


Succession Plan Outline for ERS Executive Director 

 
Board 
Decision 

CSC Exempt Position 

• MCC 36-15-7 requirements and 
Board rules govern (see Exhibit 1)  

• Serves at the pleasure of the 
Board (6 votes required to 
terminate appointment) 

• City employee liability limitation & 
indemnification per state law 

• Exempt Position recommended 
due to fiduciary duty requirements 
for a $7.5 billion IRS qualified plan  
and need to be responsive to 
Board 

CSC Non-Exempt Position  

• MCC-6-15-7 requirements and CSC 
hiring rules govern 

• CSC rules govern termination of 
employment  

• City employee liability limitation & 
indemnification per state law  

Board 
Decision 

Do national search 

• Larger talent pool available 

• National search recommended as 
best fiduciary practice 

Internal candidates only 

• Smaller pool 

• Known individuals 

Process Submit request to fill vacancy to F&P and obtain CSC position exemption, if exempt 
position desired (see Exhibit 2) 
Time Line: Begin January 2025 

Board 
Decision 

External recruitment firm conducts 
search 

• Governed by Board contract 

DER runs hiring process 
 

• Governed by CSC rules 
 Recommendation: External Recruiter recommended; better market outreach 

Process Develop RFP for external recruiter, conduct vendor search and contract with finalist 
(see Exhibits 3,4,5,6&7) 

• Review current job description and recruitment posting/ad, board rules, etc. 

• Fine tune; what is each Board member looking for in the candidates 

• Position requirements (experience, education, etc.) 
Time Line: January-March 2025 

Process Develop candidate evaluation criteria 

• Questions 

• References and prior employer / coworkers' evaluations 

• Evaluate fit to City / ERS culture 
Time Line: April-May 2025 

Board 
Decision 

Initial interviews may be via 
teleconference 

All interviews are in person 

Recommendation: Remote initial interviews recommended for cost reasons; in person 
finalist interviews  

Board 
Decision 

Hiring committee is committee of the 
whole 

• Everyone has a say at all stages 

Hiring committee is subset of Board 
 

• More nimble 

Recommendation: Full Board recommended for hiring committee as for previous ED 
searches; staff does leg work 

Process Publish job posting  

Process DER / recruiting firm triages and presents reasonable candidates  

Process Committee reviews applicants and short lists / ranks 

Process Committee / recruiting firm (or DER) set up interviews 

Process Candidates visit office and meet staff 

Process Committee ranks interviewed candidates and negotiates hiring terms 

• Will require DER and F&P involvement regardless of position type (for approval of 
salary and benefits) 

Time Line: June-December 2025 

 



Draft Amendment to Board Rule II 

Creating a New, Section 8 

 

8. PURPOSE  

The purpose of this policy is to establish temporary and permanent succession 

planning procedures and guidelines with respect to the executive management 

positions in the Employes' Retirement System of the City of Milwaukee (ERS). 

While leadership change is inevitable in every organization, proper planning and 

policy development is fundamental to the sustenance of a healthy, thriving 

organization. Proper planning and policy development in regards to succession 

issues can help limit the problems of leadership transition and provide a degree of 

stability.  

POLICY  

It is the policy of the Annuity and Pension Board (Board) to comply with City of 

Milwaukee Charter Section 36-1-7 which grants the Board the sole responsibility 

to hire and assess the permanent leadership needs of the Employes’ Retirement 

System including the selection of an Executive Director and Secretary who is a 

good fit for the ERS mission, vision, values, goals and objectives and who has the 

necessary skills to lead the organization.  

In this regard, the Board hereby establishes these appropriate procedures and 

guidelines to ensure that ERS operations are continued without interruption on a 

short- and long-term basis.  

PROCEDURES AND GUIDELINES 

1. Priority Functions and Temporary Strategies 

a. The Executive Director and Secretary shall be responsible for 

managing succession in key staff positions and shall report to the 

Board as appropriate. 

b. In order to help ensure continuity in the position of Executive Director 

and Secretary, the Board has established Deputy Director positions. 

Therefore, the Deputy Directors shall be familiar with all aspects of 

the administration of ERS including investments and benefit 

administration.  



2. Succession plan in the event of a Temporary Short-Term Absence 

a. Definitions 

i) A temporary absence is one in which it is expected that the 

Executive Director and Secretary will return once the events 

precipitating the absence are resolved. A temporary absence is 

ninety (90) days or less. 

ii) An unplanned absence is one that arises unexpectedly, in 

contrast to a planned leave such as a vacation or a sabbatical. 

b. Temporary Staffing Strategy 

i) For temporary planned or unplanned absences of five (5) weeks 

or less, the Temporary Staffing Strategy described above shall 

be initiated as directed by the Executive Director and Secretary. 

c. Acting Executive Director and Secretary 

i) For temporary absences between six-to-twelve (6-12) weeks, 

and considering the accessibility of the Executive Director and 

Secretary, the Board may appoint an Acting Executive Director 

and Secretary, or continue to implement the Temporary Staffing 

Strategy. 

d. Standing Appointees to the Position of Acting Executive Director and 

Secretary  

i) The first position in line to be Acting Executive Director and 

Secretary is a Deputy Director. 

ii) The second position in line is the Chief Financial Officer. 

e. Cross-Training Plan 

i) The Executive Director and Secretary shall exercise best efforts 

to train staff for each of the key functions of the Executive 

Director and Secretary and ensure that procedures are in place 

to achieve the objectives of this policy. 

  



f. Board Oversight and Support of the Acting Executive Director and 

Secretary 

i) The Acting Executive Director and Secretary shall have the 

powers of duties of the Executive Director and Secretary and 

shall report and be accountable to the Board as would the 

Executive Director and Secretary. 

g. Communication Plan 

i)  Upon appointment of an Acting Executive Director and 

Secretary, the Board Chair shall announce ERS temporary 

leadership to staff and the City. 

h. Salary Adjustments 

i)  There shall be no salary adjustment for the Temporary Staffing 

Strategy. 

ii)  An appointed Acting Executive Director and Secretary shall be 

paid as determined by the Board.  

3. Succession plan in the event of a Temporary Long-Term Absence 

a. Definition 

i) A long-term absence is ninety (90) consecutive days or more. 

b. Procedures 

i) Procedures and conditions to be followed shall be the same as 

for a temporary short-term absence with the following 

additions: 

1) The Board shall give immediate consideration with the 

Executive Director and Secretary or Acting Executive 

Director and Secretary, to temporarily filling the 

management position left vacant by the Acting Executive 

Director and Secretary, or reassigning priority 

responsibilities where help is needed to other staff. This 

is in recognition that, for a term of ninety (90) days or 

more, it may not be reasonable to expect the Acting 



Executive Director and Secretary to carry the duties of 

both positions. 

4. Succession plan in the event of a Permanent Absence 

` a. Definition 

i)  A permanent absence is one in which it is firmly determined 

that the Executive Director and Secretary will not be returning 

to the position. 

b. Procedures 

i)  Procedures and conditions to be followed shall be the same as 

for a temporary short-term absence with the following 

additions: 

The Board shall consider the need to hire an interim Executive 

Director and Secretary  

c. Hiring an Interim Executive Director and Secretary 

i) If an Interim Executive Director and Secretary is hired, the 

Board Chair and legal counsel shall negotiate a contract 

agreement with a defined scope of work. 

ii) The scope of the agreement with an Interim Executive Director 

and Secretary shall be determined based on an assessment of 

the organizations needs at the time of the leadership transition. 

d. Responsibilities of the Interim Executive Director and Secretary  

i) An Interim Executive Director and Secretary shall have full 

authority for day-to-day decision­making and independent 

action as the regular Executive Director and Secretary. 

5. Board Oversight and Support to the Interim Executive Director and 

Secretary 

a. The Interim Executive Director and Secretary reports to the Board 

Chair. 

b. The Board shall be alerted to the special support needs of the Interim 

Executive Director and Secretary in this temporary role. The Board 



Chair shall meet once per month with the Interim Executive Director 

and Secretary. 

c. The Board Chair will consult with staff and the Interim Executive 

Director and Secretary to assure a smooth transition within two (2) 

months and at least quarterly thereafter. 

6. Succession Plan for Key Management Positions 

a. The Executive Director and Secretary shall use similar procedures in 

case of an executive transition that involves any key management 

positions. (For Example, the Deputy Chief Investment Officer to serve 

in the absence of the Chief Investment Officer.) 

b. The Executive Director and Secretary shall exercise best efforts to 

train staff for each of the key functions of the organization and ensure 

procedures are in place to achieve the objectives of this policy.  

7. Executive Director and Secretary Recruitment Procedure 

a. The Board shall ensure that the recruitment is in compliance with 

Federal Equal Employment Opportunity (EEO) Laws. 

b. Pursuant to Chapter 36-15-7, the Board shall be the body responsible 

for the oversight of the selection process for the position of Executive 

Director and Secretary and may create an ad-hoc Committee of Board 

Members to oversee the search process. A copy of the Executive 

Director Succession Plan Decision Tree Outline and Job Description 

is attached as reference for the process and the tasks and skills 

required for the position. 

c. The Board may, pursuant to Chapter 36-15-7-a, elect to fill the 

position as either a City Service Exempt or Non-Exempt Position 

subject to approval of the City Service Commission. 

d. The Board may elect to utilize a hiring/recruitment consultant in 

combination with or in lieu of the City’s Department of Employee 

Relations. If so, a Request for Proposal (RFP) process shall be utilized 

to select the consultant. Staff and legal counsel will assist the Board 

through the RFP process to select the consultant that will conduct the 

recruitment and selection process. The RFP shall include the method, 

plan, and timeframe that will be utilized in the search. The Board 



should outline the process, including preparation of an updated RFP 

on file, ranking system, and interview questions for immediate use, if 

needed. 

e. The consultant will work with the Board to hire a replacement for the 

Executive Director and Secretary position. Legal counsel and staff 

will assist the Board and the selected consultant, including creating an 

offer of employment consistent with the City’s Salary Ordinance and 

Chapter 350 of the City Code of Ordinances. 

















































































year annualized base headcount (dec)

2015 $ 6,146,508 116

2016 $ 6,354,840 109

2017 $ 6,219,708 103

2018 $ 5,747,328 95

2019 $ 5,410,224 86

2020 $ 5,017,560 79

2021 $ 4,851,456 75

2022 $ 4,771,224 70

2023 $ 4,621,080 65

2024 $ 4,813,716 68

The amounts shown do not include retroactive adjustments to base benefits made due to contract settlements, lawsuits, etc.

The "annualized base" is the December base benefit amount x 12
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