
 
 
 

 City Council 

Agenda Item 

 
 

 
Subject: Discussion and Approval of a Recruiting Firm to assist in the recruitment and hiring 

of a new City Manager. 

Meeting: City Council - Feb 03 2025 

From:  Kristen Bobzien, Interim City Manager/Chief Financial Officer 

 
BACKGROUND INFORMATION: 
The Succession Planning Committee will discuss proposals vetted before the City Council and will 
provide a recommendation for a Recruiting Firm during the meeting.  

 
 
FINANCIAL CONSIDERATIONS: 
Financial Considerations to be discussed during the meeting.  

 
 
STAFF RECOMMENDATION / SUGGESTED MOTION: 
I move to approve the approval of a Recruiting Firm to assist in the recruitment and hiring of a new 
City Manager. 

 
 
ATTACHMENT(S): 
City Manager Job Description 2025 
RFP Response CM One 
RFP Response CM Two 
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CITY OF WATERTOWN  
JOB DESCRIPTION 

Title: City Manager Employee Group: Non-represented 

Department: Administration Pay Grade: 205 

Reports To: City Council FLSA Status: Exempt 
 

POSITION SUMMARY   

The City Manager serves as chief administrative officer for the City; provides leadership with the 
development and execution of the City’s strategic vision; provides policy support to the Council; directs 
the executive level managers and reviews overall operational performance; and exercises budgetary and 
contractual control over revenue and expense for the City. 

ESSENTIAL FUNCTIONS   

The following duties are normal for this position. These are not to be construed as exclusive or all-
inclusive.  

1. Directs, manages, coordinates and expedites activities of all City departments.  
2. Serves as spokesperson and representative for Watertown and represents the city in discussions 

and negotiations with other government entities. 
3. Develops and maintains standard operating procedures relative to the City’s business affairs or 

exercise of governmental power and suggests changes to City ordinances where appropriate. 
4. Provides recommendations for the development of policy by the City Council. 
5. Develop and execute operating procedures and strategic plans aligned with the City Council’s 

vision. 
6. Recruit, appoint, hire, discharge, and supervise city employees. 
7. Directs the executive management team and provides development opportunities to lead team 

effectively. 
8. Prepare and present annual budget and ensure fiscal responsibility. 
9. Attends all City Council meetings unless excused and carries out directives of the Council. 
10. Foster positive relationships with community stakeholders, organizations, and citizens. 
11. Communicate city plans to the public effectively and address concerns from the citizens. 
12. Must live within two miles of the city limits of Watertown. 
13. Promotes and creates opportunities for economic development. 
14. Manages emergency response plans and disaster recovery efforts. 
15. Other duties as assigned. 

 

KNOWLEDGE SKILLS AND ABILITIES  
1. Knowledge of local government management and business theory, practice and administration 

of large complex organizations. 
2. Knowledge of accounting and budgeting principles and practices. 
3. Knowledge of leadership principles and practices, including goal setting and program budget 

development and implementation. 
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4. Experienced leader that understands how servant leadership effectively moves a large 
organization. 

5. Ability to develop annual budgets at a departmental and city level.   
6. Skill in analytics necessary in order to develop and implement department mission, goals and 

procedures; determine needs for capital expenditures, personnel and operating budgets; and 
prepare special reports or analyses for jurisdiction or outside agencies. 

7. Highly collaborative, organized, and efficient.  Strong work ethic and demonstrated conflict 
resolution skills. 

8. Knowledge of principles and practices of budgeting, fiscal management, project management 
principles and techniques. 

9. Ability to effectively utilize the principles of strategic and long and short-range planning. 
10. Ability to prepare, recommend and monitor an operating budget, including line item budgeting.  
11. Ability to interpret and implement local policies and procedures; written instructions, general 

correspondence; Federal, State, and local regulations.  
12. Ability to perform detailed work accurately and independently with minimal direction and 

supervision. 
13. Ability to effectively handle stressful situations. 
14. Ability to lead and manage employees, select and supervise, train, and evaluate personnel 

according to policies. 
15. Knowledge of office computers, software, and effective uses of such. 
16. Excellent writing and communication skills, including interpersonal skills.  Ability to prepare clear 

and concise reports; prepare and administer budgets; and research, analyze, and implement 
methods. 

17. Ability to maintain confidentiality and avoid conflicts of interest. 
18. Ability to manage time effectively to perform job duties at all times. 

 

PHYSICAL AND WORK ENVIRONMENT 
The physical and work environment characteristics described in this description are representative of 
those an employee encounters while performing the essential functions of this job.  Reasonable 
accommodations may be made to enable individuals with disabilities to perform the essential functions 
or as otherwise required by law.  Employees needing reasonable accommodation should discuss the 
request with the employee’s supervisor.   
 

• This work requires the occasional exertion of up to 25 pounds of force; work regularly requires 
sitting, frequently requires standing, speaking or hearing, using hands to finger, handle or feel 
and repetitive motions and occasionally requires walking, stooping, kneeling, crouching or 
crawling and reaching with hands and arms. 

• Work has standard vision requirements. 
• Vocal communication is required for expressing or exchanging ideas by means of the spoken 

word. 
• Hearing is required to perceive information at normal spoken word levels. 
• Work requires preparing and analyzing written or computer data and observing general 

surroundings and activities. 
• Work has no exposure to adverse environmental conditions. 
• Work is generally in a moderately noisy office setting (e.g. business office, light traffic).  
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MINIMUM REQUIRED QUALIFICATIONS 

• Bachelor's degree from an accredited college or university in Public Administration, Business, 
Finance, or related field. 

• Minimum ten (10) years of increasingly responsible management experience, of which five (5) 
years is at an executive level, inclusive of executive level financial responsibilities. 

 
PREFERRED QUALIFICATIONS 

• Credentialed Manager through ICMA. 
• Master’s degree from an accredited college or university 
• C-suite experience of a large non-profit organization or corporation 

 

OTHER REQUIREMENTS 
 

 
 

Nothing in this job description limits management’s right to assign or reassign duties and responsibilities 
to this job at any time.  The duties listed above are intended only as illustrations of the various types of 
work that may be performed.  The omission of specific statements of duties does not exclude them from 
the position if the work is similar, related or a logical assignment to the position.  The job description 
does not constitute an employment agreement between the employer and employee and is subject to 
change by the employer as the needs of the employer and requirements of the job change.  
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EMPLOYEE ACKNOWLEDGMENT 

I have received, reviewed and fully understand this job description. I further understand that I am 
responsible for the satisfactory execution of the essential functions as well as skills and abilities 
described therein. Furthermore, I understand this document will change over time, as necessary. From 
time to time, I understand I may be asked to perform duties and handle responsibilities that are not 
specifically addressed in my job description.  I understand that this does not constitute an employment 
agreement. 

 

____________________________________________ ___________________ 

Employee Signature      Date 

 

____________________________________________ 

Employee Printed Name 



 

January 16, 2024 
 
Robb Peterson, Chairperson 
700 Pheasant Ridge Dr.,  
Watertown, SD 57201 
 

Re:  Request for Proposal -Watertown, SD City Manager 
 

Dear Robb, 

 
Thank you for inviting Robert Half Inc. (a Delaware corporation), through its executive search practice group 
(“Robert Half”) to participate in City of Watertown’s (“Client”) Request for Proposal. Attached is our completed 
response (our “Proposal”) to the Client’s Request for Proposal (the “RFP”).   
 
Robert Half acknowledges and agrees that no legal relationship or obligation is created between Client and Robert 
Half by our participation in this RFP process or submission of this Proposal, until the successful negotiation and 
execution of an agreement by both parties.  Robert Half will perform services only pursuant to a separate services 
agreement negotiated by the parties.   

Robert Half is confident that if we are issued a notice of award, we will be able to negotiate mutually agreeable 
terms and conditions. Some of the contract issues for discussion would include clarification regarding background 
checks, payment terms, indemnification, and insurance requirements. Robert Half has successfully negotiated 
thousands of contracts and looks forward to negotiating a final contract, as well as a long and successful relationship 
with Client.   

All information disclosed by Robert Half to Client regarding our candidates must be treated as confidential by 
Client. 

This Proposal is only applicable to the executive search practice group of Robert Half Inc.   
 
Founded in 1948, Robert Half Inc. is the world's leading provider of specialized staffing services. Our expertise lies 
in supplying just-in-time professionals for specialized needs in distinct markets. For more than 75 years, Robert Half 
Inc. has been the most respected and recognizable name in our industry.  For 27 consecutive years, we have been 
named to FORTUNE magazine’s “World’s Most Admired Companies” list and are again this year listed as the top-
ranked staffing firm.  Executive search is committed to providing superior customer service and maintaining the 
high professional and ethical standards that have earned our customers’ loyalty and our industry’s respect.    
 
Thank you for considering our proposal. Robert Half looks forward to developing a lasting partnership with you. 
Should you have any questions, please contact me at the number below. 
 
 
Respectfully, 

 
Scott Foley 
Senior Managing Director 
800 Nicollet Mall, Suite #2700 
Minneapolis, MN 55402 
Office: 612.656.0200 
Mobile: 952.738.2600 
scott.foley@roberthalf.com  
 

mailto:scott.foley@roberthalf.com


 

 

Company Information – Robert Half Executive Search 
History, Experience, and Expertise 
Robert Half Executive Search (“RHES”) is particularly well qualified to conduct this search project in 
partnership with SCCE & HCCA. As an entity of Robert Half (NYSE: RHI), RHES provides retained 
search support for executive leadership positions in not-for-profit organizations, as well as private and 
public companies. We benefit from the strong, 72+ year history of growth and recognition of our parent 
company.  
 
Robert Half has been named to FORTUNE® magazine’s list of “Most Admired Companies” for more 
than 15 years. Ethisphere, an international think-tank dedicated to best practices in business ethics, named 
Robert Half to its "World's Most Ethical Companies" list. We are very proud of this as our motto has 
always been “ethics first”.  
 
While we are able to take advantage of the many resources of Robert Half, our approach in Executive 
Search is specifically focused on recruitment of senior and executive-level leadership. To do this 
effectively, we are very targeted in the way that we identify and attract qualified individuals who are 
successfully employed and can meet the position’s specifications. Furthermore, we focus on assessing and 
developing these candidates to ensure cultural fit and appropriate motivation to work in your 
organization.   
 
Please do not be at all concerned that our Executive Search practice is part of such a large company. Your 
search will not get lost in the shuffle. Our team in the Executive Search practice in the United States is 
made up of only 60 employees, including Managing Directors, Principals, Associates, Research 
Associates and Search Coordinators, along with additional, behind-the-scenes support staff.  
Our ratio of Managing Directors to Principals/Associates (Recruiters) is 1:1. The ratio of Managing 
Directors to Research Associates is 3:1. The ratio of Managing Directors to Search Coordinators 
(Administrative Support) is 5:1. As such, we offer the touch and feel of a boutique search firm with the 
resources of a $7 billion parent company. Our clients get the best of both worlds: customized searches, a 
consultative approach, and personal attention generally attributed to a boutique firm, with the proven 
business processes and national/global brand reputation and network to access an extraordinarily wide a 
pool of talented candidates.  
 
We feel that our key differentiators include the following: 
Resources & Scale: As the largest staffing company in the world, our access to resources outweighs any 
of our competitors.  
 
Customized Search: We begin every search from scratch. We recruit candidates based on the key 
selection criteria requested by you and do not rely on a limited database and do not “recycle” previously 
placed candidates. 
 
Unlimited Access: Because of our deep and wide expertise across a variety of industries and functional 
areas, we have few “off-limits” scenarios with clients and are able to directly recruit into nearly any 
organization where other firms may not or, ethically, should not. 
 
Our Process: We employ a team of subject matter experts who are focused on your search from start to 
finish. Unlike other firms who use junior members for candidate development, we do not abdicate 
responsibilities during any point of the search. We are able to do this by limiting the number of clients 
with whom we work. 
 



 

Flexible Fee Structures: Unlike other executive search firms, we do not have minimum fees. In addition, 
while our normal fee structure is consistent with what other executive search firms offer to potential 
clients, we are able to offer flexible structured arrangements to Robert Half clients with whom one of our 
other divisions has previously worked. 
 
Our Success: The proof of our process lies in our success. We have completed a large number of search 
engagements since our inception across a diverse range of industries and functional disciplines. Our 
placement rate is 97% compared to an industry average that is considerably lower. We also have a very 
high rate of repeat business from clients who have previously retained us. 
 
Commitment to Including Diversity and Equity in a Search: Robert Half seeks to identify qualified 
candidates, regardless of their sex, gender, race, religion or belief, pregnancy, or maternity, ethnic or 
national origin, marital status, disability, age or sexual orientation. The resulting size and depth of our 
candidate research has commensurate benefits for our clients, who can have confidence in our ability to 
find the right candidate for the right job as effectively, efficiently, and inclusively as possible.   
 
 
Materials and strategies for conducting the search 
Our approach to executive search is hands-on and collaborative. We dedicate senior professionals to 
every search and serve as your first point of contact with prospective candidates. From the beginning of 
the search to the hiring and on-boarding process, we have crafted a customized, efficient, and effective 
ten-step approach. 
 

• Step 1--Understand the Situation: Prior to defining the role and initiating the internal search 
process, we will meet face-to-face with your key stakeholders in the search to better 
understand City of Watertown. We follow a detailed search start-up process as we explore 
specific responsibilities and critical success factors (critical functional competencies, 
leadership and management behaviors, and personal characteristics). 
 

• Step 2--Define the Position: Drawing upon Step 1, our understanding of the specific requirements 
for the role will allow us to develop Position Profile which will serve as both the “blueprint” 
for the search and a document that can be shared with prospective candidates. The Position 
Profile will summarize the mission of the organization, the position’s scope and the desired 
management competencies, style, and personality for successful candidates.    

 
• Step 3--Identify the Potential Candidate Universe: Guided by the Position Profile, we will 

identify potential candidates. Our research process, led by our dedicated Research Team, 
includes a comprehensive review of our network of professionals as well as a proactive 
outreach to functional and industry sources and selected potential candidates. Our worldwide 
network of recruiting and consulting services is a key to identifying the right candidates.    

 
• Step 4--Evaluate Potential Candidates and Provide Weekly Status Reports: Our objective is to 

interview and critically evaluate the most promising professionals and introduce you to 
candidates who have a history of success. Once we have built a decent pipeline of candidates, 
we will set up a weekly client stakeholder call with you and our key search team members, 
whereby we will share a search status update guided by a weekly Progress Report (a sample 
of which is included as Appendix A). This report – a direct pull from our database – is 
cumulative and includes market intelligence, search strategy, and detailed information on 
candidates with whom we’ve interacted, including their name, company, title, and where they 
are in the process. The presentation of this report offers our clients complete transparency 



 

into our process, and how the market is reacting to our outreach. With this dedicated form of 
communication, clients never ask us what we are doing with our time, with their investment, 
or who we are contacting and from whom we are hearing back.  

 
• Step 5--Present the Candidates: We will provide a full Candidate Profile, including appraisal of 

fit, for every candidate we present to the search stakeholders. We will facilitate the scheduling 
of your interviews with prospective candidates and provide pre-briefing and debriefing 
meetings with all parties.  

 
• Step 6--Facilitate Selection: We will work with you to select the final candidates who are the best 

fit based upon the intelligence gained through in-depth interviewing by the RHES team and 
by you. This is the point at which we often serve as an advisor to both you and to the 
prospective candidate(s).  

 
• Step 7--Check References: Once mutual interest is assured, we conduct “360-degree” reference 

checks on your finalist(s), reaching out selectively to current and former superiors, 
subordinates, peers, and third parties. In addition, we verify postsecondary degrees, relevant 
certifications, and licenses. We will provide a comprehensive written Reference Report that 
details the fit to the Position Profile.  

 
• Step 8--Facilitate an Offer and Acceptance: We will work with you to develop a mutually 

beneficial arrangement based upon the candidate’s compensation history and relocation 
requirements, if needed. Our frequent communication with you and the candidate will ensure 
everyone is well-informed about the status of the offer and that negotiations are on track.  

 
• Step 9--Facilitate the Transition from Acceptance to Employment: The transition period is our 

opportunity to make sure all parties are moving forward with the same end-goal in mind: a 
successful onboarding and enduring relationship. We will stay in close communication with 
all parties to facilitate a smooth and timely transition.  

 
• Step 10--Conclude the Search: We maintain continuous communication with all of those who 

have been involved to make sure they know how the search concluded, including you, your 
staff and finalist candidates, to foster a positive perception for your reputation and goodwill 
among those involved in the process.   

 
Tools used in past searches include, but are not limited to: 

• Mining subscription-based resources for candidates and market intelligence – including 
ZoomInfo (powered by DiscoverOrg), Pitchbook and LinkedIn Recruiter Professional 
Services 

• Utilizing directories, associations, exhibitor/attendee lists to identify appropriate candidates 
• Networking within our Robert Half platform – internally with more than 10,000 colleagues within 

our diversified divisions, and externally with thousands of companies and individual contacts 
• Leveraging our own personal networks 

 
 
 
 
 
 
 



 

 
Our Professional Staff and Experience 
This project will be staffed by a team led by Senior Managing Director, Scott Foley. Scott has more than 
18 years of leadership, search and placement experience, helping a diverse mix of his client’s secure elite 
talent for executive positions in their respective organizations. He will hand-pick a dedicated researcher, 
recruiter, and search coordinator for administrative support, thus, the search team will be made of up 4 
skilled individuals. This team will be intact from the start to finish of the search, barring a personal 
emergency with a team member, and will be present on all the weekly status calls to ensure strong 
communication and continuity with the search project. Scott will be involved in all aspects of the process 
with the team and will have personally interviewed and vetted all candidates presented to City of 
Watertown. 
 
Scott Foley – Senior Managing Director 
Scott Foley is a Robert Half Executive Search Managing Director and is based in Minneapolis, MN. Scott 
focuses on financial services, medical device manufacturers, law firms, cutting edge technology and 
diverse manufacturing clients. He has worked on positions at a variety of levels including C-Suite 
searches, Executive Vice President Searches, Vice President Searches as well as General Manager and 
Executive Director roles.  
 
Scott’s searches are often unique and vary across a wide variety of industries. From Fortune 500 
companies to start-ups, he is highly skilled in finding and delivering the very best executive leadership 
candidates available for each search assignment.  Scott has also worked across the United States on key 
roles for his clients. He is experienced at finding the “hard to find” candidates that his clients are looking 
for when they engage in a search.  
 
Scott has volunteered for a large number of organizations, including the Leukemia and Lymphoma 
Society and the Lakeville Hockey Association – he is their current President. Scott is also active in his 
church in the Minneapolis area. Scott graduated from the University of Minnesota - Duluth with a 
Bachelors in Marketing.  
 
Mark Rahe – Senior Managing Director 
Mark Rahe is a Senior Managing Director at Robert Half Executive Search and is based in our Denver 
office. Mark has over 28 years of experience in the search industry and has worked with a wide variety of 
clients, ranging from Fortune 500 corporations to small privately held companies. 
 
Mark has conducted searches for a diverse number of industries including healthcare, manufacturing, 
software, construction, and retail.  His areas of search expertise include CEOs, COOs, CFOs, VPs, 
Directors, and other senior management roles. Mark has worked with private equity firms in executing 
difficult searches nationwide. With a focus on being a “solution provider”, Mark has proven to be a 
valuable partner in the search process. 
 
Barbara Volz – Senior Principal & Principal Development Leader 
Barbara Volz is a Senior Principal & Principal Development Leader in the Executive Search Practice of 
Robert Half. She brings 15 plus years of executive search experience and specializes in the management 
of search for and identification and vetting of executive leaders and senior-level and functional 
management professionals in the disciplines of executive management, financial management, operations 
management, sales and marketing, healthcare, technology, legal and human resources. Barbara graduated 
with a Bachelor of Science with a focus in Public Administration. 
 
 



 

 
Bob Meyer – Associate Director  
Bob is an Associate Director based in our offices in Middleton, Wisconsin. Bob has over 15 years of 
professional experience and brings a business maturity and a foundation of diverse capabilities to the role.  
Bob previously managed and oversaw many successful political campaigns in competitive elections. Bob 
also brings 8 years of experience working in the Wisconsin State Legislature, where he provided detailed 
policy analysis, managed media relations, and oversaw staff. Bob graduated from the University of 
Wisconsin - La Crosse with a Bachelor of Science in Political Science and a minor in Public Relations 
and Organizational Communication. 
 
Salome Owino – Research Associate 
Salome specializes in developing targeted search parameters and providing strategic research in 
identifying executive level candidates that meet clients wants and needs. Salome has successfully 
completed searches in plethora of industries and plays an active role in every search to find the best 
candidates for the client. Salome is based in the Houston, Texas office of Robert Half Executive Search 
US. Salome graduated from Southwestern University with a B.A. in Political Science and German. 
 
Samantha Rodriguez – Search Coordinator 
As a Search Coordinator, Sam provides support to Robert Half Executive Search Managing Directors, 
Principals, and Associates, coordinating search execution support activity for offices nationwide. She is 
based in the New York office.  Sam is an alumna from Manhattan College, where she earned her Bachelor 
of Science in Management and Global Business.  
 
 
Proposed Timeline 
We approach each search as a new endeavor involving unique challenges. Our experience in the 
nonprofit area is exceptional and would allow up to get up to speed quickly with City of 
Watertown. 
 
While most executive search firms take six months or longer to complete an assignment, our 
firm’s experience has been completing searches in much less time – typically 3 to 4 months. 
Timing depends significantly on the accessibility and location of hiring members, schedule and 
accessibility of candidates, timeliness of client feedback, and the number of steps in the client 
selection process.    
 
If engaged on this search, we would work to fully understand your selection process, benchmark 
the candidate you wish to find, and customize the search process and timeline accordingly. Our 
timeline will be constructed for a search completion process over a 90-day period from initiation 
of the search through offer acceptance.  
 
 
 
 
 
 
 
 



 

 
Target Events (12 Weeks)  1  2  3  4  5  6  7  8  9  10  11  12  

Kick Off Meeting                                      

Position Profile and Target Definition                                               
Candidate Outreach                   

Progress Report on Search                           

Robert Half Interviews Assessments                         

Short-List Presentation                                  
Client Interviews Shortlist                                      
Additional Interviews with Finalist Candidate              
Candidate and Client Feedback                                 

Due Diligence                                   

Offer Process                                      

Close Search                                      
 
 

Pricing – Detailed Pricing Structure 
Robert Half Executive Search works on a retainer basis by Search Project. Our fee is normally thirty-five 
(35%) percent of the placement’s total projected first-year cash compensation (base salary, target bonus, 
sign-on bonuses, and any other cash components). For this search, we will reduce the retainer fee 
percentage to twenty-eight (28%) percent for the City Manager position. We will base our initial retainer 
fee on total cash compensation of $200,000, making the starting retainer fee $56,000. 
 
We also charge a Fee for Administrative Services (“FAS”), in addition to our retainer fee, equal to 
$5,000. 
The retainer fee will be invoiced in three installments at the following stages once you initiate the search:  

• Upon the execution of this letter agreement to initiate the search, the first installment of $23,000 
($18,000 retainer fee plus $5,000 FAS) will be invoiced. 

• Within thirty (30) days of your execution of the letter agreement to initiate the search, the second 
installment of $19,000, will be invoiced; and 

• Upon candidate offer/acceptance, the third installment of $19,000, will be invoiced.  
 
Should the final targeted first year cash compensation be higher than $200,000, we will “true-up” the 
difference on a final, or fourth payment.  
 
We will invoice you for any direct expenses not paid by you. These expenses include, but are not limited 
to, Robert Half Executive Search consultant and candidate interview and travel-related costs. We would 
not incur any additional expenses without your prior knowledge and approval. Payment of our fee and 
direct expenses is not contingent upon the placement of one of our candidates with you. Our invoices will 
include appropriate taxes, if applicable. All invoices are due upon receipt. 
 
 
 



 

 
Appendix A – Sample Progress Report 
 

 
 
 
Appendix B – References 
Our team has conducted executive-level searches across a variety of industries, including many government organizations. To 
respect client confidentiality, we do not directly name our clients. 
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