is finding a lot of millennial 
candidates want to make a difference in the 
community, but they also want flexible work 

schedules that don’t include overtime. No changes 
have been made, but Human Resources is paying 
attention to what younger applicants are asking for 
in interviews, like four 10-hour workdays.

"It requires a change in our way of thinking 
when we're dealing with employees in their 50s 

and those in their 20s," Arlington Heights Mayor 
Thomas Hayes told the Chicago Tribune.

Average retirement is at 62 years of age, but a 
NerdWallet report projects that number will increase 
to 75 for millennial college graduates, making 

workplace injuries a future concern.
“We’re thinking about what 

we can do to continue to attract, 
retain and keep employees healthy 
throughout their career,” Rath said. 
“We do want to be competitive. We’re 
not the private sector, but we do want 
to make ourselves more appealing, if 
not more so than the private sector.”

That also requires rethinking 
employee evaluations, millennials 
preferring continuous feedback—an 
ongoing conversation—to annual 
performance reviews, she added. 
Millennial employees are more likely 
to question why they need to do 
something and request a timeline than 
older hires.

That said, Rath feels Arlington 
Heights’ “progressive” approach to 
hiring, supported by department 
managers, can handle the changing 

government workforce.
“It’s not just about the skills you have today 

but looking at all the talents and skills that can be 
developed in you—talent management,” Rath said. 
“Employees are more valuable the longer they are 
with the organization.” 
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“Social media is important and a  
great way to identify candidates in 
other geographic areas, particularly 
those in underrepresented groups like 
minorities or people with disabilities.”
Mary Rath, Arlington Heights human resources director
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