**All present are expected to conduct themselves in accordance with our City's Core Values**

OFFICIAL NOTICE AND AGENDA

of a meeting of a City Board, Commission, Department, Committee, Agency, Corporation,
Quasi-Municipal Corporation, or sub-unit thereof.

Meeting of the: COMMITTEE OF THE WHOLE

Date/Time: Monday, February 9, 2015, approx. 5:00 p.m. (immediately following HR Committee)
Location: City Hall (407 Grant Street) - Council Chambers

Members: Bill Nagle, Romey Wagner (C), David Nutting, Tom Neal, Gary Gisselman, Keene Winters,

Lisa Rasmussen, Karen Kellbach, David Oberbeck, Sherry Abitz, Robert Mielke, and Mayor
Tipple, ex-officio

AGENDA ITEMS FOR CONSIDERATION/ACTION

=

Pay for Performance Implementation Review

2 Discussion and possible action regarding performance evaluation data for local public
officials (department or division head) of a local governmental unit

3 CLOSED SESSION pursuant to Section 19.85(1)(c) of the Wisconsin State statutes for
considering employment, promotion, compensation or performance evaluation data of any
public employee over which the governmental body has jurisdiction or exercises
responsibility to review the following: Performance evaluation data and exceptional
performance appraisal comments

4 CLOSED SESSION pursuant to Section 19.85(1)(g) of the Wisconsin State statutes for
conferring with legal counsel for the governmental body who is rendering oral or written
advice concerning strategy to be adopted by the body with respect to litigation in which it is or
is likely to become involved, regarding authorization to hire outside legal counsel to represent
the body regarding resolutions referred to it for discussion and possible action relating to
issuing a directive to the Mayor and reprimanding the Mayor

5 RECONVENE INTO OPEN SESSION for the purpose of taking action, if necessary, on items

#3 and #4.

Romey Wagner
City Council President

| This Notice was posted at City Hall and emailed to the Daily Herald newsroom on 2/06/2015 at 2:00 pm.

Please note that, upon reasonable notice, efforts will be made to accommodate the needs of disabled individuals through appropriate aids &
services. For information or to request this service, contact the City Clerk at (715) 261-6620.

Other Distribution: Media, Council, Department/Division Heads
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This document was prepared by the City of Wausau’s Human Resources
Director, Myla Hite, at the direction of the City of Wausau’s Human
Resources Committee on January 12, 2015. The focus of the report is on
the overall implementation of the Pay for Performance Compensation
Plan and excludes details related to the performance evaluations.
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Pay for Performance 15

The Pay-for-Performance Compensation Philosophy and Plan was designed to ensure City of Wausau
staff are paid salaries consistent with the market, transitioning away from longevity based step increases.
The goal is to reward high performers to ensure the City of Wausau’s success in attracting and retaining a
highly competitive workforce serving the citizens of Wausau.

A total of 15 meetings discussing the Pay-for-Performance Compensation Philosophy and Plan occurred
prior to approval for implementation from the Common Council; these began with the discussion to
participate in a salary study with the Human Resources Committee on February 12, 2012 continuing
through the 40-minute slideshow presentation made to the Common Council prior to the vote on the
Resolution placed on the consent agenda at the meeting on December 10, 201 3.

Salary increases were delayed until the conclusion of the employee performance evaluation process
which necessitated July implementation for merit pay.

The base for the merit increases was set at 2% to mature the pay ranges for the intervening span of time
(nearly 2 years) between the salary survey and the July 2014 merit pay implementation.

35% of the funds allocated were for merit above and beyond the 2% maturation of the merit wage
scale.

By deferring the cost-of-living equivalent portion of the range maturation merit increases, the $81,348
was used to cover the one-time costs of the pro-rated step increases ($52,939) and the market
adjustments ($19,274) for employees earning less than 80% below the salary range, totaling $72,213.

The total cost of Pay-for-Performance Program implementation was $23,441 more than the former
Longevity Based step compensation system. Of the $23,441 additional costs, $19,274 can be directly
attributed to the adjustments made to positions that were paying less than 80% below the market rate.

The impact to the 2014 budget was $207,584 for the Pay for Performance Plan whereas the former
compensation plan would have cost $244,729 in 2014.

The impact to the personnel cost base of the City budget for the Pay-for-Performance Plan is $268, 170
whereas the former longevity system would have increased the personnel cost base by $244,729.

The overall personnel base cost increase to the 2015 budget and into the future for either the Longevity

based or the Pay-for-Performance compensation program equates to approximately 2.5% (+/- less than
a decimal).
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Pay for Performance LANSAL

COMPENSATION PLAN IMPLEMENTATION WISCONSIN

Part | -- History and Overview

The City of Wausau’s Compensation philosophy is administered through Chapter 5 of the Employee

Handbook approved by the Common Council (See Appendix A), through the Human Resources

Committee which provides authority for compensation plan administration directly to the Human
Resources Director within the budget adopted by

the Common Council.

“The Compensation for general City In fulfillment of this responsibility, the (then)
employees, not covered by a labor Human Resources Director introduced the

contract, shall be established by the concept of Pay-for-Performance to Human
Resources Committee at the April 9, 2012

meeting (Appendix C). This was in the

the budget approved by the Common aftermath of soliciting support from the Human
Council” Resources Committee to join with Marathon

County to participation in a compensation study

at the February 13, 2012 (Appendix B).

meeting. Human Resources Director Loy’s efforts were to begin the process of seeking input and

Director of Human Resources within

Chapter 5.01, City of Wausau Employee Handbook

feedback from the Committee to obtain direction to engage a consultant study as part of the process of

exploring and potentially implementing merit pay, commonly known as “pay-for-performance”. In the
April meeting, the Human Resources Committee unanimously moved to pursue the study as outlined in
the material and discussion and to advance to Finance Committee funding for the referenced study.

The research and process for updating the Compensation Plan to transition to a merit based system from
the traditional longevity based system
continued with updates being provided to the
Human Resources Committee at their Current PaY SYStem
meetings on July 9, August 13, September 10
and October 8 (See Appendixes D-G). On
November 12, 2012 (Appendix H) the Human
Resources Committee discussed the

Created in mid-90’s
Philosophy was to pay at 5% below the
market

11 Step system

Compensation Structure and Policy. At that 26 Grades (Low to High)

meeting HR provided an overview of the ¢ Minimiin satat 80°% of fasket

current pay system — which would have been - Market rate at step 5

similar to what was presented to the Common - Maximum set at 112% of market (step 10)

Council later in December 2013 (See Cost of living adjustments
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Appendix A-1). That philosophy rewarded longevity and recognized cost of living adjustments
(COLA’s). While no COLA was added to the base pay of General Government employees in 2012, 2013
brought a 2% COLA (1% in January and another in July) and in 2011 the COLA increased base pay by
1.75%. The structure included pay grades with ranges at 20% below current market rate that progressed
through longevity steps of approximately 2% each that progressed ultimately to 12% above the market
rate. The minutes reflect discussion on how to advance employees more quickly to market rate and
whether or not 12% above market is sufficient reward to retain, motivate and reward really good
employees and to be competitive with private sector employers. Alderman Oberbeck made suggestions
for rewarding employees using methods other than just monetary compensation. While no action was
taken at that meeting, it was evident the effort was on-going.

The Employee Handbook was also an agenda item at the meeting and HR Director Loy emphasized that
it was on the agenda so any questions could be answered so the proposed Handbook could be brought
back to the Committee for approval in December 2012.

The Employee Handbook was on the December 2012 agenda (See Appendix I) as were pay increases for
general government employees with a 1% increase to take effect in January 2013..

At the January 2013 Human Resources Committee meeting (Appendix J), HR Director Loy provided an
update on the Compensation Study, reporting that there were still some outstanding job descriptions not
yet completed by Departments and state he would take action to get those back from Departments.
Follow-up occurred at the February meeting (Appendix K) when HR Director Loy explained that job
description revisions for the Compensation Study were nearly complete and that HR would be meeting
with the Consultant the following week.

The next Human Resources Committee discussion
occurred at the May 13, 2013 meeting (Appendix L)
when Julia Johnson and Debra Pagel from WIPFLI
made a presentation (not included — proprietary
information prohibits distribution) on the - To ensure pay is established and administered
Classification and Compensation Study Process according to fair and equitable principles
Overview. This presentation outlined for Committee - To ensure the City is paying competitive wages
members how information collected for the study conmsientwitilfs compenRition bl cegphy
would be studied, reviewed and used to design the
classification and compensation system. Follow-up
discussion included soliciting input on what kind of
philosophy the City should have to attract the best
workers for top decision-making positions, and
emphasized that the crucial next step is for the City to
decide it’s philosophy for compensating staff.
Discussion concerning shifting to a pay for performance system ensued tying compensation to
performance. The understanding was WIPFLI would guide the implementation and administration of
the system, supervisors would receive training and, in a separate agenda item, the Committee
unanimously agreed to include all non-union employees in the Classification and Compensation Study.

Purpose of a Compensation Plan

- To provide guidelines for the day-to-day
administration of employee’s compensation with
regard to hiring and salary adjustments
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During the June 2013 Human Resources Committee meeting, HR Director Loy reminded the Committee
that a 1% increase has been provided for general government employees in anticipation of the
Classification and Compensation Study being received and possibly implementing the new pay matrix
mid-year. Since the study was not finalized, Loy recommended an additional 1% pay increase stating it
was provided for within the budget. This salary increase was unanimously approved.

At the August 12, 2013 Human Resources Committee meeting (Appendix F) the next related policy
discussion was on Compensation Philosophy and Base Pay Administrative Procedures. It was
announced that WIPFLI would be making a presentation at the September meeting and the HR Director
reviewed the proposed system with the Committee. He explained the proposed Compensation
Philosophy would be documented within section 5.01 of the employee handbook (formerly titled
General Provisions). The proposed changes were reviewed with specific attention brought to the last
sentence of the section which states, “Targeted levels for benefits will be positioned at or slightly above
the market as derived by review of the industry and local survey data and discussion with City insurance
representatives and other advisors”. It was stressed that competitive benefits are needed to attract and
retain employees. The items contained in this section of the Employee Handbook were later contained
within the presentation made to Common Council in December of 2013. This full presentation is
(provided at Appendix A-1)

The discussion shifted to focus on section 5.02 now with the proposed title of Base Compensation Plan
Administration (formerly named Compensation Plan Administration) with the HR Director explaining
how the plan would be managed and administered over time, focusing on the importance of updated job
descriptions and establishing as prerequisite for salary adjustments current job descriptions and
completed performance evaluations. He then outlined the salary range structure and provided an
overview of how performance will be tied to pay, explaining a full report would be brought to the next
meeting. The third part of the discussion outlined pay adjustments with emphasis on how both merit
increases and market adjustments and how each would be handled. There was a review of the former
pay scale ranging from 20% below market to up to 12% above market within an 11 year employment
span. It was highlighted that the new pay scale allows employees to reach the market value more
quickly with performance evaluations
determining pay increases.

Objectives of a Compensation Plan Bttt R E VUK,

. {m&rnal dimgnt: Reé:ognize the \_rglgle each employee brings (A endix N) meeting paCket was a
departmental lines e REYAE0ES Policy Memorandum from the HR
Director to the Committee and the Mayor
+ External competiveness: Ensure wages are comparable to . . .
similar work in organizations we compete with for employees Re: Consideration of Compensatlon
+ Employee contributions to pay: Evaluate and determine pay PhllOSOphy and Base l?ay Adrplms.tratlve
relative to performance Procedures, that contained a timeline for
- Administration: Increase understanding of pay administration lmplementatlon along with the proposed
and minimize inconsistent administration of pay .
revisions to the Employee Handbook at
+ Increase manager accountability Section 5.01 now entitled Compensation

Philosophy and 5.02 Base Compensation
Plan Administration (Appendix A-1). The
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Memo requested the input of the Committee on the draft compensation philosophy and base pay
administrative procedures prior to preparing the final report and recommendations for the City’s pay
plan. Also documented during the August HR Committee meeting is that staff planned to finalize the
proposal for the new plan and communicate it with all staff” and provided the following timelines:

Timeline Activity
Week of August 12" Incorporate HR Committee recommendations and finalize the
materials needed for WIPFLI to complete their report and
recommendations.
Week of August 19" Distribute proposed salary structure changes and plan

documents to City management and conduct question and
answer sessions.

Week of August 26" Distribute proposed salary structure changes and plan
documents to all City employees.

Week of September 2 Schedule question and answer sessions with City
Departments

Monday, September 9 WIPFLI will present the final report and recommendations.

Staff will seek a recommendation from the HR Committee on
the proposed salary structure and amendments to the
employee handbook to be delivered to Council.

Within the new Section 5.02 - Base Compensation Plan Administration the following items were
addressed as summarized within the table:

Part Provision
1) Job Documentation Current job descriptions required for salary adjustments
2) Salary Range Structures Provides for ranges that are responsive to external market and

internal equity. Explains the quintiles and ranges.

3) Pay Adjustments Provides for various types of pay adjustments based upon the
newly established pay ranges to include: Market adjustments,
merit increases (% adjustments tied to performance), new
hires, promotional increases, job reclassification, transfer,
temporary appointments, demotion, redlining and exceptions.

40 Confidentiality Limited sharing of salary information to the specific involved
employee.

At the September 9, 2013 Human Resources Committee meeting (Appendix O) consultant WIPFLI gave
a presentation on the Compensation and Classification Study. Many of the concepts contained within
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the WIPFLI presentation was already incorporated into the updated proposed Employee Handbook
revisions to Chapter 5 sections .01 and .02 and included topics such as Job Descriptions, Conducting an
internal equity, external market and comparative ratio analyses, point factor evaluation, salary structure
design, developing a MERIT/COLA (cost of living adjustment) decisions worksheet, plan administration
guidelines and tools and provided an opportunity for the Committee to review Chapters 5.01 and 5.02
(Provided at Appendix A), in addition to covering the Performance Management Loop and the
importance of a communication plan.

In follow-up to the information presented at the meeting, on October 2, 2013 HR prepared letters to
employees and managers informing them of the proposed pay ranges for each employee’s position and
placement under the new compensation plan and provided sealed letters to Department Heads to have
distributed throughout the workforce. They also contained notices to employees telling them that any
employee due a step increase in 2014 would receive a prorated dollar value paid out as a one-time lump
sum in January 2014 (so it would not increase the base) AND that base pay rates will heretofore only be
adjusted by the annual merit based process which is driven by performance evaluations (Notices at
Appendix O). Information relayed in this memo is so important that it is cut and pasted herein:

1. If your hourly rate is below the minimum rate as of January 1+, 2014, you will be brought up to the
minimum rate.

2. If you have been in your position for longer than two years as of January 1+, 2014, and you are below
96% of the Mid-point (Market) rate, then you will be brought up to 96% of the Mid-point.

3. If you are above the maximum rate, your pay rate will be red-lined, and you will be subject to the
proposed red-lining practice described below. No employee will have their base rate reduced.

4. Employees who would have an additional step increase in 2014 will receive the prorated dollar value
based on their step increase date. This will be paid out as a one-time lump sum in January 2014 and will
not build into your base rate.

5. Effective January 15t 2014, base rates will only be adjusted by our annual merit based process.
Performance evaluations will be conducted on an annual basis from May through July. Your manager will
be reviewing the new evaluation and merit pay program with you during the months of October and
November.

In preparation for the December 3, 2013 Human Resources Committee meeting, the HR Director
prepared two separate Policy Memos on November 26, 2013. One entitled Implementation of New Pay
Plan Salary Ranges recommended and requested that the adjusted merit based pay plan salary ranges be
implemented as recommended, which the Committee passed unanimously. The second policy memo
entitled Amendments to Chapter 5 — Compensation of the Employee Handbook proposed amending
Merit Increases language to provide for multiplying the current rate of pay by the percentage increase
established in the annual merit decision worksheet based on the employee’s level of performance. It
also proposed amending the redlining procedure so employees whose pay is above the range remain
eligible to receive lump sum payments and the method for calculating lump sums. The action sought
was to adopt and replace in their entirety Employee Handbook Sections 5.01 — Compensation
Philosophy and 5.02 Base Compensation Administration which the Human Resources Committee passed
unanimously at the December 3, 2013 meeting.

The December 3, 2013 Human Resources Committee meeting (See Appendix P) was significant in that
not only was it the pre-cursor to the meeting with the full Common Council scheduled for December 10,
but it was the meeting in which the materials were presented in culmination of the prior two years’ work
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accomplished by the Human Resources Director under what he believed was the supervision and
approval of the Human Resources Committee. Administration of Compensation Plan: A shift was being
made from the former decades old longevity based process to a merit based system in which
performance is tied to pay. Highlights are as follows:

From To

Compensation Philosophy Change

Longevity based system Pay tied to Performance

5% below market to 112% above market 80% of market to 120% above market

11 Step Progression at 2% step intervals based Increases based upon performance rating tied to
upon length of service goals established by manager

Near Annual across the board Cost-of-Living Salary ranges periodically matured, anyone
Increases below advanced back within the range

Cost of Living Comparable Salary Increase Administration

Mayor included proposed percentage salary Mayor included proposed salary increases in the
increases in the budget. budget.

Common Council Adopted the budget. Council Adopted the budget.

HR sought from Human Resources Committee HR Authorized to develop pay matrix within
permission to award increases funds allocated by Council and administer

) performance based increases.
Increases awarded — often in January,

sometimes delayed to later in the year.

Step Salary Increase Administration

Mayor included funds to cover the expense of Mayor included funds to cover the expense of
longevity based step increases in the budget. longevity based step increases in the budget.
Common Council Adopted the budget. Common Council Adopted the budget.
Employees accrued 2% longevity based Employees accrued 2% longevity based increase
increase on anniversary date on anniversary date

Pay for Performance Increase Administration

Performance Goals Set by Manager at beginning
of performance cycle (April — June)

HR Develops Pay Matrix within Budgetary
parameters adopted by Common Council.

Performance Measured and Rated

Performance based increases awarded in July
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HResources Director kicked off the December 3, 2013 Wage Study Results and Process Review by
asking if there were any additional questions on the document or the process. The minutes indicate the
Committee was satisfied with the previous discussion of the topic and had no further discussion.

Example Annual Merit Increase Considerations
QUINTILES

LEVEL OF 1st A 3 4th 5th
PERFORMANCE (80- (88- (96- (105- (113-

87%) 95%) 104%) 112%) 120%)
Exceptional Performance 4.0% 3.5% 3.0% 2.5% 2.0%
Proficient Performance 3.5% 3.0% 2.5% 2.0% 1.5%
Marginal Performance 0.0% 0.0% 0.0% 0.0% 0.0%

The discussion then moved to the proposed Amendments to Chapter 5 — Compensation of the Employee
Handbook which was a complete revision. The initial discussion centered around how a merit increase
would be calculated. The HR Director was proposing a change and his discussion of the change would
have involved the use of the Example Annual Merit Increase Considerations Chart contained within the

Employee Handbook Section 5.02 as it was being proposed (see above chart and Appendix A).
Discussion involved the following formula:

Merit Increase Calculation

Current Rate of Pay + | Quintile Identification x | Percentage Increase = New rate of Pay
from Annual Merit
Increase Decision
Worksheet as
determined by
performance level

While not detailed within the minutes, to make sense the discussion would have included a sample
employee current rate of pay, determining if it fell within quintile 1-5" as contained within the table, and
whether the employee was determined to be a Marginal, Proficient or Exceptional performer. Has the
employees base rate fallen within the 2" quintile and the employee was a marginal employer, the
increase would have been nothing (0%) Had the employee within the example been a proficient
performer with a salary falling within the 2" quintile, the employee would have received a 3% increase.

The Committee had no questions regarding this change.
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The second proposed change to the new Compensation chapter as discussed at the meeting involved
redlining. The initial proposal stated that any employee whose salary is above the maximum pay rate in
the grade established for their job would have their pay rate frozen until market adjustments brought
their current salary within the established ranges. The proposed change presented at the meeting would
allow for a lump sum payment of the portion of any pay increase that exceeds the salary range
maximum. The lump sum payment calculation would provide for an incentive to those employees
without compounding the problem of inflating the base salary. This calculation would be reflected as

follows:

Redlined Employee Lump Sum Payment Calculation

Hourly Rate of Pay x
in excess of the range maximum

Annual work hours
(generally 2080)

= Lump Sum Payment

After discussion, the amendments to the Compensation Chapter of the Employee Handbook as proposed
were unanimously passed by the Committee.

The last item detailed by
Human Resources Director
Loy was the implementation
of the New Pay Plan Salary
Ranges. The Committee
reviewed the steps taken to
create the new play plan
salary ranges and centered
around the employee
questions and concerns and
survey responses. Loy
detailed the process used for
review and outlined the
appeals process. Committee
discussion included the
members stating that the role
of the Committee was

oversight and the focus should

be on approving
implementation, not the
specifics of the plan. The
Committee discussion was
also clear that it was the
Human Resources

GRADE

1

O 0 NO UV &~ WN

R R R R R R R R
W 0O NOOU DA WNIERO

20

Salary Ranges

Step Step Step Step Step Step

1

(80-88%)
40.00
37.20
34.60
32.17
29.92
27.83
25.88
24.07
22.38
20.82
19.36
18.00
16.74
15.57
14.48
13.47
12.53
11.65
10.83
10.07

2

(88-96%)
44.00
40.92
38.06
35.39
3291
30.61
28.47
26.47
24.62
22.90
21.30
19.80
18.42
17.13
15.93
14.81
13.78
12.81
11.92
11.08

3

(96-105%)
48.00
44.64
41.52
38.61
35.91
33.39
31.06
28.88
26.86
24.98
23.23
21.61
20.09
18.69
17.38
16.16
15.03
13.98
13.00
12.09

4 5 6

(105-113%)  (113-120%)  (120-140%)

52.50 56.50 60.00
48.83 52.55 55.80
45.41 48.87 51.89
42.23 45.45 48.26
39.27 42.26 44.88
36.52 39.31 41.74
33.97 36.55 38.82
31.59 34.00 36.10
29.38 31.62 33.58
27.32 29.40 31.22
2541 27.34 29.04
23.63 25.43 27.01
21.98 23.65 25.12
20.44 22.00 23.36
19.01 20.46 21.72
17.68 19.02 20.20
16.44 17.69 18.79
15.29 16.45 17.47
14.22 15.30 16.25
13.22 14.23 15.11

Department’s responsibility to take care of placement decisions within the structure and the appeals
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process and that it would not be a role of the Human Resources Committee. The HR Committee
unanimously adopted the salary ranges as amended by the HR Director, which are those still being
implemented today as detailed in the Salary Ranges chart.

On November 27, 2013 (see Appendix S) the Human Resources Department forwarded the Resolution
to the City Council to Implement the New Pay Plan for General City Employee by Adoption of the
Amended Compensation Philosophy, Base Pay Plan Administration Procedures and New Salary Grade
Structure in preparation for the presentation the Human Resources Director was scheduled to make at
the open, public meeting on December 10, 2013 (See Appendix A-1).

The Human Resources Director gave a 40-minutes presentation, augmented by PowerPoint slides, on the
Implementation of the Wage Study and New Pay Plan before the Common Council on December 10,
2013. The actual resolution was later voted on as part of the consent agenda which passed unanimously.

In follow-up, the Human Resources Director proceeded with implementation based upon his belief that
over the course of 2 years he had performed due diligence in developing a merit based system and had
obtained proper authority from the Common Council.

He also facilitated the redesigned performance evaluation system to include training supervisory and
managerial staff along with employee as well as developing the aforementioned merit pay increase
worksheet and merit increases prior to his departure from the City of Wausau in June of 2014.
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Pay for Performance

Part Il = Implementation and the Financials

As previously stated, the former City of Wausau Human Resources Director embarked upon a nearly two year
long process of developing and implementing a merit based compensation philosophy and system that
culminated with the approval of Common Council received on December 10, 2013 which afforded the HR
Director to establish compensation for general City employees in positions not covered by a labor contract
within the budget approved by Common Council.

WAUSAL J==""

s/1142013

et By e S

On December 30, 2013 the HR Director sent out a memo to affected employees in follow-up to the
October 2013 communication, informing them that the Common Council approved the proposed
Compensation Pay for Performance plan at the December 10, 2014 meeting, told them where their

position fell within the established pay ranges and informed that future increases will be based on
individual performance.
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The 2014 budget included funds to implement a 2% cost-of-living allowance and to fund the 2%
longevity step increases due to eligible employees. Working within that scope, the HR Director took
two immediate actions in January 2014, as documented in the master “New Rate of Pay 1-1-14" and
Lump Sum Master Letter to employees.

The first action taken was to correct those employees being paid “below the range” and to correct
internal equity misalignment by conferring the Market Increases depicted within the chart below which
amounted to an annual increase in the payroll for general City employees not represented by a labor

agreement in the amount of $

19,274.00.

Quintile

1

2
3
4

12 Employees Received Market Increases 1-1-2014

2.34%

2.44%

2.47%

4.13%

Market Study and Internal Alignment

4.69%

4.92% 4.93% 4.97% 7.18%

2

1 1 1

The actions were documented in a letter to employees dated January 6, 2014 provided at Appendix T.

The next step was to award prorated lump sum payments to employees who would have had a step
increase in 2014 (longevity based). The letter dated January 9, 2014 (also included at Appendix T)
notified employees the lump sum payment would be on their January 24, 2014 payroll check and that
the amount paid would not be built into the employee’s base rate. This action affected 69 employees
and cost the City $52,939.32. This one time lump sum payment differed from past longevity step
increases in that it did not add to the base compensation structure of the City. In the past longevity
step increases added to an employee’s base salary.

From this point forward, implementation focused upon training staff on the Performance Appraisal
Cycle, coaching supervisors in completing performance evaluations and preparing for performance
based merit increases within the budget adopted by the City Council.

In this process, the HR Director developed a new compensation matrix similar to the one provided in
the example within Chapter 5 of the Employee Handbook. Two challenges faced by the Director
included where to place on the matrix those employees with salaries about 120% of market and how to
mature the quintiles given that the salary study had aged by nearly two years at the time the pay
increases would actually be conferred. To account for these two facts, the HR Director added a 6"
quintile to account for salaries above 120% and added to the matrix 2% as a minimum for anyone
performing at acceptable levels to account for the time lapse between salary study and implementation.
The implementation matrix developed is provided as follows:
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Merit Decisions Worksheet for 2014

2014 Budget

P = Proportion in performance

rating category

Pay for Performance

C = Proportion in position-in-range category as a result of the
comparative ratio analysis

G = Guideline
percent increase

Performance
Matrix
Calculation Model

Position-in-Range (Quintiles)

Ist 2nd 3rd 4th 5th 6th
(96- | (105- | (113-
(80-87%) (88-95%) | 104%) | 112%) | 120%) | (>120%)
0.10 0.09 0.37 | 026 | 0.18 | 0.05
Exceeds
Expectations 0.15 6.0 5.5 5.0 4.0 3.5 3.5
0.087 0.074 0.279 | 0.158 | 0.094 | 0.028
Meets
Expectations 0.85 4.0 3.5 3.0 2.5 2.0 2.0
0.327 0.267 0.948 | 0.558 | 0.305 | 0.091
Below
Expectations 0.00 0.0 0.0 0.0 0.0 0.0 0.0
0.000 0.000 0.000 | 0.000 | 0.000 | 0.000
1.0
Cell totals: 0.413 0.341 1.227 0.716 0.399

To understand how this worksheet works, one must refer back to the December 2013 Human
Resources Committee meeting. Consider an employee at Range 2, Step 18 on the Salary Structure
(See Page 8). According to the salary range, the employee’s hourly rate would be set somewhere
between 88%-96% of the range. For this example, let's assume it is $12.81per hour.

Current Rate of Pay +

Quintile Identification x

Percentage Increase
from Annual Merit
Increase Decision
Worksheet as
determined by
performance level

= New rate of Pay

This employee is then in the 2" quintile of the Performance Matrix. If performing at expectations, the
employee would be eligible for a 3.5% increase, broken down as follows: 2% increase as a result of
performing at acceptable levels with the maturation of the salary ranges due to the 2 year lapse in time
along with an additional 1.5% based upon merit.
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Using this criterion, employees were evaluated and received pay increases as detailed in the chart as
follows:

$12.81 * 3.5% = .448 + $12.81 = 13.26

% Increase City Wide Non-Represented Employees 7.06.14"

Using this methodology, 164 employees were awarded merit increases using the Merit Decisions
Worksheet consistent with the data contained within the “% increase City Wide Non-Represented
Employees” table that was implemented on July 6, with some minor revisions made in August due to
some minor arithmetic errors.

Quantiles 0% 2% 2.50% 3% 3.50% 4%  4.50% 5% 5.50% 6%

1 14 1 15
2 7 2 9
3 52 11 63
4 1 36 4 41
5 26 2 28
6 7 1 8

1 33 36 52 10 18 11 2 1 164

In contrast, had the City simply proceeded with implementing the former longevity based step system,
all City employees not represented by a collective bargaining agreement would have received the
budgeted 2% step increase along with 63 with fewer than 11 years tenure receiveing an additional 2%
anniversary date step increase.

The end result is the City of Wausau was successful in achieving the stated goal within the timelines
originally anticipated, e.g. July 2014. The City’s
new pay plan achieved the following:

Purpose of a Compensation Plan

Incorporated market data into new pay ranges;

» To ensure pay is established and administered ) ) )
according to fair and equitable principles Provided a point factor analysis system to ensure

- To ensure the City is paying competitive wages internal alignment and equity;
consistent with its compensation philosophy _ o ) )
2P previde guidelines o ihe oy 1o day Set salaries within market ranges consistent with

administration of employee’s compensation with the newly adopted Compensation Philosophy;
regard to hiring and salary adjustments
Incentivized keeping job descriptions current

along with the timely completion of performance
evaluations.

Evaluated and determined pay relative to
performance.

! Differences in numbers over 160 are the result of version control and dates data was input. This chart was prepared in July
2014.
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Increased manager accountability.

Once implementation approval was obtained, Human Resources continued through the Spring of 2014
to keep the Human Resources Committee apprised of progress being made and steps towards
implementation. The March 10, 2014 Human Resources Committee meeting (Appendix U) included an
overview of the City’s New Performance evaluation System and included the Merit Based Decisions
Worksheet (See Page 13 of this report and Appendix U). It also included an Annual Timetable for
Implementation which detailed the following:

Overview of City’s New Performance Evaluation System

Outcomes of the New Evaluation System
1. All employees will have an evaluation completed every year.
2. Pay increases will be based on performance (except bargaining units)
3. All employees will set and be held accountable for development and organizational goals.

4. System will be conduit for succession planning activities.

Five Priorities in our Performance Evaluation Process

To provide an opportunity to clarify job duties, performance expectations, and goals.
To summarize past performance discussions.

To provide a blueprint for future performance.

Identify employees with potential for advancement.

Provide a fair basis for awarding compensation based on merit.

DW=

Annual Timetable

Training for employees and management M%‘rch 13" &
14

Self-evaluations and copy of current job April 1%

description sent to all Employees

Self-Evaluation and Self-Evaluation Form April 14

Completed and Returned to the Rate

Draft Evaluation Completed and Approved by May 9"

Department Head — Sent to Human Resources

Human Resources Releases Final Evaluations and May 30"

Pay Increases to Raters

Evaluation Meetings Begin June 1%

Evaluation Meetings End June 30"

Merit Pay Applied 2™ pay Period
of July

Organization of the Performance Evaluations
1. Mandatory Review of Job Description
Core Values
3. Competency Evaluation
4. Performance Factors
5. Prior Year’s Performance Goals
6. Performance Goals for the Upcoming Year
7. Personal Career/Development Goals
8. Overall Ratings
9. Comments
10. Signatures

Page 15



Pay for Performance

OLD COLA AND LONGEVITY STEP SYSTEM
TOTAL COST $244,729
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Had the City of Wausau not implemented a new pay plan and continued with performance based pay,
the total monies as budgeted in 2014 that would have been spent totals $244,729.00. Typically, any
employee with less than 11 years services would have received a 4% pay increase, e.g. 2% cost of
living plus 2% longevity step increase awarded on the anniversary date. 100% of the money for the
Longevity Step pay plan would have added to the base. With the implementation of pay-for-
performance, the total 2014 budgetary impact was $207,584 with a total added to the base of
$268,170. Implementing the Pay-for-Performance compensation plan resulted in an increase of
$23,441 being added to the base, $19,274 of which brought salaries of employees earning less than
80% of market within market range.

PAY FOR PERFORMANCE PLAN

2014 Budget Impact $207,584 Added to Base
Total Program Implementation Cost $332,033 $268,170
01/06/2014—— 07/07/2014 2015 IMPACT
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Financial Impact

Appendix A — Chapter 5.01 and 5.02 -- Compensation, Employee Handbook

5.01 — General Provisions
The compensation for general City employees in an allocated position not covered by a labor contract shall be established by
the Director of Human Resources within the budget approved by the Common Council.

Where applicable, overtime, compensatory time, call-in pay, shift differential and court appearances for Police Lieutenants
shall be paid in accordance with the provisions of the collective bargaining agreement between the City of Wausau and the
Wausau Professional Police Association.

We believe that it is in the best interest of the City of Wausau, our employees, and the community in which we serve, to
competitively and fairly compensate employees for their work. The compensation for general City employees in an allocated
position not covered by a labor contract will be established by the Human Resources Director within the budget approved by
the Common Council.

The City’s compensation philosophy is to maintain position classifications and compensation levels that are internally consistent
and responsive to changes in local economic conditions and strategic priorities. The City’s compensation priorities include:

(1) Internal alignment: Employee’s jobs and skills will be compared in terms of their relative contributions to the City’s
objectives. Pay rates both for employees doing equal work and those doing dissimilar work will continually be
evaluated.

(2) External competitiveness: To be an effective organization the City must attract and retain high caliber employees
while at the same time controlling labor costs to ensure living in Wausau provides value to our citizens. The City will
gauge our compensation against both private and public markets to ensure that we are capable of employing a
quality work force at market costs.

(3) Employee contributions to pay: Employee contributions to pay refer to the relative emphasis placed on
performance. The City will evaluate employee performance and determine whether one employee should be paid
differently from another depending on relative performance.

(4) Administration: The City will continually evaluate our compensation plan and pay model to determine that we are
meeting our strategic goals with our human resources. This review will focus on whether we are attracting and
retaining skilled workers, perceived fairness and understanding of the pay plan, and how our labor costs compare to
the overall labor market.

Our total compensation system is comprised of both Base Compensation and Employee Benefits. Our compensation system will
be objective and non-discriminatory in theory, application, and practice. Base compensation is designed to provide
competitive and fair compensation to employees for fulfilling the full scope of responsibilities and accountabilities as outlined
in our job descriptions. Base compensation salary ranges for each position are established by researching industry and local
salary survey data. Base compensation levels within the established range for the position are determined on the basis of an
employee’s ability to execute the full responsibilities of the position at an acceptable proficiency level. Generally, the City
will administer base compensation to reflect our pay-for-performance culture.

City employee benefits will be reviewed on an annual basis to ensure they remain competitive within the marketplace and
reflect those benefits valued by our employees. Targeted levels for benefits will be positioned at or slightly above the market

median as derived by review of industry and local survey data and discussion with City insurance representatives and other
advisors.

5.02 — Compensation Plan Administration

(1) Job Documentation: Job documentation refers to the collection and maintenance of job content information. Formal
job descriptions are used to describe duties and responsibilities required for each job at the City. The description
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(2)

focuses on the job, not the employee assigned to the job. Appraisal of the employee's performance is treated as a
separate issue.

City job descriptions generally contain the following information: job title; reporting relationships; exemption status;
purpose; essential duties and responsibilities; additional duties and responsibilities; job requirements; performance
specifications; and work environment conditions. A copy of the approved job description is available for each
employee on the City’s website, through their manager, or the Human Resources Director. A job description is used to
describe every job. It is intended to document the minimum requirements of the job as it exists at the present time.
The formal job description is used as the basis for assigning a pay range. Accurate and complete job descriptions
will be prepared and maintained.

Salary adjustments for current employees or hiring rates for new employees are authorized only with a current job
description.

Current job documentation is the responsibility of the Human Resources Director in coordination with department
managers. The Human Resources Director is responsible for ensuring the consistency and accuracy of the information
and keeping formal copies and background information on file for all jobs. The Human Resources Director is also
responsible for writing new and revised job descriptions and determining the salary range for new or changed jobs.

If a manager wants to hire for a new job, a position description questionnaire must be completed listing the minimum
requirements and responsibilities for the job. A job description will then be developed and a pay grade and salary
range assigned to the job.

As a job changes, a revised job description may be needed. Managers are required to review job descriptions with
their employees on an annual basis in conjunction with the performance appraisal process. If changes are minor, the
manager and employee should note the changes on the current job description and forward it to the Human
Resources Director. The Human Resources Director will make the changes and prepare and distribute an official
revised description.

If a job becomes vacant, the manager is required to review the current job description to determine if there should be
any changes prior to the position being posted. Revisions should be made before any action is taken to fill the
position.

Salary Range Structures: The City is committed to providing a salary range structure that is responsive to the
external market and is internally equitable. Data will be collected and analyzed on a regular basis to determine
market movement of jobs and current salary trends.

Job pricing is the process of matching our jobs at the City to jobs of the external market. Pay grades are determined
through a process of evaluating jobs based upon internal and external conditions and grouping similarly valued jobs
together (job groups). The market value for jobs within a job group is used as a factor when computing the pay for
the salary range structure.

The salary range structure consists of a series of overlapping salary ranges. Each salary range has a minimum,
midpoint, and maximum salary amount. To reflect the City of Wausau’s pay for performance philosophy, the minimum
and maximum of each pay grade will be within 20% of the midpoint. The City of Wausau will review the Consumer
Price Index for All Urban Consumers (CPI-U) data as well as data from local and national compensation surveys in
order to maintain competitive salary ranges.

Each salary range is identified through a minimum, midpoint, and maximum salary amount.

(a) Minimum —The lowest amount the City will pay an individual for a job assigned to the salary range.
(b) Minimum to midpoint area (the first and second quintiles) — Is intended for employees who:

—  Are continuing to learn job responsibilities while meeting performance standards.
—  Are fully trained but perform at a level that is less than proficient.

— Have not acquired sufficient time in the job to warrant pay at the midpoint level.
(¢) Midpoint area (the third quintile) — Intended to represent the salary level for employees who are fully qualified
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and performing at a proficient level over a period of time (the direct midpoint of the range is intended to reflect
the market rate).

(d) Midpoint area to maximum (the fourth and fifth quintiles) — Intended for employees whose performance is
continuously excellent or outstanding and exceeds performance objectives over a period of time.

The Human Resources Director will conduct a comparative ratio analysis on an annual basis to determine where each
employee’s pay falls relative to his or her current salary range. As a policy, the Common Council requires the overall
pay plan to maintain a comparative ratio analysis within the third quintile.

The Human Resources Director is responsible for gathering, analyzing, and recommending changes to the salary
range structure based on market data and salary trend information. Final approval of these recommendations will
be made by the Common Council. A full review of market data for all City jobs will be conducted approximately
once every five (5) years. The Human Resources Director will review market data and develop a comparison of
market data to current midpoints and current pay practices.

Pay Adjustments: A pay adjustment occurs when the City adjusts an employee’s rate of pay to fall within the
parameters of established pay ranges. These adjustments may occur for various reasons. To ensure credibility and
achievement of City objectives, an effective pay adjustment system must be developed and maintained with
guidelines and procedures communicated to users on a timely basis. The guidelines and procedures of the base
compensation plan are intended to ensure that each employee will be rewarded on the basis of demonstrated
performance.

Department managers are responsible for initiating appropriate pay adjustments for their employees through the
performance management system with the oversight of the Human Resources Director. Managers will communicate all
approved pay adjustments to employees.

(a) Market Adjustments: Market rates (mid-points of salary ranges) are the rate of pay with which the City
compares itself in local, regional or even national markets for our jobs. When necessary and appropriate,
salary adjustments not related to performance, but intended to correct market or equity disparities may be
proposed for individual jobs, groups of jobs, or the overall pay plan to maintain the City’s relative position to
the market. All market adjustments will be approved by the Common Council.

(b) Merit Increases: Merit increases are intended to ensure that performance is recognized and that equity is
achieved and maintained. The Human Resources Director will review market conditions and trends to recommend
a merit increase budget on an annual basis that will be approved by the Common Council. Recommendations
for individual merit increases will be determined by Department Directors within the budget provided and
should be on the basis of performance. Merit increases are not permitted if the increase would move the
compensation of an employee past the maximum established for the salary range. A merit increase is applied
by taking the employee’s current rate of pay, identifying which quintile that rate of pay is in, and then
multiplying the current rate by the percentage increase established in the annual merit increase decision
worksheet based on the employee’s level of performance. The following table is an example of an annual merit
increase decision worksheet. The merit increase worksheet will be determined within the budget approved by the
Common Council, employee performance, and both overall and individual comparative ratio analysis on an
annual basis.

Example Annual Merit Increase Considerations

QUINTILES

LEVEL OF 1+ 2nd 3 4 5t
PERFORMANC (80- (88- (96- (105- (13-
E 87%) 95%) 104%) 112%) 120%)
Exceptional 4.0% 3.5% 3.0% 2.5% 2.0%
Performance

Proficient 3.5% 3.0% 2.5% 2.0% 1.5%
Performance
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(c)

(d)

(e)

(f)

(9)

(h)

(i)

@M

Marginal 0.0% 0.0% 0.0% 0.0% 0.0%

Performance

New Hires: The hiring rate is normally the minimum of the salary range for entry-level individuals. If an
individual with prior experience is hired, the hiring rate should reflect the level of experience the individual
brings to the City. The proposed rate should not create inequities with current staff. The proposed hiring rate
will be determined and approved by the Human Resources Director. Any hiring rate that exceeds the market
rate (mid-point) for a position must be presented to and approved by the Mayor.

Promotional Increases: Promotional increases are provided to recognize an increase in the scope and
responsibility of a job and should be given at the time the new responsibilities are assumed. The amount of the
increase should be consistent with the objectives of the base compensation plan, take into consideration the
employee's pay level prior to the promotion, and internal equity issues.

Job Reclassification: As the organization continues to grow, jobs and responsibilities will evolve and change over
time. Therefore, as job descriptions change, they will be evaluated to determine if the job needs to be
reclassified into a different pay grade. The Human Resources Director will have the responsibility to recommend
the reclassification of positions. All position reclassification requests will require submission of a position
description questionnaire, internal equity analysis, and relevant market data prior to consideration. Employees
can make reclassification requests to their respective Department Head who will request that Human Resources
aid in the analysis and collection of market data. Reclassification requests can be made beginning the first
working day in April and all requests must be submitted to Human Resources no later than the last working day in
June. All reclassification requests will be evaluated thereafter and subject to the approval by the Human
Resources Director within the compensation plan’s administrative guidelines and philosophy.

Transfer: A transfer is the reassignment of an employee from one job to another job in the same pay grade and
salary range which normally does not involve a change in pay. Lateral transfers provide employees with the
opportunity to acquire new work experience and provide exposure to a different work environment.

Temporary Appointments: Employees temporarily appointed to positions of a higher classification may be
eligible for a pay increase during the temporary appointment period. The Human Resources Director will take
into consideration the employee's pay level at the time of the appointment, change in scope of duties and
responsibilities, duration of the appointment, internal equity issues, and other factors when making the
compensation determination.

Demotion: A demotion is the reassignment of an employee from one job to another job in a lower pay grade
and salary range with a resulting decrease in the scope and responsibility. Demotions may occur for
unsatisfactory job performance, in response to an employee request, and for various organizational reasons.
The determination of whether the employee should have their pay reduced will be based on the current pay
level of the employee relative to the salary range as well as internal equity considerations.

Redlining: Employees whose salary is determined to be above the maximum pay rate in the pay grade
established for their job will have their pay rates redlined until such time that the market adjustments bring their
current salary within established salary ranges. The redlining procedure does not allow for an employee’s base
rate to be adjusted above the salary range maximum rate. Once adjusted to the maximum salary rate,
employees remain eligible to receive any portion of any pay increase that exceeds the salary range maximum
rate as a lump sum payment to be paid at the time of the adjustment. The lump sum payment will be calculated
by taking the hourly rate that exceeds the salary range maximum rate and multiplying it by the annual hours for
the position (usually 2,080 hours). Before an employee is redlined they must be notified in writing prior to and
given adequate time to appeal the decision to the Human Resources Director.

Exceptions: In order to make the base compensation plan an effective management tool, exceptions from to
base compensation administration guidelines may be considered when extenuating circumstance exist. Exceptions
to policy should be discussed with the Human Resources Director prior to the preparation of any recommendation.
Exceptions must be reviewed and approved by the Human Resources Director.

(4) Confidentiality: The City will treat all pay and salary range information confidentially. As a general rule, City will
not discuss individual compensation information with other employees unless extenuating circumstances exist. When
discussing compensation with an employee, we will remain focused on that employee’s specific pay situation.
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Employees will be provided their individual pay and salary range only. If an employee is considering a job change
to a vacant position, the salary range information will be discussed at that time. City of Wausau compensation data
is public record. Therefore, any party wishing to acquire specific compensation information may be entitled to
receive it provided they make the request in the appropriate manner.

ppendix A-1 — Human Resources Slide Presentation to Common Council, 12/10/2013

ODbjectives of a Compensation Plan

Wage Study and New Pay
Plan

Wausau Common Council
December 10%, 2013

Brief History

AFSCME 1287
AFSCME 1287(CH)
Non-represented Employees

Initial transition from contract pay plans
to current pay system

Engaged WIPFLI to conduct wage
comparability study and help develop
new compensation system

Current Pay System

Created in mid-90’s

Philosophy was to pay at 5% below the
market

11 Step system

26 Grades (Low to High)

+ Minimum set at 80% of market

+ Market rate at step 5

+ Maximum set at 112% of market (step 10)
Cost of living adjustments

Purpose of a Compensation Plan

+ To ensure pay is established and administered
according to fair and equitable principles

+ To ensure the City is paying competitive wages
consistent with its compensation philosophy
+ To provide guidelines for the day-to-day

administration of employee’s compensation with
regard to hiring and salary adjustments

+ Internal alignment: Recognize the value each employee brings
to the organization and ensure equitable pay across
departmental lines

- External competiveness: Ensure wages are c_omfparable to
similar work in organizations we compete with for employees

+ Employee contributions to pay: Evaluate and determine pay
relative to performance

+ Administration: Increase understanding of pay administration
and minimize inconsistent administration of pay

+ Increase manager accountability

Performance Management Loop
and Process Overview

[T [rr——

[ [

THE MARKET

How do we match up with the “Market”?

Market Data
+ Carlson-Dettman Central Wisconsin Custom Survey
- Aspirus, Marshfield Clinic, North Central Health Care

Center, Northcentral Technical College, Sentry Insurance

+ Economic Research Institute

+ Towers Watson Surveys

+ Compdata

+ Non-Profit Times

+ CWSHRM

+ Occupational Employment Statistics

New Salary Structure

ad s 5th
(@6 (05 (3
105%) 113%)  130%) Max

s 520 $99.840 $108,160 $117.520 $124,800)
e . 4 i 114 $92.851 $100.589 $109.294 $116.064]
giL ot $36352 $93548 $101644 $107,940)
s66.922

$62.238

Minimum Midpoint Maximum|

$80,307 $86,999  $94,528
$74,685 $80809 $87911
$69.458 $75246  $61.758
64,596 $76,034
60,074

55,869

51,958

348,321

344,939

$41,793

$36,868

336,147

$33616

$31.263

39,075

$27,039

$25.146 _$27.243
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Market Survey Summary

Current Salary to Market
+ 110%
+ High: 144% Low: 74%

After Salary Structure Developed
+ 106%
+ High: 132% Low: 74%

Internal Equity

Point Factor Analysis
+ Skill
+ Education
+ Experience/Job Knowledge
+ Responsibility
* Supervisory
+ Administrative
* Public/Customer Relations
« Government Relations
« Safety of Others
+ Complexity/Impact

Internal Equity

Point Factor Analysis
+ Working Conditions
* Environmental
* Physical Demands/Hazards

o 4qm S
Quintile | Quintile | Quintile
96-104% 105-112% | 113-120%
$64,596 $70,651 $76,034

Mid-point Max Rate
$67,287 $80,744

New Performance Evaluation
Forms

How does pay integrate with performance?

Three Different Evaluation Forms
+ Employee

+ Management

+ Leadership

Employee Self-Appraisal Form
Customer Feedback Form
360° Leadership Survey

New Pay System

Philosophy to pay at to slightly above the
market (Third Quintile 100-104%)

20 Grades (High to Low)
+ Mid-points (100% or market rate) separate each
grade by 7%
+ Minimum set at 80% of market
+ Maximum set at 120% of market

Adjustments to Pay Rates based on
Performance

Performance Evaluation
Organization

Mandatory Review of Job Description
Core Values

Competency Evaluation

Performance Factors

Prior Year’s Performance Goals
Performance Goals for the Upcoming Year
Personal Career/Development Goals
Overall Ratings

Comments

Signatures

Competency Evaluation Section

Mnnngement i l;eade!sﬁp

Communicativeness High Standards & Strategic Thinking
Results Orientation

Team Player Team Management Influence

Customer Orientation Organization & Planning Relationship Building
Initiative Talent Management Vision

Positive Impact Positive Impact Risk Taking

Problem Solving &

Decision Making
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Appendix A-1 = 12/13/2013 Common Council Presentation Continued Page 3

Timelines for Performance
Evaluations

Dept. Head |

Self-Evaluation April 18"

and Self-

Evaluation Form

Completed

Draft Evaluation

Completed and

Approved by

Department

Head

Evaluation May 15" May 15" June 1%
Meetings Begin

Evaluation June 30™ June 30™ June 30%
Meetings End

Merit Pay 2™ PayPeriodin 2™ PayPeriodin 2" PayPeriod in
Applied July July July

Merit Decisions Worksheet
Example

Bolow Expectations

Implementation Costs

Increases for those below the minimum
rate (2 Individuals)

Accelerate those with over two years of
experience that are not within the market
range (<.96 of the market rate)

Phase out of the Step system

Merit Increases in July

Employee Concerns

Internal Equity

The Market

Redlining

Merit Adjustments

Formal Appeal Process

Annually Review Job Descriptions
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Appendix B — Human Resource Committee Minutes, February 13, 2012

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE: February 13, 2012

TIME: 5:30 p.m.

PLACE: Board Room

PRESENT: R. Wagner (C), G. Gisselman, D. Nutting, D. Oberbeck, L. Rasmussen

Also present: D. Beula, E. Gault, M. Groat, A. Jacobson, K. Kellbach, S. Lipscomb, M. Loy, B. Nagle, J. Tipple, T.
VanOrder, T. Williams

Consider 2012 Compensation Policy and Pay Model for General City employees: Loy introduced the pay model,
explaining that with the non-certification of the AFSCME group it is now necessary to make a decision on
their wage rates, and offered the options of retaining their present pay structure, doing a full salary study,
or to integrate all general employees into one pay matrix, which is his recommendation and has been
provided to Committee for their directive, and which Committee focused discussion on. Rasmussen offered
that she likes the additional years afforded for employees to progress to higher pay levels, in that
previously they hit their maximum level in a short time and had nowhere to progress except to request a
reclassification. Wagner agreed with the value of a larger step program but also sees it, along with the
employee handbook, as a directive to managers to utilize the progression time in this matrix to adequately
train people, enabling them to reach their full potential. Loy spoke to various points in the creation of the
matrix, informing Committee that no employee’s base wage decreased but actually, in most cases saw
some level of an increase with the average level of increase for this group being just under one percent,
however, because longevity, previously afforded to some AFSCME members per their contract, has been
removed, he has proposed a one-time payment in 2012 only, as an adjustment to anyone who's overall
annual salary decreased because of loss of longevity, with the Committee agreeing that it sounds like a
fair way to handle the issue. Loy also informed Committee that this pay model will afford us front-end
savings from the step progressions initially for approximately eight years, when at that time we may see
an increase in expenses which will, however, be offset by new employees coming in at the low end of the
scale. Loy further clarified that though longevity has been removed, the system has longevity implied
because the mid-range step 5 is the market rate but we hire below that step and then rise above
throughout their employment to reach the maximum step, which is 40% higher than when they started, with
Loy asserting that the progression is promising to a new employee. Loy also clarified that employees
progress through the pay matrix annually on their anniversary date dependent upon a satisfactory
performance evaluation from their supervisor, with Rasmussen expressing approval in that this method
introduces some of the elements of merit through performance with wage progression dependent upon
employee performance. Committee briefly discussed the performance evaluation process with Loy
informing Committee that our present system will be updated and developed going forward. Additionally
Loy spoke to the small number of employees that are currently red-lined as their current rates translated
above the maximum step of the pay matrix, explaining that those employees would stay at their present
rate until the matrix catches up to them. Loy spoke to the reclassification request process as regulated to
requests being accepted April 1 through June 30" and then presented as a whole prior to the budget
process, with Committee briefly discussing various general points in how reclassifications are handled and
administered. Loy specified that, should this Committee approve the pay model it will be forwarded to
February 28" Council meeting, along with the handbook, for implementation April 1, 2012.

Motion by Nutting, second by Oberbeck to approve the Compensation Policy and Pay Model, as
presented. All ayes. Motion carried unanimously.

8. Discussion on participation in salary grade survey: Loy informed Committee that Marathon County is
engaging in a compensation study that will index positions not only from the public sector but the private
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sector as well which will be new and invaluable information as that is the market that we recruit from, and
that data will result in the development of a new compensation plan, matrixes and a new system for them.
Loy further explained that he is requesting authorization to participate in that study only to the extent of
receiving the data from the study and bringing the information back to Committee to discuss how to utilize
that data. Loy extrapolated that the data will show that some of our positions are over market and some
are under market, and that information will assist us in possible future adjustments to our own compensation
plan. The full study has been estimated to cost $70,000, however, access to the data will cost us $5,000,
which Loy suggested is well worth the cost to do our due diligence in assessing our compensation plan.
Committee discussed the process and participation demographic of compensation studies, and how that
data is obtained and utilized across the public and private sectors, with Loy stressing that joining with
regional entities in these studies is a good strategy. Loy clarified that he is seeking permission from this
Committee to participate in the study as discussed and assured Committee that he has the funding
available in his budget.
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Appendix C — Human Resource Committee Minutes, April 9, 2012

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE: April 9, 2012

TIME: 5:30 p.m.

PLACE: Board Room

PRESENT: R. Wagner (C), G. Gisselman, D. Nutting, D. Oberbeck, L. Rasmussen

EXCUSED G. Gisselman excused at 6:10 p.m.

Also present: S. Abitz, D. Beula, P. Czarapata, N. Giese, M. Groat, M. Lehman, S. Lipscomb, M. Loy, B. Nagle, T.
VanOrder

Review pay for performance model for Human Resources Department: Loy spoke to describing the process and
framing the issue of pay for performance, and seeking input and feedback from Committee to direct him
to eventually follow through with a consultant study, adding that with the present budgetary climate in the
state, many cities across the state are exploring or implementing merit based pay. Loy offered the Human

Resources Department as a case example by way of explanation, and provided handout materials
including information on our present compensation plan pay structure and overall priorities as we address
compensation, the value of choosing the best process of addressing compensation plans, adding that the
study would take between six and eight weeks to complete once initiated. Loy further explained specific
steps and points of the study that would include review of existing job descriptions, market comparison and
matching to several sources, pay level identification, pay/skill level matching, and design of a new
grading system. Loy reminded Committee that Marathon County has an RFP in progress for a study, and
Loy has spoken with Wipfli, a local company who he believes delivers a good product at a similar cost
with completion in a short time-frame, specifying that he would envision the study being done in two
phases, at approximately $14,000 per phase, and would recommend beginning with management staff
and the non-represented group, adding that we would be able to go into the 2013 budget process with
those compensation numbers. Oberbeck questioned whether it may be wiser to wait until the market
stabilizes, with Loy suggesting that we are currently out of line in many facets of our compensation, and
that a good study can be adjusted as the market changes. Loy stressed the importance of progressing to a
system that rewards based on merit, with Rasmussen agreeing that there should be an incentive to earn
higher pay through quality of work, and spoke to the importance of judging where we are in
compensation through this study.

Motion by Nutting, second by Rasmussen to pursue the study as outlined in material and discussion, and to
advance the issue to Finance Committee for consideration of funding. All ayes. Motion carried
unanimously.
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HR Generalist
7 $34,780.83 | $36,496.60 |S$38,212.38 |$39,928.15 |$41,643.92 | $43,382.37 | $44,436.24 | $45,506.30 | $46,581.76 | $47,651.82 | $48,631.19
Hourly] $16.72 $17.55 $18.37 $19.20 $20.02 $20.86 $21.36 $21.88 $22.40 $22.91 $23.38
S Increase $0.82 $0.82 $0.82 $0.82 $0.84 $0.51 $0.51 $0.52 $0.51 $0.47
% Increase 4.93% 4.70% 4.49% 4.30% 4.17% 2.43% 2.41% 2.36% 2.30% 2.06%
COLA
Year 1 Year 2 Year 3 Year 4 Year5 Year 6 Year7 Year 8 Year 9 Year 10
2% 2% 2% 2% 2% 2% 2% 2% 2% 2%
STEP
Year1 Year 2 Year 3 Year4 Year5 Year 6 Year7 Year 8 Year9 Year 10
4.93% 4.70% 4.49% 4.30% 4.17% 2.43% 2.41% 2.36% 2.30% 2.06%
Total
Year1l Year 2 Year 3 Year4 Year5 Year 6 Year7 Year 8 Year9 Year 10
6.93% 6.70% 6.49% 6.30% 6.17% 4.43% 4.41% 4.36% 4.30% 4.06%
$17.88 $19.08 $20.32 $21.60 $22.93 $23.95 $25.00 $26.09 $27.21 $28.32
$37,192.22 $39,684.54 $42,260.11 $44,921.29 $47,694.98 $49,807.51 $52,003.07 $54,272.13 $56,604.29 $58,899.74
HR Analyst
10 $42,231.32 | $44,320.70 |S$46,409.00 |$48,499.45 |$50,586.67 | $52,676.05 | $53,983.66 | $55,290.20 | $56,593.49 | $57,900.03 | $59,091.03
Hourly] $20.30 $21.31 $22.31 $23.32 $24.32 $25.33 $25.95 $26.58 $27.21 $27.84 $28.41
S Increase $1.00 $1.00 $1.01 $1.00 $1.00 $0.63 $0.63 $0.63 $0.63 $0.57
% Increase 4.95% 4.71% 4.50% 4.30% 4.13% 2.48% 2.42% 2.36% 2.31% 2.06%
COLA
Year1 Year 2 Year 3 Year 4 Year5 Year 6 Year7 Year 8 Year 9 Year 10
2% 2% 2% 2% 2% 2% 2% 2% 2% 2%
STEP
Year1l Year 2 Year 3 Year4 Year5 Year 6 Year7 Year 8 Year9 Year 10
4.95% 4.71% 4.50% 4.30% 4.13% 2.48% 2.42% 2.36% 2.31% 2.06%
Total
Year1 Year 2 Year 3 Year 4 Year5 Year 6 Year7 Year 8 Year 9 Year 10
6.95% 6.71% 6.50% 6.30% 6.13% 4.48% 4.42% 4.36% 4.31% 4.06%
$21.71 $23.17 $24.68 $26.23 $27.84 $29.09 $30.38 $31.70 $33.07 $34.41
$45,165.33 $48,196.73 $51,331.64 $54,567.38 $57,912.52 $60,508.37 $63,182.99 $65,935.99 $68,776.94 $71,567.21
HR Director
20 $67,074.93 | $70,404.97 |5$73,738.26 | $77,067.22 | $80,400.51 |$83,729.47 | $85,812.37 | $87,894.19 | $89,977.09 | $92,058.91 | $93,958.24
Hourly|] $32.25 $33.85 $35.45 $37.05 $38.65 $40.25 $41.26 $42.26 $43.26 $44.26 $45.17
S Increase $1.60 $1.60 $1.60 $1.60 $1.60 $1.00 $1.00 $1.00 $1.00 $0.91
% Increase 4.96% 4.73% 4.51% 4.33% 4.14% 2.49% 2.43% 2.37% 2.31% 2.06%
COLA
Year1 Year 2 Year 3 Year 4 Year5 Year 6 Year7 Year 8 Year 9 Year 10
2% 2% 2% 2% 2% 2% 2% 2% 2% 2%
STEP
Year 1 Year 2 Year 3 Year 4 Year5 Year 6 Year7 Year 8 Year 9 Year 10
4.96% 4.73% 4.51% 4.33% 4.14% 2.49% 2.43% 2.37% 2.31% 2.06%
Total
Year1 Year 2 Year 3 Year 4 Year5 Year 6 Year7 Year 8 Year 9 Year 10
6.96% 6.73% 6.51% 6.33% 6.14% 4.49% 4.43% 4.37% 4.31% 4.06%
$34.49 $36.82 $39.21 $41.70 $44.26 $46.24 $48.29 $50.40 $52.57 $54.71

$71,746.47 $76,578.20 $81,566.94 $86,726.18 $92,051.58 $96,182.54 $100,439.59 $104,828.58 $109,350.59 $113,793.69
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Grade MINIMUM MIDPOINT MAXIMUM
1 $25,782.48 | $28,360.72 | $30,938.97 | $33,517.22 | $36,095.47
Hourly| $12.40 $13.63 $14.87 $16.11 $17.35
Sincrease $1.24 $1.24 $1.24 $1.24
% Increase 10.00% 9.09% 8.33% 7.69%
2 $27,587.25 | $30,345.97 [ $33,104.70 | $35,863.42 | $38,622.15
Hourly| $13.26 $14.59 $15.92 $17.24 $18.57
Sincrease $1.33 $1.33 $1.33 $1.33
% Increase 10.00% 9.09% 8.33% 7.69%
3 $29,518.36 | $32,470.19 [ $35,422.03 | $38,373.86 | $41,325.70
Hourly| $14.19 $15.61 $17.03 $18.45 $19.87
Sincrease $1.42 $1.42 $1.42 $1.42
% Increase 10.00% 9.09% 8.33% 7.69%
4 $31,584.64 | $34,743.10 [ $37,901.57 | $41,060.03 | $44,218.50
Hourly| $15.18 $16.70 $18.22 $19.74 $21.26
S Increase $1.52 $1.52 $1.52 $1.52
% Increase 10.00% 9.09% 8.33% 7.69%
5 $33,795.57 | $37,175.12 | $40,554.68 | $43,934.23 | $47,313.79
Hourly| $16.25 $17.87 $19.50 $21.12 $22.75
SIncrease $1.62 $1.62 $1.62 $1.62
% Increase 10.00% 9.09% 8.33% 7.69%
6 $36,161.25 | $39,777.38 [ $43,393.51 | $47,009.63 | $50,625.76
Hourly| $17.39 $19.12 $20.86 $22.60 $24.34
Sincrease $1.74 $1.74 $1.74 $1.74
% Increase 10.00% 9.09% 8.33% 7.69%
7 $38,692.54 | $42,561.80 [ $46,431.05 | $50,300.31 | $54,169.56
Hourly| $18.60 $20.46 $22.32 $24.18 $26.04
Sincrease $1.86 $1.86 $1.86 $1.86
% Increase 10.00% 9.09% 8.33% 7.69%
8 $41,401.02 | $45,541.12 [ $49,681.22 | $53,821.33 | $57,961.43
Hourly| $19.90 $21.89 $23.89 $25.88 $27.87
Sincrease $1.99 $1.99 $1.99 $1.99
% Increase 10.00% 9.09% 8.33% 7.69%
9 $44,299.09 | $48,729.00 [ $53,158.91 | $57,588.82 | $62,018.73
Hourly| $21.30 $23.43 $25.56 $27.69 $29.82
Sincrease $2.13 $2.13 $2.13 $2.13
% Increase 10.00% 9.09% 8.33% 7.69%
10 $47,400.03 | $52,140.03 [ $56,880.03 | $61,620.04 | $66,360.04
Hourly| $22.79 $25.07 $27.35 $29.63 $31.90
Sincrease $2.28 $2.28 $2.28 $2.28
% Increase 10.00% 9.09% 8.33% 7.69%
11 $50,718.03 | $55,789.83 | $60,861.64 | $65,933.44 | $71,005.24
Hourly| $24.38 $26.82 $29.26 $31.70 $34.14
Sincrease $2.44 $2.44 $2.44 $2.44
% Increase 10.00% 9.09% 8.33% 7.69%
Grade MINIMUM MIDPOINT MAXIMUM
12 $54,268.29 | $59,695.12 [ $65,121.95 | $70,548.78 | $75,975.61
Hourly| $26.09 $28.70 $31.31 $33.92 $36.53
Sincrease $2.61 $2.61 $2.61 $2.61
% Increase 10.00% 9.09% 8.33% 7.69%
13 $58,067.07 | $63,873.78 | $69,680.49 | $75,487.20 | $81,293.90
Hourly| $27.92 $30.71 $33.50 $36.29 $39.08
Sincrease $2.79 $2.79 $2.79 $2.79
% Increase 10.00% 9.09% 8.33% 7.69%
14 $62,131.77 | $68,344.95 | $74,558.12 | $80,771.30 | $86,984.48
Hourly| $29.87 $32.86 $35.85 $38.83 $41.82
S Increase $2.99 $2.99 $2.99 $2.99
% Increase 10.00% 9.09% 8.33% 7.69%
15 $66,480.99 | $73,129.09 [ $79,777.19 | $86,425.29 | $93,073.39
Hourly| $31.96 $35.16 $38.35 $41.55 $44.75
Sincrease $3.20 $3.20 $3.20 $3.20
% Increase 10.00% 9.09% 8.33% 7.69%
16 $71,134.66 | $78,248.13 [ $85,361.59 | $92,475.06 | $99,588.53
Hourly| $34.20 $37.62 $41.04 $44.46 $47.88
Sincrease $3.42 $3.42 $3.42 $3.42
% Increase 10.00% 9.09% 8.33% 7.69%
17 $76,114.09 | $83,725.50 [ $91,336.91 | $98,948.31 |$106,559.72
Hourly| $36.59 $40.25 $43.91 $47.57 $51.23
Sincrease $3.66 $3.66 $3.66 $3.66
% Increase 10.00% 9.09% 8.33% 7.69%
18 $81,442.07 | $89,586.28 | $97,730.49 |$105,874.70 |$114,018.90
Hourly| $39.15 $43.07 $46.99 $50.90 $54.82
S Increase $3.92 $3.92 $3.92 $3.92
% Increase 10.00% 9.09% 8.33% 7.69%
19 $87,143.02 | $95,857.32 |5104,571.62 | $113,285.93 |$122,000.23
Hourly| $41.90 $46.09 $50.27 $54.46 $58.65
$Increase $4.19 $4.19 $4.19 $4.19
% Increase 10.00% 9.09% 8.33% 7.69%
20 $93,243.03 [$102,567.33 [$111,891.64 |$121,215.94 |$130,540.24
Hourly| $44.83 $49.31 $53.79 $58.28 $62.76
Sincrease $4.48 $4.48 $4.48 $4.48
% Increase 10.00% 9.09% 8.33% 7.69%
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HR Director
Current | Market Analysis| Variance Proposed | Difference
Minimum $67,075 $69,570 ($2,495) | $71,135.00 $4,060
Mid-Point $83,729 $86,962 (53,233) | $85,362.00 $1,633
Maximum $93,958 $104,355 (510,397) | $99,589.00 $5,631
HR Analyst
Current | Market Analysis| Variance Proposed | Difference
Minimum $42,231 $41,039 $1,192 $41,401.00 (5830)
Mid-Point $52,676 $51,299 $1,377 $49,681.00 ($2,995)
Maximum $59,091 $61,559 (52,468) | $57,961.00 ($1,130)
HR Assistant
Current | Market Analysis| Variance Proposed | Difference
Minimum $32,294 $28,123 $4,171 $33,796.00 $1,502
Mid-Point $40,255 $35,154 $5,101 $40,554.00 $299
Maximum $45,146 $42,185 $2,961 $47,314.00 $2,168
Total Difference
$4,732
(51,063)
$6,669

Pay for Performance
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Appendix D — Human Resource Committee Minutes, July 9, 2012

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE: July 9, 2012

TIME: 4:30 p.m.

PLACE: Board Room

PRESENT: R. Wagner (C), G. Gisselman, D. Nutting

ABSENT:B. Nagle, D. Oberbeck
Also present: M. Groat, A. Jacobson, and M. Loy

3. Communications:

b) Loy updated the committee on the Compensation Study. Public and private sector salary data
is being collected for Marathon, Wood, and Portage counties and City of Marshfield, and should
be available late August. The HR department has been updating the format of job descriptions
for non-represented employees; these updated job descriptions will be going out to department
heads shortly to have their content updated. Lastly, the creation of the Pay-for-Performance
System will be evaluated in this process. A team will be put together to redevelop employee
performance evaluations and create a proposal for the pay-for-performance system.
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Appendix E — Human Resource Committee Minutes, August 13, 2012

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE: August 13, 2012

TIME: 4:30 p.m.

PLACE: Board Room

PRESENT: R. Wagner (C), G. Gisselman, B. Nagle, D. Nutting, D. Oberbeck
ABSENT:

Also present: Mayor Tipple, A. Jacobson, D. Bohn, M. Loy, N. Giese, and B. Hebert.

3. Communications:

a) Loy updated the committee on the Compensation Study. The initial report will be available at
the end of August and provided to Loy. Information will be brought to the committee at the
September or October HR Committee Meeting.

b) Loy updated the committee on the Performance Management project. Loy and Romey Wagner
sat down with a number of department directors last week and began to develop the
performance evaluation tool; this tool will be a competency-based performance evaluation. Loy
will have a draft to show the HR Committee at the September or October meeting.
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Appendix F — Human Resource Committee Minutes, September 10, 2012

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE: September 10, 2012

TIME: 4:30 p.m.

PLACE: Board Room

PRESENT: R. Wagner (C), G. Gisselman, B. Nagle, D. Nutting, D. Oberbeck
ABSENT:

Also present: Mayor Tipple, D. Bohn, P. Czarapata, M. Groat, B. Marquardt, and M. Loy

3. Communications:

a) Project Updates. Loy stated that preliminary data for the Compensation Study was reviewed in
Waupaca last week, though there is nothing to discuss at this time. The data is being rerun due to
some comparable data being submitted late.

Performance Management project: Tools are being drafted for performance evaluations, and the
project continues to move forward.

Health Insurance RFP update: A meeting will take place this week to get bids back.
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Appendix G — Human Resource Committee Minutes, October 8, 2012

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE: October 8, 2012

TIME: 4:30 p.m.

PLACE: Board Room

PRESENT: R. Wagner (C), G. Gisselman, B. Nagle, D. Nutting, D. Oberbeck

Also present: Mayor Tipple Anne Jacobson, Nan Giese, and M. Loy

3. Communications:

a) Project Updates. Loy updated the committee on the Compensation Study. He is still waiting on
the updated data from Carlson. Once the updated data is received they can move forward with
WIPFLI on the study. The Performance Management project is continuing to be reviewed and is
moving forward, reviewing drafts during the month of October.

5. Administrative ltems:

b) Amendments to Compensation Policy and Pay Plan. Loy stated that the Compensation Policy
and Pay Plan will become a part of the Employee Handbook to provide easier access of
information to employees. Future updates of this subject will be handled as updates/changes to
the Employee Handbook, which will then go to council.
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Appendix H — Human Resources Committee Minutes, November 12, 2012

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE: November 12, 2012

TIME: 4:30 p.m.

PLACE: City Hall, Board Room

PRESENT: R. Wagner (C), G. Gisselman, B. Nagle, D. Nutting, D. Oberbeck

Also present: Mayor Tipple, P. Czarapata, N. Giese, M. Groat, A. Jacobson, M. Loy, and A. Wesolowski

5. Policy Items:

a) Employee Handbook Updates — For Introduction. The original handbook draft was approved in
February and implemented in April with the intent to update in the future. Department heads and
employees have recently received updated copies. The design has been changed to allow for better flow
of the information and subchapters have been added to allow employees to find information easier and
for amendments to be added in the future without updating the entire handbook. Loy stated the goal is to
answer any questions about the handbook, bring it back to the committee in December and have it
approved. Future changes would be made annually as needed. Wagner questioned if all changes made
to date are legal; Loy said that he has outside legal review the document. Nutting asked if the handbook
will be available electronically with the ability to search by keywords; Loy said the handbook will be
available electronically; however he has not looked into having it searchable by keywords. Loy stated
that there are two substantial differences in the handbook. The first change is how employees receive
workers compensation benefits, only allowing for the state benefit with no salary continuance after three
days. Any deductions the employee has missed during their time off for workers compensation will be
handled once the employee returns to work. The handbook clearly details all changes. The second major
change is to compensatory time for exempt level employees. Currently, compensatory time is earned by
exempt level employees (excluding department heads) who work more than 40 hours a week; comp time is
earned for all time worked over 40 hours. Loy recommends that exempt level positions should not be
eligible for comp time and having to work extra hours at times is a responsibility that comes with and is
expected of the positions; the benefit is that if an exempt level employee needs to come in late or leave
early they can flex their time to accommodate their need. Loy is suggesting the change to alleviate the
city’s liability with wage and hour type claims. Additionally, Loy does not believe comp time will fit with
the pay-for-performance system that he would like to implement in the future. Wagner asked what the
cost savings would be; Loy did not have the estimated savings at this time. Groat interjected that this
would not affect non-exempt employees or police and fire. Loy said about 30-40 employees would be
affected by this change and there would be a financial impact because the city was allowing employees
to get paid out for the accumulated comp time. Wesolowski shared that he is one of the middle
management employees that this change would affect. He shared his experience working in the private
sector and how the ability to accrue comp time was a benefit that was a factor in taking a position with
the city, and without knowing what the pay-for-performance plan looks like he doesn’t know what incentive
there will be to work more than 40 hours a week. Discussion took place about various scenarios with
employees, comp time and how exempt-level employees may be compensated under the pay-for-
performance model. Loy said that the current system the city has now would be completely replaced,
though no further details were given. Czarapata shared that he believes if middle-management
employees are not allowed to receive comp time that it will be deter some from being productive.
Wagner said that the pay-for-performance system should be presented before any further action is taken
with items such as comp time. Loy said he is willing to at ways to keep comp time as an option. Further
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discussion took place about doing more with fewer employees, looking at what department are accruing
comp time and do they have a staffing issue, and if so, is hiring more employees more desirable than
paying comp time. Loy will bring back design options for comp time to December’s meeting.

b) Discussion of Compensation Structure and Policy. Loy began with an overview of the
compensation structure that the city currently uses for general employees. The current compensation
structure for non-represented employees was designed in 1994 based on market data and job analysis
and was designed as a pay-for-performance structure. The structure begins at 20% below current market
rate and progresses to 12% above market rate for positions. The original idea was that every year an
employee would receive an evaluation that would determine if the employee received a step increase.
Discussion took place on how to change the compensation structure to allow for employees to arrive at the
current market rate in a shorter period of time, depending on the position and expected time for an
employee to be proficient. The next step of discussion for the compensation structure was, once an
employee is at the market rate, how much more do we want to offer, is 12% acceptable? Nagle asked
how do we keep and reward our really good employees, and Loy answered that since benefits have
become more in-line with the private sector, going with a pay-for-performance structure and offering
variable pay above market rate are the ways to keep and motivate employees. Oberbeck suggested a
variety of possible benefits as a way to reward employees instead of just monetary compensation. Loy
said different scenarios will be brought to the table to discuss in the future regarding this item.
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Appendix | — Human Resource Committee Minutes, December 10, 2012

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE/TIME: December 10, 2012 at 4:30 p.m.

LOCATION: City Hall (407 Grant Street) — Board Room

MEMBERS PRESENT: G. Gisselman, B. Nagel, D. Nutting, D. Oberbeck

MEMBERS ABSENT: R. Wagner (C)

Other Present: Mayor Tipple, J. Hardel, M. Groat, A. Jacobson, M. Loy, P. Czarapata, M. Walker,

T. Larsen, D. DeSantis, T. Stratz, and K. Winters

Project Updates. Loy updated the Committee on the Performance Management project and Compensation Study.
Job descriptions are being updated to give to the consultant for the Compensation Study. Loy stated that salary
data has been received, and once the other pieces for the study are in place, the data will be ready to share. Loy

believes this should take a couple of months.

HR Performance Report. Loy gave a brief overview of the HR Performance Report and also mentioned that
results from the HR Satisfaction Survey will be available to the Committee next month.

Employee Handbook. Loy reviewed with the Committee the revisions made to the Employee handbook based on
questions raised by staff and the discussion at the November HR Committee meeting. The changes include the
following: Police Lieutenants will work straight 12-hour shifts to avoid overtime pay on days where line officers
are on 10-hour shifts and only one lieutenant is available to supervise. Next, the Engineering Division has
Engineering Techs that work in the summer during the hours that contractors work. This group will receive overtime
if they work more than 8 hours in a day even if they don’t work 40 hours in a week, as proposed by Brad
Marquardt. Lastly, Compensatory Pay (Comp Time) has been changed back to its original language, and no
changes will be made at this time. Loy would like to continue to work on alternatives and will provide a detailed
overview of this issue next year and present options. Motion made by Nagel to approve the Employee Handbook
and the recommended changes provided with amendments to go to Council next week. Second by Nutting. All

ayes, Motion passes unanimously.

Updates to 2013 Salary Matrix. Loy reviewed the background of the proposed wage increase for general
employees. A 1.5% wage increase for general employees was included in the 2013 Budget because Police and
Fire negotiated a 1% increase on 1/1/13 and 1% increase on 7/1 /13, to equal a 1.5% increase for the
calendar year. The Transit contract is set to expire June 30" but their current contract allows them to receive
whatever general City employees receive. Therefore 1.5% was budgeted for all employees but Loy would like the
committee to discuss and decide how the compensation should be applied to adjust pay rates. Loy recommended
that the Committee approve a 1% wage increase for 1/1/13 at this time. Loy said the additional 0.5% wage
increase can be voted on at a later date, and it may also be prudent for the Committee to wait to potentially use
the additional 0.5% for employee salaries if the new pay system is implemented and adjustments are needed in
the near future. Motion by Nagel to approve a 1% wage increase on 1/1/13 for all general employees. Second
by Nutting. All ayes. Motion passes unanimously.
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Appendix J — Human Resource Committee Minutes, January 14, 2013

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE/TIME: January 14, 2013 at 4:30 p.m.

LOCATION: City Hall (407 Grant Street) — Board Room

MEMBERS PRESENT: R.Wagner (C), G. Gisselman, B. Nagle, D. Nutting, D. Oberbeck

MEMBERS ABSENT:

Other Present: Mayor Tipple, N. Giese, M. Groat, A. Jacobson, M. Loy, D. Bohn, P. Czarapata,
D. DeSantis, T. Larsen, J. Ray, and Rae Anne Beaudry

Project Updates. Loy gave an update on the Compensation Study, stating that he still has some outstanding job
descriptions that the department is reviewing now and will be moving forward in the next week. Wagner asked if

all the job descriptions have been received. Loy answered that some departments are still working on them.
Wagner asked how the outstanding job descriptions will be collected. Loy said he will send an email out asking
for the outstanding job descriptions per Wagner’s urgent request.

Exempt Staff Compensatory Time Accrual and Utilization (Loy). Loy gave a presentation on exempt staff
compensatory time accrual and utilization based on his concerns over how compensatory time is accrued, used, and

paid out for exempt level employees. Through his research, Loy found that 51 exempt level employees accrued
6,046 hours of comp-time in 2011 (resulting in approximately $85,000 paid out), and 45 exempt level employees
accrued 5,152 hours of comp-time in 2012 (resulting in approximately $72,000 paid out). Loy stated that Police
and Fire have been accruing the most comp-time, however this should change at the Police Department with the
addition of 2 patrol lieutenant positions and the change to 12-hour shifts this year. Loy informed the committee
that exempt level employees are working an average of 2.5 weeks over their regular work schedule per year.
Gisselman asked if Loy will be looking for any trends for comp-time and making changes to the policy. Loy said
he will be looking at comp-time accrual but feels if any changes are to be made to the policy they should be done
as early in the year as possible. Discussion took place about having each department head look at comp-time to
find out if additional staff or scheduling adjustments are needed, and the diminished distinction between exempt
and non-exempt employees. Nagle stated that exempt employees should not be punching the clock like hourly
(non-exempt) employees. Wagner closed the conversation by stating there is enough concern about this issue to
bring it back to the committee.
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Appendix K — Human Resource Committee Minutes, February 11,2013

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE/TIME: February 11, 2013 at 4:30 p.m.

LOCATION: City Hall (407 Grant Street) — Board Room

MEMBERS PRESENT: R.Wagner (C), G. Gisselman, D. Oberbeck

MEMBERS ABSENT: B. Nagle, D. Nutting

Other Present: Mayor Tipple, G. Buchberger, M. Groat, J. Hardel, A. Jacobson, M. Loy, P. Czarapata, J. Finke,

K. Kellbach, L. Rasmussen, P. Rentmeester, A. Seitz

Project Updates. Loy stated that beginning next month he will provide a project update monthly summary with the
HR materials. The job description revisions for the Compensation Study are almost complete and the HR
department will be meeting with the consultant within the next week.
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Appendix L — Human Resource Committee Minutes, May 13, 2013

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE/TIME: May 13, 2013 at 4:30 p.m.

LOCATION: City Hall (407 Grant Street) — Board Room

MEMBERS PRESENT: R.Wagner (C), G. Gisselman, B. Nagle, D. Oberbeck

MEMBERS ABSENT: D. Nutting

Other Present: Mayor Tipple, D. Bohn, P. Czarapata, D. DeSantis, N. Giese, M. Groat, A. Jacobson,

T. Larsen, M. Loy

Classification & Compensation Study Process Overview - WIPFLIL. A presentation was made by Julia Johnson
and Debra Pagel from WIPFLI on the Classification & Compensation Study process. Johnson and Pagel explained
how all the information collected for this project is studied, reviewed, and used to design a classification and
compensation system. The data used for the presentation were examples only and not based off of City of
Wausau information. Nagle asked what kind of philosophy the city should have to attract the best workers for the
top decision-making positions. Johnson and Pagel said the discussion begins in the HR Committee on how they want
to compensate the positions and gave various examples of what can be created by the city with the data that will
be received. Gisselman asked what the next step pertaining to policy will be. Johnson said that a philosophy of
how the City wants to compensate should be created as the next step before the data is received. (Wagner
turned the meeting over to Vice Chairman Oberbeck, due to another commitment.) Nagle asked if there was any
information collected for the study that would not be available to the City, and the answer was no — all aggregate
data will be available. Gisselman asked if benefits are factored into the compensation data. The city will receive
data only regarding compensation and will have to factor in benefits. Loy said the City has been using a
compensation system that was designed in the mid-90’s and evaluations that have an approximate 70%
completion rate; the information gathered in this study will move the City to a pay for performance system.
Gisselman asked what the plan is to move towards the pay for performance system and if supervisors will know
how to complete the new performance evaluations. It was stated that implementation and administration of the
new pay for performance system will be guided by WIPFLI as part of the project and supervisors will be trained
on how to complete the new performance evaluations.

Request to Include All Non-Union Employees into the Classification & Compensation Study. Loy stated how, in
going through job descriptions, it was found that some positions currently categorized as exempt status should be
moved to non-exempt status. In going through all the descriptions, Loy believes that instead of waiting to include
all of the non-exempt positions into the study, it should be done now. Although it will increase the dollar amount of
the project slightly, Loy said that he will be able to absorb the cost in this year’s budget. Motion made by Nagle
to approve the request to include all non-union employees into the Classification & Compensation Study. Second
by Gisselman. All ayes, motion passes unanimously.
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Appendix M — Human Resource Committee Minutes, June 10, 2013

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE/TIME: June 10, 2013 at 4:30 p.m.

LOCATION: City Hall (407 Grant Street) — Board Room

MEMBERS PRESENT: R.Wagner (C), G. Gisselman, D. Nutting, D. Oberbeck

MEMBERS ABSENT: B. Nagle

Other Present: Mayor Tipple, P. Czarapata, M. Groat, B. Hebert, A. Jacobson, K. Kellbach

M. Loy, A. Werth, K. Winters

Update 2013 Salary Matrix. Loy explained that the 2013 Budget provided for a 1.5% increase for all general
employees, with 1% implemented on January 1t and 1% implemented on July 1+, to be consistent with the Police
and Fire Unions. The HR Committee voted to implement the 1% increase on January 1+, and now is being asked to
vote on the 1% increase for July 1s. The July 1+ increase was not voted on prior to this time because of it being
dependent on the progress of the Classification & Compensation Study and data to be received, and possible
implementation costs of the new pay matrix. At this time, the study and data are not complete, and it does not
appear that there will be any implementation costs associated with the new pay matrix when it goes into effect,
therefore, a vote on the July 15 1% increase for general employees is being brought to the committee.
Additionally, the consultant did not feel that a 1% adjustment would impact overall alignment with the new pay
scales that they are working on. Wagner commented that the salary increase was budgeted for and included in
the 2013 Budget. Oberbeck had concerns over the public’s view of granting the salary increase in the current
economy. Loy stated that the increase has been budgeted and planned for, and it is the committee’s decision on
how to assign the increases that were budgeted for. Motion made by Gisselman to increase the general
employee pay rates by 1% as of July 1s. Second by Nutting. All ayes. Motion passes unanimously.
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Appendix N — Human Resource Committee Minutes, August 12, 2013

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE/TIME: August 12, 2013 at 5:00 p.m.

LOCATION: City Hall (407 Grant Street) — Board Room

MEMBERS PRESENT: R.Wagner (C), G. Gisselman, B. Nagle, D. Nutting, D. Oberbeck

MEMBERS ABSENT:

Other Present: Mayor Tipple, D. Bohn, J. Brezinski, P. Czarapata, N. Giese, M. Groat, J. Hardel,
A. Jacobson, K. Kellbach, M. Loy, K. Rantanen-Day

Consider Compensation Philosophy and Base Pay Administrative Procedures.

Loy outlined what has been discussed so far on this topic and stated that this will be the first of two discussions,
asking for the committee’s input. Loy said he’d hoped to have been done this this project earlier, however the
previous consultant resigned. All results of the study that WIPFLI did will be presented by the new consultant at the
September meeting. Loy gave an overview of the system we have now and the proposed system. The 5.01
General Provisions section of the Employee Handbook will be renamed Compensation Philosophy. Loy went over
changes to this section, stating that it is meant to explain the philosophy towards the design and administration of
the plan. Loy brought attention to the last sentence of the section, “Targeted levels for benefits will be positioned
at or slightly above the market as derived by review of the industry and local survey data and discussion with City
insurance representatives and other advisors.” Loy feels it is important for the City to offer benefits that are at the
slightly above other employers in order to attract qualified candidates and keep employees, and that this is a
smart way for the City to compensate employees because it is non-taxable benefit. This part of compensation will
be discussed more by the consultant next month. Gisselman asked if the City’s benefits package would be above
the market in the public sector, private sector, or both? Loy explained that the benefits offered in the area are
taken into consideration as a whole, and that the City should be slightly above.

Loy moved forward with the discussion and focused on section 5.02 Base Compensation Plan Administration
(formerly named Compensation Plan Administration), which explains how the plan will be managed and
administered over time. The section begins by explaining the importance and function of job descriptions. Loy
explained that job descriptions are essential for performance expectations, why the job is needed within the
organization, and also helps with determining fit for duties, temporary assignments, and possible accommodations.
Loy pointed out the policy in this section stating that salary adjustments and hiring rates will be only be authorized
with a current job description, therefore maintaining job descriptions within all departments is vital. The new
performance evaluations system will require 1) a performance evaluation be completed in order to receive a step
increase, and 2) a review of the job description must be conducted as part of the performance evaluation. The
next part of the section outlines the salary range structure. Loy went over changes with the new system, how it will
be structured, and how performance will be tied to pay. A full report will be available next month. Gisselman
stated his concern over if the new system provides a living wage to make Wausau desirable for families as a
place to live. Loy stated again that the purpose of this discussion is to review the information, ask questions and
provide input, and that he would rather everything be gone over thoroughly than rush through it, as it is a big
policy change. The third part of this section outlined pay adjustments. Loy reviewed this section and outlined how
market adjustments would be handled as well as merit increases. Loy explained that at this time, the current pay
scale begins at 20% below market value and ends at 12% above market value, and takes an employee 11 years
to reach the top. The new pay scale will allow employees to reach the market value rate at a quicker pace, but
performance evaluations will determine all increases and the amount of increase that will be received.
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August 9, 2013
“wine - POLICY MEMORANDUM
TO: Human Resources Committee
Jim Tipple, Mayor
FROM: Michael Loy, Director of Human Resources
RE: Consideration of Compensation Philosophy and Base Pay Administrative Procedures

As staff works to finalize the salary study for all general employees we are requesting the Human Resources Committee’s
input on the draft compensation philosophy and base pay administrative procedures. The proposed philosophy and
procedures are intended to replace and amend current sections of the employee handbook. Staff seeks the input of the
committee prior to preparing the final report and recommendations for the City’s pay plan. Based on the discussion during
the August HR Committee meeting, staff will finalize the proposal for the new plan and communicate it with all staff. Here
is the timeline for the completion and communication of this project.

Week of August 12" — Incorporate HR Committee recommendations and finalize the materials needed for WIPFLI
to complete their report and recommendations.

Week of August 19" — Distribute proposed salary structure changes and plan documents to City management and
conduct question and answer sessions.

Week of August 26" — Distribute proposed salary structure changes and plan documents to all City employees.
Week of September 2™ — Schedule question and answer sessions with City departments
Monday September 9" — WIPFLI will present the final report and recommendations. Staff will seek a

recommendation from the HR Committee on the proposed salary structure and amendments to the employee
handbook to be delivered to Council.
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Appendix O — Human Resource Committee Minutes, September 9, 2013

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE/TIME: September 9, 2013 at 4:30 p.m.

LOCATION: City Hall (407 Grant Street) — Board Room

MEMBERS PRESENT: R.Wagner (C), G. Gisselman, B. Nagle, D. Nutting, D. Oberbeck

MEMBERS ABSENT:

Other Present: Mayor Tipple, D. Bohn, P. Czarapata, D. Erickson, M. Groat, J. Hardel,
W. Hebert, A. Jacobson, T. Larsen, M. Loy, B. Marquardt

Presentation: WIPFLI — Compensation and Classification Study (Julie Johnson). Loy said the project is nearing
completion and the goal is to finalize the report and have it to the HR Committee members before October’s
meeting so that a vote can take place to approve the new pay plan and forward it to the Common Council in
October. Based on the feedback after the presentation, Loy said he will begin to roll out the information to
management. Loy introduced Julie Johnson from WIPFLI. Johnson gave an overview of the objectives of the
compensation and classification study and walked the committee through all the steps completed during the study

and how the information was gathered. Wagner asked if the salary structure presented included benefits; Johnson
said the data presented does not include benefits, only the base salary. Oberbeck asked if a study has ever been
done for elected officials. Loy said this could certainly be done; the information for elected officials can be pulled
easily as public information and looked at by the committee in the future. No feedback was given by the
committee, therefore Loy said that he would start rolling out the information to departments, cover the final report
in October, and move to Council after.

Purpose of a Compensation Plan Objectives of a Compensation Plan

Creating a Base

= « Toensure pay is established and administered . Recogniz_e th_e value each employee brings to
Compensatlon System according to fair and equitable principles the organization
+ Toensure the county is paying competitive + Pay salaries equitable for work being performed
wages consistent with its compensation + Ensure equitable pay across departmental lines
philosophy . .
« Aftract and retain qualified employees
+ To provide guidelines for the day-to-day o derstandi ; dministrati
administration of employee’s compensation with nerease understanding of pay adminisiration
regard to hiring and salary adjustments + Minimize incensistent administration of pay
+ Increase manager accountability
WIPFLi « Ensure wages are comparable to similar work in
organizations you compete with for employees

Traditional Compensation System Develop/Update Job Descriptions

i . . Well designed compensation systems begins
Create a compensation committee with clear definitions of job responsibilities and

Compensation Plan Development Strategy

+ Create an understanding and definitions of the

organization's compensation philosophy « Develop/update job descriptions the qualifications necessary to fulfill the
+ Determine desired market position + Conductinternal equity analysis . responsibilities
_ Lag, meet, or lead market » Conductan external market analysis - Title
+ Identifythe components of compensation « Designa salary structure « Exemption status (FLSA considerations)
Y P P » Conducta comparative ratio analysis * Salary grade/range
— Base, incentives, benefits, perquisites + Position summary

« Develop meritimpact guidelines " .
L Essential job functions
« Create and execute communications plan Secondary responsibiliies
+ Develop administration policies + Knowledge, skills and abilities (competencies)
Working conditions
+ Employee receipt acknowledgement

m WIPFLI WIPFLI
4 S—— @
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Conduct an Internal Equity Analysis

+ Aninternal equity analysis determinesthe
relative value of each position to every other
position within the organization on the basis of
compensable factors

Itis highly effective for an organization to
establish a position’s relative worth withinthe
organization before it conducts an external
analysis

Typically this analysis is accomplishedthrough
an independentthird party (to assistin testing
the accuracy and completeness ofthe job
descriptions) and then reviewed with the
county.

WIPFLI
- T

Conduct an External Market Analysis

¢+ An external equity analysis determinesthe
market value of each position by comparing it to
published compensation data and/or to
customized survey results

+ Use the job descriptionto match the survey job
descriptions to each position’s role and
responsibility

+ Do not rely solely upon job title as role,
responsibilities may vary

+ Areputable survey will have an adequate
sample size and sound compensation survey
methodology practices

WIPFL
e 10

Design a Salary Structure

« This midpointaverage will assist you in defining
the pay groups throughout the salary structure.

« Developmentofthe salary structure typically
begins with the top position. Subsequent
ranges are then developed on the basis of the
remaining pay groups.

+ There are approximately 7% progressions
between midpoints.

+ All positions are then incorporatedinto the
salary structure

WIPFLI
-

Conduct a Comparative Ratio Analysis

This analysis allows the organization to
determine where current rates of pay fall in
relationship to the newly established salary
structure midpoints. A highly effective tool for
compensation administration to ensure fairness
and equity.

EXAMPLE COMP-RATIO

WIPFLI
—_—
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Point Factor Evaluation Method

¢+ The Point Factor Evaluation Method breaks
jobs down into identifiable compensable factors
by assigning levels and points within the
evaluation criteria

* This provides uniformity of evaluations,
determines relative value of different positions,
and addresses comparable worth issues

WIPFLD .

Conduct an External Market Analysis

Finding data is rarely a problem. Finding the
“right” data can be the challenge.

+ Securereputable and reliable surveys
+ Match jobs descriptions, not titles

+ Considerdemographics —operating budget,
geographic location, size

+ Date ofthe survey-may need to be aged

SHOWHR POSITION DATA SHEETS

WIPFL1 "

Design a Salary Structure

+ Evaluate the preliminary salary structure to
determine if the pay groups make sense within
the organization.

« Considerthe internal equity analysis and make
any necessary adjustments on the basis of the
relative value of the positions within the
organization.

+ Internal equity considerations are brought into
focusif the value of the position internally differs
from the external market and/or if external
market data is unavailable given the
unigueness of the position.

WIFFLI
S—_—

Develop Merit/COLA Decisions Worksheet

Review and Discuss the Tool

WIFFLL -

Point Factor Evaluation Factors and Levels

+ Points assignedto factors and levels

+ Considerthe job requirements only, not the job
incumbent

+ Assignan appropriate point value to each of
these factorsand levels

PRESENTPOINT FACTOR ANALYSIS TOOL
REVIEW FINAL INTERNAL EQUITYRESULTS

WIPFLI
- ®

Design a Salary Structure

« Afterthe organization has assembledthe
necessary information and has completedthe
internal and external equity analyses, it can
designthe salary structure.

Typically, the external market analysis will be
the primary consideration for the development
and placement of positions within the salary
structure

+ Sort positions by external market (equal value)
and calculate a midpoint average for that
particular group of positions.

WIPFL "

REVIEW SALARY STRUCTURE

WIPFLI ﬁ

Develop Plan Administration Guidelines

Develop a written compensation philosophy
Qutline plan objectives

Identify who has responsibility for the plan
Describe importance and use of job documentation
Describe how the internal and external equity
analysis process occurs

Describe how the salary structure will be
administered

Outline how pay adjustments will be handled
Update annually — merit increase considerations
Incorporate fools utilized

WIPFLI -



Share the Compensation Philosophy and
Base Compensation Plan Administration
Document

WIPFLI

Range Adjustments

+ Pay ranges should be reviewed annually to

1

ensure they are still reasonable and competitive

within the marketplace. Many organizations
adjust their midpoints (and resulting minimums
and maximums) based on survey information
from valid and reliable surveys.

+ Internal and external equity for jobs should be
reviewed every three-five years to maintain
equity and consistency with the organization's
compensation philosophy.

WIPFLI

Additional Considerations Communications Plan

WIPFLI

Performance Management Loop

Review and Discuss

Plan Maintenance

After a compensation structure has been designed, it
is just as impertant to maintain its equity and
consistency as the organization and market changes.
The organization should develop a plan to ensure, at
a minimum, the following are addressed on a regular
and ongoing basis.

WIPFL1

WIPFLI

Keep job descriptions current

Review pay ranges on an annual basis to ensure they
are current and competitive

Conduct a full review at least every three-five years
Manage employees falling outside the established
salary structure ranges

Compensationis an emotional topic

Important to communicate why and how the
compensation plan was developed

Good communications will show employees you
want to be fair and consistentin wage
administration

Pay for Performance
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Appendix O-1 = October 2013 Notices to Employees

LETTER TO DEPARTMENT HEADS

Michael S. Loy IJ 5 James E. Tipple
Human Resources Director ‘ Mayor

MEMORANDUM
TO: Department Head
DATE: October 2, 2013
RE: Pay for Performance Plan — Base Compensation

Enclosed you will find sealed letters detailing individual salary information for each of the employees within
your department that will be transitioned to the new pay plan. A copy of each letter is also enclosed for your
records. Please distribute each individual’s letter and a copy of the compensation philosophy and base
compensation plan administration policies (enclosed in envelope). We would like this information to go out on
Wednesday October 214,

The Human Resources Department is distributing the information at this time and has not set up any
departmental presentations at this time. If employees have questions, please direct them to our office. As
always, if you would like Human Resources to attend a Department meeting, we will make ourselves
available.

Thank you for your help, support and time in the implementation of the new plan.

Page 46



Pay for Performance

ACCOMPANYING LETTER TO EMPLOYEES

J

il

HUMAN RESOURCES DEPARTMENT

Michael S. Loy TEL: (715) 261-6634

FAX: (715) 261-0323

October 2, 2013
Dear

The Human Resources Department has been working on a new compensation plan since the fall of 2012. | have
included a copy of the Base Compensation Plan Administration. A full report detailing the process, the outcomes,
and how the new pay plan will be administered is available on the City’s HR Intranet page.

The pay plan project has now been completed and it is ready to go to the Human Resources Committee for their
recommendation to Council. The Common Council will be asked for final approval of the new plan at the October
22n meeting. During the process, the Human Resources Department has met with management to draft and
review all job descriptions and has most recently met to discuss the specifics of the plan’s implementation with each
Department Head.

The new pay plan eliminates the current grade and step increase plans that exist today for all General City
employees. The plan’s proposed effective date is January 1+, therefore, anyone scheduled to have a step
increase through December 31+ will still have that increase applied. Outside of the pay plan implementation
adjustments, future salary increases will be based on individual performance and where your salary falls within the
established salary range.

The following information is specific to you:

Present Title:

New Title:

Present Salary Grade:
New Salary Grade:
Current Hourly Rate:

Current Salary Range Minimum Mid-Point (Market) Maximum

New Salary Range Minimum Mid-Point (Market) Maximum

Information on the Transition to the New Pay Plan
The following information is within the request to Council to implement the new pay plan. All transition information
and decisions are subject to their approval and may change at any time.
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6.

7.

10.

If your hourly rate is below the minimum rate as of January 1+, 2014, you will be brought up to the
minimum rate.

If you have been in your position for longer than two years as of January 1+, 2014, and you are below
96% of the Mid-point (Market) rate, then you will be brought up to 96% of the Mid-point.

If you are above the maximum rate, your pay rate will be red-lined, and you will be subject to the
proposed red-lining practice described below. No employee will have their base rate reduced.
Employees who would have an additional step increase in 2014 will receive the prorated dollar value
based on their step increase date. This will be paid out as a one-time lump sum in January 2014 and will
not build info your base rate.

Effective January 15t 2014, base rates will only be adjusted by our annual merit based process.
Performance evaluations will be conducted on an annual basis from May through July. Your manager will
be reviewing the new evaluation and merit pay program with you during the months of October and
November.

The following is an excerpt from the proposed language in the compensation section of the Employee Handbook

regarding the practice of redlining.

Current

(i)

Language:

Redlining: Employees whose salary is determined to be above maximum pay rate in the pay grade
established for their job will have their pay rates frozen until such time that the market adjustments bring
their current salary within established salary ranges. Before an employee is redlined they must be
notified in writing prior to and given adequate time to appeal the decision to the Human Resources
Committee.

Language Proposed to be Included to the above section:

An employee who is redlined will remain eligible to receive annual merit increases which exceed their
maximum pay rate; however, any merit increase that exceeds a maximum pay rate shall not build into
their base rate. The amount of the merit increase which exceeds the salary range will remain available as
a one-time lump-sum payment paid during the annual merit increase adjustment period each year.

The new pay plan and performance management system are substantially different than current practices within

the organization. As we navigate these changes it will be important for employees who have questions to be in
contact with Human Resources. Human Resources staff is willing to speak with employees individually or in

department meeting settings. Please relay any requests through your appropriate supervisor so that they can

coordinate with operations and to ensure Human Resources staff is available.

Sincerely,

Michael Loy
Director, Human Resources

C: Department Head
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Appendix P — Human Resource Committee Minutes, December 3, 2013

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE/TIME: December 3, 2013 at 4:30 p.m.

LOCATION: City Hall (407 Grant Street) — Board Room

MEMBERS PRESENT: R.Wagner (C), G. Gisselman, D. Nutting, D. Oberbeck

MEMBERS ABSENT: B. Nagle

Also Present: Mayor Tipple, M. Barnes, D. Bohn, P. Czarapata, D. Erickson, N. Giese, B. Graham, A.

Jacobson, M. Lawrence, M. Loy, B. Marquardt, M. Pauls

Review Wage Study Results and Process. Loy reminded the committee that they have previously reviewed the
process and tools WIPFLI used in developing their recommendations for the new pay plan. Loy asked if the
committee had any additional questions on the document or process. The committee was satisfied with previous

discussion of the topic and had no further questions.

Amendments to Chapter 5 — Compensation of the Employee Handbook. Loy proposed complete revision of
Chapter 5 — Compensation of the Employee Handbook with two additional changes since it was first published in
the study document. The first change is in the language for merit increases to accurately reflect how the amount of
a merit increase will be calculated. Initially the verbiage stated that a merit increase would be applied by taking

the employee’s current rate of pay, identifying which quintile that rate of pay is in, and then multiplying the
midpoint of the salary range by the percentage increase based on the employee’s level of performance. The
proposed change is to state that a merit increase will be applied by taking the employee’s current rate of pay,
identifying which quintile that rate of pay is in, and then multiplying the current rate by the percentage increase
established in the annual merit increase decision worksheet based on the employee’s level of performance. The
committee had no comments regarding this change of language.

The second proposed change is to the section on redlining. Initially, this section said that any employee whose
salary is above the maximum pay rate in the pay grade established for their job would have their pay rate frozen
until market adjustments brought their current salary within the established salary ranges. The proposed change
allows for any employee who is at or above the maximum rate to be eligible to receive “any portion of any pay
increase that exceeds the salary range maximum rate as a lump sum payment to be paid at the time of the
adjustment. The lump sum payment would be calculated by taking the hourly rate that exceeds the salary range
maximum rate and multiplying it by the annual hours for the position (usually 2080 hours).” Loy explained that this
would continue to provide incentive to those who are at or above the maximum for their pay range without further
compounding the problem. Over the course of time these employees should be brought back into the pay range as
inflation adjustments to the salary ranges occur. Wagner asked if there is a certain group or departments with
positions at or above the maximum of their pay range. Loy stated that there is no discernible trend or pattern
throughout the organization as to where these positions are. Oberbeck questioned why the organization would
continue to give pay increases to an employee who is at or above the top of their pay range. Loy said that all
employees should have an incentive to perform well, and if you take away the possibility of receiving any type of
incentive, you may be taking away an employee’s drive to keep performing. Wagner asked if redlining will
eventually go away, or is it something that the organization will always have issues with. Loy responded that
redlining should be a short term issue. However, he said there may always be the possibility of it occurring in the
future as an exception, especially with high performers, but is should not be the norm. Wagner said he believes
this adds value to the system and doesn’t see any issues if it is something that the organization will grow out of.
Nutting agreed. Mayor Tipple asked if the redlining is a symptom of the current salary structure. Loy said yes,
that not all jobs excel at the same rate in the job market. The current system has adjusted all positions at the same
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rate, leading to some positions being underpaid, and some positions being overpaid according to the current
market rates. Loy went on to discuss the new pay for performance system and how this will enable department
heads to focus on performance of employees rather than the dollar amount of raises. Oberbeck said he would like
more information on what “exceptional” means in terms of employee performance presented to the committee. Loy
said the best thing that can come out of this new system is for managers to have expanded conversations with their
employees about their performance and the overall quality of the City’s job descriptions. Oberbeck said that he
envisions an exceptional employee as one that is helping to move the organization forward. Motion by Oberbeck
to approve the amendments to Chapter 5 — Compensation of the Employee Handbook. Second by Nutting. All
ayes. Motion passes unanimously.

Implementation of New Pay Plan Salary Ranges. Loy reviewed with the committee the steps that were taken to
create the new pay plan salary ranges, and stated that employees had questions and concerns when they received
the Wage Comparability Study. Loy created an electronic survey for employees and received over 100
responses. The responses indicated that some employees felt that they were graded too low on the internal equity
piece of the study, and secondly, employees wanted to know who they were compared to. Because WIPFLI used
public and private sector market rates, the information of who employees were compared with is not available;
private sector company information remains anonymous and the public sector data is mixed in. After reviewing all
of the submitted surveys, Loy sat down with department heads and went over the survey’s feedback. Upon
completion of these meetings, some positions were placed in a higher grade due to factors that were not
considered by WIPFLI and were unique to our organization. Loy proceeded to review the cost drivers associated
with the plan’s implementation as outlined in the memo provided to the committee. Wagner questioned how the
appeal’s process would be conducted. Loy stated that he would like the HR Committee to be involved in the

appeal’s process. Loy would provide the committee with all the documentation needed to make informed
decisions. Oberbeck said the committee should be focusing on voting on the implementation, not the specifics of the
plan. Mayor Tipple stated that reclassification requests have been handled by the HR Committee the past several
years because the HR staff was not in a position to make those decisions. However, Tipple feels that the HR
department can now handle and issues, including appeals that may come about in the new system. Wagner said
he trusts the HR department to take care of placement decision within the structure and any appeals process and
that would not be a role of the HR Committee. Motion by Nutting to approve the implementation of the new pay
plan salary ranges as amended by the HR Director. Second by Oberbeck. All ayes. Motion passes unanimously.
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I ”5 H POLICY MEMORANDUM

TO: Human Resources Committee
Jim Tipple, Mayor

FROM: Michael Loy, Director of Human Resources
DATE:  November 26", 2013

RE: Implementation of New Pay Plan Salary Ranges

After reviewing the proposed pay plan based on employee concerns, management feedback, recent recruitment difficulties,
compression, reexamination of market data and evaluation of historical internal equity decisions the following
recommendations are being made to adjust the plan from WIPFLI’s original recommendation.

Assessment

Increase the Property Appraiser from grade 11 to grade 10 and combined the position with the Commercial/Residential

Appraiser position into the job title of Appraiser.

Community Development
Increase the Public Housing Manager from grade 7 to grade 6.

Increase the Housing Project Coordinator position from grade 15 to grade 13.

DPW & Utilities
Inspections

Increase the Chief Inspector — Zoning Administrator from grade 8 to grade 7.

Planning
Increase the City Planner from grade 8 to grade 7.

Engineering
Increase the GIS Analyst from grade 10 to grade 9.

Construction & Street Maintenance
Increase the Equipment Services Mechanic from grade 13 to grade 12.

Increase the Senior Equipment Services Mechanic from grade 12 to grade 11.

Increase the Traffic Maintainer from grade 17 to grade 14.
Increase the Stockroom Specialist from grade 17 to grade 16.

Utilities

Increase the Water Plant Operator from grade 12 to grade 11.

Increase the Senior Plant Maintenance Mechanic from grade 12 to grade 11.
Increase the Senior Sewer Maintainer from grade 13 to grade 11.

Increase the Plant Maintenance Mechanic from grade 13 to grade 12.
Increase the Water Distribution Maintainer from grade 15 to grade 14.
Increase the Sewer Maintainer from grade 15 to grade 14.

Page 51 of 64  Meeting Date: 12/3/13

ltem #: 3(c)

Page 51



Pay for Performance

Parking
Increase the Parking Operations Worker from grade 18 to grade 17.

Fire
Increase the Division Chief-Emergency Medical Service from grade 9 to grade 8.
Increase the Office Assistant-Fire from grade 16 to grade 14.

Metro Ride

Increase Transit Operations Manager from grade 9 to grade 8.

Increase Paratransit Coordinator from grade 13 to grade 10.

Increase Transit Operations Supervisor from grade 13 to grade 10.

Increase Confidential Administrative Specialist-Transit from grade 15 to grade 14.

There are 24 positions being recommended for adjustment. The amended final pay structure is attached.

Financial Impact:

In the transition there are three cost drivers associated with this plan’s implementation:

1) The phase out of the step system by paying out the prorated dollar amount of any steps that would have been
received in 2014 as a one-time lump sum payment

2) Any market adjustments required for those under the minimums or those with more than two years of service that
are not within the mid-point or market range (0.96-103%)

3) The merit adjustment pool available for performance related increases.

The 2014 Budget included sufficient funding for a 2% increase on January 1 (the same adjustment that was previously
agreed upon with City’s three unions) in addition to any step increases employees would have received under the current
plan. The cost of the transition and implementation from the current plan to the new plan will fall within the total salary and
associated benefits approved for the 2014 budget. Therefore, there is no financial impact estimated as the merit budget will
be based on available dollars within the approved 2014 salary and benefits budgets.

Recommendation and Motion Sought: It is recommended and requested that the adjusted merit based pay plan salary
ranges outlined in the attached document be implemented as recommended.
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POLICY MEMORANDUM

TO: Human Resources Committee
Jim Tipple, Mayor

FROM:  Michael Loy, Director of Human Resources
DATE:  November 26", 2013

RE: Amendments to Chapter 5-Compensation of the Employee Handbook

Issue: Whether to adopt amendments to Chapter 5-Compensation of the Employee Handbook.

Background: The City of Wausau partnered with WIPLFI to issue a Wage Comparability Study for all non-union
“general” City employees. In addition to reviewing current pay to market rates, the City worked with WIPFLI to
develop a new merit based compensation system. The original Wage Comparability Study document included a
Base Compensation Plan Administration Policy that was drafted as an administration guide for the new merit based
compensation system. This policy is needed to effectively manage and administer the proposed merit based system.
The final proposed policy language is attached. There are two proposed changes that have been incorporated info
this latest proposal that differ from the Wage Comparability Study policy.

5.02 (3) (b} Merit Increases

Previous language: A merit increase is applied by taking the employee’s current rate of pay, identifying
which quintile that rate of pay is in, and then multiplying the midpeint-efthesalary-range-by-the percentage

inerease based on the employee’s level of performance.

Proposed amendment: A merit increase is applied by taking the employee’s curtent rate of pay, identifying
which quintile that rate of pay is in, and then multiplying the current rate by the percentage increase
established in the annual merit increase decision worksheet based on the employce’s level of performance.

5.02 (3)(i) Redlining

Previous language: Redlining: Employees whose salary is determined to be above the maximum pay rate
in the pay grade established for their job will have their pay rates frozen until such time that the market
adjustments bring their current salary within established salary ranges. Before an employee is redlined they
must be notified in writing prior to and given adequate time to appeal the decision to the Human Resources
Committee.

Proposed amendment: Redlining: Employees whose salary is determined to be above the maximum pay
rate in the pay grade established for their job will have their pay rates redlined until such time that the
market adjustments bring their current salary within established salary ranges. The redlining procedure
does not allow for an employee’s base rate to be adjusted above the salary range maximum rate. Once
adjusted to the maximurm salary rate, employees remain eligible to receive any portion of any pay increase
that exceeds the salary range maximum rate as a lump sum payment to be paid at the time of the
adjustment. The lump sum payment will be calculated by taking the hourly rate that exceeds the salary
range maximum rate and multiplying it by the annual hours for the position (usually 2,080 hours). Before
an employee is redlined they must be notified in writing prior to and given adequate time to appeal the
decision to the Human Resources Committee.

Discussion: The first amendment to the proposed policy is to relieve an unnecessary constraint that the previous
language would have put on the new pay system. The initial language would use the mid-point (market rate) as the
basis for the base rate increase calculation as opposed to the employee’s current pay rate. This would have
effectively moved employees up to the market rate quickly but would have constrained pay increases for those
above the market rate. For example, if the employee was eligible for a 2% increase the original language would

! Page 1 0f2  Meeting Date: 12/3/13 Item #: 3(b)
Michae! Loy
Director of Human Resources
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Page 54

have allowed those under the market rate to receive more than a 2% increase and those above the market rate would
have received less than a 2% increase. That was not the intent of the system. Ifan individual is allocated a 2%
merit adjustment, that adjustment should equal 2%.

The second amendment is intended to maintain an incentive for those at the very top of their pay range. In most
redlining procedures an individual’s rate is frozen once they reach the maximum salary range rate and they are no
longer eligible for any increases. Staff believes this is counterproductive to the merit based nature of the systsm and
would unnecessarily stymie performance motivation while saving relatively little. In the proposed amendment, the
employee would be allowed to have their merit adjustment apply to their base rate up to the salary range maximum
but any amount above that rate would not build towards their base rate. Instead the employee would receive that
amount in an annualized lump sum payment. The amendment would allow employees at the top of their salary
range the ingentive to have their performance compensated while at the same time not allowing the system to exceed
its designed limits. Over the short course of time, with inflation adjustments to the salary ranges, employees who
are redlined would again become eligible for full or partial merit increases that would apply to their base rates.

Financial Impact: The financial impact is dynamic and hard to prediet without knowing the performance levels for
employees in 2014 and beyond. There are a limited number of employees that would be redlined under the new plan
and it is estimated that they would fall back into salary ranges with the application of 1-2 inflationary adjustments
that are anticipated to occur in 2015 and 2016. Beyond that, it is again difficult to predict the financial impact
because of the implication that performance has on future adjustments and the relative unknown of future
performance levels. Overall, the long-terim implication is that the proposed redlining policy would cost more than &
traditional policy; however, staff believes that proposed policy will benefit the City in productivity and morale at a
greater level than the savings of the traditional redlining policy.

Motion Sought: To adopt and replace in their entirety, Employee Handbook Sections 5.01-Compensation
Philosophy and 5.02 Base Compensation Adminisiration as proposed in the aftached document,
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Appendix S — Common Council Packet, Prepared for December 10, 2013 Meeting

CITY OF WAUSAU, 407 Grant Street, Wausau, WI 54403

RESOLUTION OF THE HUMAN RESOURCES COMMITTEE

Authorizing Implementation of a New Pay Plan for General City Employees by Adoption of the Amended
Compensation Philosophy, Base Pay Plan Administration Procedures, and New Salary Grade Structure.

Committee Action: Approved 3-0
Fiscal Impact: Included in 2014 Budget

File Number: Date Introduced: December 10t, 2013

RESOLUTION

WHEREAS, your Human Resources Committee recognizes the fiscal necessity of a clearly defined specific compensation policy
and schedule that directs employee wages, and

WHEREAS, your Human Resources Committee authorized staff to engage in a wage comparability and compensation study to
review current pay rates to available market data and develop a new merit based pay system, and

WHEREAS, market data was reviewed and used to develop a new merit based salary grade structure, and

WHEREAS, recommendations were reviewed and drafted to update the City’s compensation philosophy and base pay plan
policies and procedures necessary to administer the new merit based salary plan, and

WHEREAS, Compensation Philosophy, Base Pay Plan Administration Procedures, and a new Salary Grade Structure has been
created and approved at the December 3¢ Human Resources Committee that sets compensation policies and salary ranges for
all general city employees, and

WHEREAS, the Compensation Philosophy and Base Pay Plan Administration Procedures shall be incorporated into the
Employee Handbook as amended by the committee and attached hereto, and

WHEREAS, your Human Resources Committee has reviewed, studied, and discussed the Wage Study process and data
provided, Compensation Philosophy, Base Pay Plan Administration Procedures, and new Salary Grade Structure and
recommends adoption, including proposed plan implementation procedures, as attached to this resolution in its entirety and as
amended by the Human Resources Committee.

NOW THEREFORE BE IT RESOLVED by the Common Council of the City of Wausau that the Compensation Philosophy, Base

Pay Plan Administration Procedures, and new Salary Grade Structure for General City Employees, as stated and specified
above, is approved and adopted to be effective as of January 1st, 2014.

Approved:

James E. Tipple, Mayor
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DRAFT

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE

MINUTES OF OPEN SESSION

DATE/TIME: December 3, 2013 at 4:30 p.m.
LOCATION: City Hall (407 Grant Street) — Board Room
MEMBERS PRESENT: R.Wagner (C), D. Nutting, D. Oberbeck
MEMBERS ABSENT: B. Nagle, G. Gisselman (left the meeting prior to these items),
Also Present: Mayor Tipple, M. Barnes, D. Bohn, P. Czarapata, D. Erickson, N. Giese, B. Graham,

A. Jacobson, M. Lawrence, M. Loy, B. Marquardt, M. Pauls

Review Wage Study Results and Process. Loy reminded the committee that they have previously reviewed the
process and tools WIPFLI used in developing their recommendations for the new pay plan. Loy asked if the

committee had any additional questions on the document or process. The committee was satisfied with previous
discussion of the topic and had no further questions.

Amendments to Chapter 5 — Compensation of the Employee Handbook. Loy proposed complete revision of
Chapter 5 — Compensation of the Employee Handbook with two additional changes since it was first published in

the study document. The first change is in the language for merit increases to accurately reflect how the amount of
a merit increase will be calculated. Initially the verbiage stated that a merit increase would be applied by taking
the employee’s current rate of pay, identifying which quintile that rate of pay is in, and then multiplying the
midpoint of the salary range by the percentage increase based on the employee’s level of performance. The
proposed change is to state that a merit increase will be applied by taking the employee’s current rate of pay,
identifying which quintile that rate of pay is in, and then multiplying the current rate by the percentage increase
established in the annual merit increase decision worksheet based on the employee’s level of performance. The
committee had no comments regarding this change of language.

The second proposed change is to the section on redlining. Initially, this section said that any employee whose
salary is above the maximum pay rate in the pay grade established for their job would have their pay rate frozen
until market adjustments brought their current salary within the established salary ranges. The proposed change
allows for any employee who is at or above the maximum rate to be eligible to receive “any portion of any pay
increase that exceeds the salary range maximum rate as a lump sum payment to be paid at the time of the
adjustment. The lump sum payment would be calculated by taking the hourly rate that exceeds the salary range
maximum rate and multiplying it by the annual hours for the position (usually 2080 hours).” Loy explained that this
would continue to provide incentive to those who are at or above the maximum for their pay range without further
compounding the problem. Over the course of time these employees should be brought back into the pay range as
inflation adjustments to the salary ranges occur. Wagner asked if there is a certain group or departments with
positions at or above the maximum of their pay range. Loy stated that there is no discernible trend or pattern
throughout the organization as to where these positions are. Oberbeck questioned why the organization would
continue to give pay increases to an employee who is at or above the top of their pay range. Loy said that all
employees should have an incentive to perform well, and if you take away the possibility of receiving any type of
incentive, you may be taking away an employee’s drive to keep performing. Wagner asked if redlining will
eventually go away, or is it something that the organization will always have issues with. Loy responded that
redlining should be a short term issue. However, he said there may always be the possibility of it occurring in the
future as an exception, especially with high performers, but is should not be the norm. Wagner said he believes
this adds value to the system and doesn’t see any issues if it is something that the organization will grow out of.
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Nutting agreed. Mayor Tipple asked if the redlining is a symptom of the current salary structure. Loy said yes,
that not all jobs excel at the same rate in the job market. The current system has adjusted all positions at the same
rate, leading to some positions being underpaid, and some positions being overpaid according to the current
market rates. Loy went on to discuss the new pay for performance system and how this will enable department
heads to focus on performance of employees rather than the dollar amount of raises. Oberbeck said he would like
more information on what “exceptional” means in terms of employee performance presented to the committee. Loy
said the best thing that can come out of this new system is for managers to have expanded conversations with their
employees about their performance and the overall quality of the City’s job descriptions. Oberbeck said that he
envisions an exceptional employee as one that is helping to move the organization forward. Motion by Oberbeck
to approve the amendments to Chapter 5 — Compensation of the Employee Handbook. Second by Nutting. All
ayes. Motion passes unanimously.

Implementation of New Pay Plan Salary Ranges. Loy reviewed with the committee the steps that were taken to
create the new pay plan salary ranges, and stated that employees had questions and concerns when they received
the Wage Comparability Study. Loy created an electronic survey for employees and received over 100
responses. The responses indicated that some employees felt that they were graded too low on the internal equity
piece of the study, and secondly, employees wanted to know who they were compared to. Because WIPFLI used
public and private sector market rates, the information of who employees were compared with is not available;

private sector company information remains anonymous and the public sector data is mixed in. After reviewing all
of the submitted surveys, Loy sat down with department heads and went over the survey’s feedback. Upon
completion of these meetings, some positions were placed in a higher grade due to factors that were not
considered by WIPFLI and were unique to our organization. Loy proceeded to review the cost drivers associated
with the plan’s implementation as outlined in the memo provided to the committee. Wagner questioned how the
appeal’s process would be conducted. Loy stated that he would like the HR Committee to be involved in the
appeal’s process. Loy would provide the committee with all the documentation needed to make informed
decisions. Oberbeck said the committee should be focusing on voting on the implementation, not the specifics of the
plan. Mayor Tipple stated that reclassification requests have been handled by the HR Committee the past several
years because the HR staff was not in a position to make those decisions. However, Tipple feels that the HR
department can now handle and issues, including appeals that may come about in the new system. Wagner said
he trusts the HR department to take care of placement decision within the structure and any appeals process and
that would not be a role of the HR Committee. Motion by Nutting to approve the implementation of the new pay
plan salary ranges as amended by the HR Director. Second by Oberbeck. All ayes. Motion passes unanimously.
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Appendix T — Employee Notices for Inmediate Implementation

I

Michael S. Loy ‘ ' TEL: (715) 261-6634
FAX: (715) 261-0323

HUMAN RESOURCES DEPARTMENT

December 30, 2013

Dear

The Common Council approved the proposed Compensation Pay for Performance Plan at the December 10,
2014 meeting.

As we communicated in October, the new pay plan eliminates the current grade and step increase plans that
exist today for all General City employees. Future salary increases will be based on individual performance and
where your salary falls within the established salary range.

After the initial communication back in October, Human Resources have had many discussions with individual
employees, managers and department heads. As a result of those discussions, your position’s grade and salary
range has changed.

New Title:
New Salary Grade:

New Salary Range Minimum Mid-Point (Market) Maximum

Appeals Process......

Sincerely,

Michael Loy
Director, Human Resources

Page 58



Pay for Performance

Michael S. Loy WISCONSIN TEL: (715) 261-6634
FAX: (715) 261-0323
HUMAN RESOURCES DEPARTMENT

January 6, 2014

Dear (letter-new rate of pay 1-1-14)

The Common Council approved the proposed Compensation Pay for Performance Plan at the December 10,
2014 meeting.

It is the intent of the new compensation plan to place employees appropriately in their salary range. One of
these two factors may apply in your situation with the transition to the new pay plan.

e If you have two years of experience in your current position, your new base rate will be at the 96"
percentile of the salary range.
e [f your current base rate is below the minimum, your new rate will be the new minimum.

Effective January 1, 2014, your base hourly rate of pay will be Sxx.xx.

As we communicated in October, the new pay plan eliminates the current grade and step increase plans that
exist today for all General City employees. Future salary increases will be based on individual performance and
where your salary falls within the established salary range.

Human Resources had implemented a process to appeal. If you would like to appeal, please contact Human
Resources for the appropriate paperwork.

Sincerely,

Michael Loy
Director, Human Resources
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[,u U501

Michael S. Loy TEL: (715) 261-6634
FAX: (715) 261-0323

HUMAN RESOURCES DEPARTMENT

January 9, 2014

Dear (LUMP SUM MASTER LETTER);

The Common Council approved the proposed Compensation Pay for Performance Plan at the December 10,
2014 meeting.

As we communicated in October, the new pay plan eliminates the current grade and step increase plans that
exist today for all General City employees. Future salary increases will be based on individual performance and
where your salary falls within the established salary range.

As part of the transition to the new pay plan, employees who would have had a step increase in 2014 will
receive the prorated dollar value based on their step increase date. This will be paid out as a one-time lump
sum payment on the January 24, 2014 payroll check and will not be built into your base rate.

Your lump sum payment will be $(amount) with all applicable taxes deducted.

If you are have additional questions as we implement the new system or wish to appeal, please contact Human
Resources for the appropriate paperwork.

Sincerely,

Michael Loy
Director, Human Resources
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Appendix U — HR Committee — Overview of Performance Evaluation System

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE

MINUTES OF OPEN SESSION
DATE/TIME: March 10, 2014 at 4:30 p.m.
LOCATION: City Hall (407 Grant Street) — Board Room
MEMBERS PRESENT: R.Wagner (C), G. Gisselman, W. Nagle, D. Nutting, D. Oberbeck
Also Present: Mayor Tipple, D. Bohn, N. Giese, A. Jacobson, J. Kannenberg, M. Loy

Overview of the City’s New Performance Evaluation System. Loy presented the committee with a
document that provided an overview of the new performance evaluation system, copies of the three
performance evaluation forms that will be used for employees, management, and department heads, and a
copy of the customer feedback form. Loy explained to the committee that the new performance evaluation
system is ready to be rolled out to the organization and went over the list of outcomes that should occur and
the priorities of the performance evaluation process. Wagner asked if union employees would be using the
same performance evaluations. Loy said all employees will be using the same performance evaluation
forms; however, union employees will receive pay increases according to their contracts rather than based on
performance. A timetable was included in the overview document, outlining the evaluation process and
when steps are to be completed; Loy covered the steps of the timetable with the committee in greater detail.
Loy reviewed the format of the performance evaluations and differences between the three evaluations. A
conversation took place about the marginal, proficient, and exceptional rating steps and the performance bell
curve. Loy said that the organization will continue to evaluate the system and see what impact it is having
and any challenges that departments are having. Loy spent time explaining the competency section of the
evaluation, explaining that if a manager wants to rate someone as marginal or exceptional, details will need
to be provided explaining the rating. Oberbeck asked if departments should have exceptional defined before
the evaluations take place. Conversation took place over how to define marginal, proficient, and exceptional
behavior specifically. Loy said that it is in the hands of the managers, not human resources, to define
marginal and exceptional for employees they are rating. Loy reviewed the goals section of the evaluation
and the overall rating section. Oberbeck asked if all the evaluations that are rated as exceptional could be
brought to the HR Committee (without names) to get a better understanding of what an exceptional employee
looks like. Gisselman said that reviewing performance evaluations would be micro-managing. Wagner
suggested that the department heads come to HR Committee to give an overview of performance in their
department. Loy suggested that the process be gone through, the committee looks at the data that will be
available, and then determine if the new system is driving performance. Further discussion of evaluation
system took place. Loy then went over the pay integration process and how pay increases will be calculated.
Wagner asked what would happen if no employees were rated as exceptional. Loy said that the department
would risk losing good performers by not differentiating. Lastly, Loy went over the Customer Feedback
Form and its intent.
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Overview of City’s New Performance Evaluation System

Outcomes of the New Evaluation System
1. All employees will have an evaluation completed every year.
2. Pay increases will be based on performance (except bargaining units)
3. All employees will set and be held accountable for development and organizational goals.

4. System will be conduit for succession planning activities.

Five Priorities in our Performance Evaluation Process

To provide an opportunity to clarify job duties, performance expectations, and goals.
To summarize past performance discussions.

To provide a blueprint for future performance.

Identify employees with potential for advancement.

Provide a fair basis for awarding compensation based on merit.

pE e =

Annual Timetable

Training for employees and management Mt:hrch 13" &
14

Self-evaluations and copy of current job April 1%

description sent to all Employees

Self-Evaluation and Self-Evaluation Form April 14"

Completed and Returned to the Rate

Draft Evaluation Completed and Approved by May oth

Department Head — Sent to Human Resources

Human Resources Releases Final Evaluations and May 30"

Pay Increases to Raters

Evaluation Meetings Begin June 1*

Evaluation Meetings End June 30"

Merit Pay Applied 2™ pay Period
of July

Organization of the Performance Evaluations
1. Mandatory Review of Job Description
2. Core Values
3. Competency Evaluation
4. Performance Factors
5. Prior Year’s Performance Goals
6. Performance Goals for the Upcoming Year
7. Personal Career/Development Goals
8. Overall Ratings
9. Comments
10. Signatures
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Competencies

|
|
|
|
|
I
|
I
|
I

Marginal Proficient

Exceptional

Employee Leadership

Communicativeness  High Standards &

Results
Orientation
Team Player Team
Management
Customer Organization &
Orientation Planning
Initiative Talent
Management
Positive Impact Positive Impact

Problem Solving &
Decision Making

Strategic Thinking

Influence

Relationship
Building

Vision

Risk Taking

Pay for Performance
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Integration with Pay

Position-in-Range (Quintiles)

Ist 2nd 4th Sth

(96- | (105~ | (113-
(80-879%)((88-95%)| 104%) | 112%) | 120%)

0.06 0.24 0.36 0.25 0.09

Exceptional 0.15 4.0 3.5 3.0 2.5 2.0

0.036 | 0.126 | 0.162 | 0.094 0.027

Proficient 0.85 3.5 3.0 2.5 2.0 1.5

0.168 | 0.576 | 0.720 | 0.400 0.108

Marginal 0.00 0.0 0.0 0.0 0.0 0.0

0.000 | 0.000 | 0.000 | 0.000 0.000
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**All present are expected to conduct themselves in accordanca with our City's Core Valuas*™

Flnm OFFICIAL NOTICE AND AGENDA
W5A

of a meeting of a City Board, Commission, Department, Committee, Agency, Corporation,

RS Quasi-Municipal Corporatlon, or sub-unit thereof.
Meeting of the; Human Resources Committee
Date/Time: December 3rd, 2013, 4:30 p.m,
Location: City Hall (407 Grant Street) - Board Room 2nd Floor
Members: Romey Wagner (C),Gary Gisselman, David Oberbeck, David Nutting, Bilt Nagie

AGENDA ITEMS FOR CONSIDERATION (All items listed may be acted upon)

1) Approval of 11/11/2013 Minutes
2) Public Comment on Matters Appearing on the Agenda
3) Presentation
a) Update of Progess of Grant Funded Police Officer Positions
Policy Items
a) Review Wage Study Results and Process
b) Amendments to Chapter 8- Compensation of the Employee Handbook
¢) Implementation of New Pay Plan Salary Ranges
4) Future Agenda ltems for Consideration
5) Adjourn

“This Notlca was posted at City Hall and faxed to the l.)aily Herald newsroom on 11/27/13 at 10:00 a.m.

Questions regarding this agenda may be directed to the Human Resources Office .

It Is anticipated that each Item listed on the agenda may be discussed, referred, or acted upon unless i is noted in the speciflc agenda item
that no aclion Is contemplated. it Is possible that members of, and possibly 8 quorum of membaers of other commiliees of the Common
Council of the City of Wausau may be In altendance at the above mentioned meeting to gather Information, No action will be taken by any
such group &t the above mentioned meeting othern than the commiltes specifically refemed 16 in this notics,

Flease not that, upon reasonable nofice, efforls will ba made to accommodate the needs of disabled individuals through appropriate alds &
services. For information or to request this service, contact the City Clerk at 407 Grant Street, Wausau WI 54403 or by phone {715} 261-
6620.

Other Distribution: Media, Afderpersons, Mayor, Depariment Heads, Clty Departments, Union Presidents.



DRAFT

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE

MINUTES OF OPEN SESSION
DATE/TIME: November 11, 2013 at 4:30 p.m.
LOCATION: City Hall (407 Grant Street) — Board Room

MEMBERS PRESENT:R.Wagner (C), G. Gisselman, B, Nagle, D). Nutting, D. Oberbeck
MEMBERS ABSENT:
Also Present: Mayor Tipple, D. Bohn, P. Czarapata, N, Giese, M, Groat,

A. Jacobson, M. Loy, G. Seubert, A. Werth, P. Peckham

Approval of 10/14/2013 minutes. Motion by Nutting, second by Nagle to approve the October 14, 2013 draft
minutes. All ayes. Motion carried unanimously.

Public Comment on Matters Appearing on_the Agenda. No public comment made.
Discussion on Future Delivery of HR Performance Report and Proaject Updates. Loy stated that monthly

reports were not included and will not be included in future packets after learning about how information should
be listed on agendas during the Open Meetings Law training conducted by the Assistant Attorney General last
month, Loy intended the documents as communication and transparency tools, and to give the committee an
update on projects and provide key metrics on services provided to the organization. Moving forward, these
reports will be completed at the end of every month and emailed to the committee for review, Loy will then
include any report items suggested by committee members on the next HR Committee agenda.

Reclassification of Mechanic II to Maintenance Technician — Metro Ride, Loy explained that this request
was brought forward last year and missed during the norinal reclassification request period (April-June), therefore
he asked the committee to consider this request now. The Mechanic II position would not be eliminated; the
person in the position would be reclassified as Maintenance Technician. Loy compared the wages returned from
the salary study and found that the Mcciiuic 11 position is paid at 98% of the market, and the Maintenance
Technician position is paid at 104% of the market (or 4% above market), Based upon this employee’s years of
service and experience, Loy believes that this reclassification is appropriate and should be supported. Seubert
said he has two very qualified mechanics and both should be compensated at the same rate. Motion made by
Nagle to approve the reclassification of Mechanic Il to Maintenance Technician. Second by Nutting. All ayes.
Motion passes unanimously.

Consider Amendment of Municipal Code Section 2.04.020 — Common _Council. Loy said this is a

housekeeping item that was overlooked when the change was made from 12 alderpersons to 11 alderperson.
Motion made by Gisselman to delete the word “twelve” and add the word “eleven” to WMC 2.04.020. Second by
Oberbeck. Gisselman asked how this was overlooked and what other iterns have been overlooked in the
Municipal Code? Discussion took place on how the codes are updated and maintained, concluding that
departments with ¢xpertise in the codes have been expeeted to make changes and updates as needed. Gisselman
made a motion to amend the language of the code to not include a number, as follows: “There shall be one city
alderperson from each aldermanic district who shall be elected at the regular city election for a term of two years
commencing on the third Tuesday of April in the year of his/her election.” Amendment seconded by Nutting. All
ayes. Vote by committee on original motion as amended. All ayes. Motion passes unanimously.

Discussion on Changes to Terms of Office for Alderpersons. This itemn was brought to the committee at the
request of the mayor. Mayor Tipple explained that his concern has always been the possibility of having a full
turnover of the council and what that would mean to the city. Mayor Tipple would like to see terms staggered so
that the city is never in jeopardy of losing all of its alderpersons expertise and knowledge at one time, Loy
handed out a spreadsheet document that listed cities comparable to Wausau, how many alderpersons each city has




and the length of terms for the alderpersons. Data was not collected as to whether the terms are staggered when
the informatjon was originally collected for another issue. Loy asked the committee to share their experience with
how long it takes to fully perform the duties of alderperson for the City of Wausau. Wagner said that he wouldn’t
worry so much about the council, but rather what could happen to the committees if no one has experience or
knowledge. Wagner believes it takes a long time to understand the roles of the committees and how they relate to
council, and is in favor of staggered elections. The question of how to begin staggered elections ensued. Nutting
brought up his concern about the cost of the elections and what staggered elections would cost the City. Groat
said that local elections are held every spring, The terin limit for alderperson was briefly discussed; it was agreed
upon that a two year term is the most favorable, Gisselman asked how citizens would know when to vote for their
alderperson. Oberbeck said the newspaper does a good job of covering elections and who’s running. Nutting said
most citizens do not read the newspaper. Discussion then turned to voter turn-out, Wagner said it’s up to those
running to get the word out. Wagner said the item on the table is whether or not staggering elections will make
for a better council, not how to get people out to vote. Oberbeck asked if there is any information from cities that
have made this change. Mayor Tipple said in talking with other mayors, many are surprised that Wausau doesn’t
have staggered terms for the alderpersons, Nagle asked the committee if term limits should be discussed. Mayor
Tipple said in his experience, many alderpersons run unopposed, therefore it is not necessary to set term limits,
Oberbeck said it is the decision of the public to elect or not elect people; the City does not need to impose term
limits. Wagner agreed with Oberbeck. The committee agreed the decision is to have two year staggered terms for
alderpersons, Further discussion took place amongst the committee members on how to move to staggered terms.
Groat said that when working with the redistricting committee, she learned that there are all different ways to
enact staggering, so it would be up to the City to decide. Oberbeck made a motion to have two year alderperson
terms with elections happening in 2014 for 2 and 3 year terms based on even and odd districts, and a coin toss will
determine if even or odd districts will serve a 2 or 3 ycar term, Wagner said it is important to understand that this
is a one-time thing; after this everyone will return to 2-year terms, Second by Nagle. All ayes. Motion passes
unanimously,

Discussion on Options for Conducting Operational Reviews of Departments. Loy explained this item was
brought forward by Nagle. Loy passed around the HR strategic plan that included evaluating departments on a
rotating basis. The Fire Study was brought up as a department evaluation of sorts used to answer specific
questions. Loy said there are a number of different firms that could potcntially perform a department review; it
would be up to the committee to determine the objectives of the review and decide if they vaui to have it
completed for the organization as a whole or for each department, Loy mentioned several studies the City has
done over the past decade to look at operations in various departments. Loy passed out a handout that listed
possible main objectives for an operational review and went over the objectives. Wagner asked Nagle what he
would like to further discuss regarding this subject. Nagle said the council should be focused on strategy instead
of operations; staff should be finding solutions to issues, not council, Nagle wants to make sure that best practices
are followed and the council can concentrate on vision and strategic planning for the City. Gisselman said that
council is perceived as making decisions and having power because it controls the budget. Loy wrapped up the
discussion by saying he feels it is healthy for the City to get an outside perspective of its opcrations, and that
hopefully in 2015 the City wili have money in the budget to continue with the HR strategic plan.

Future Agenda Items for Consideration. Gisselinan questioned a previous HR Committee meeting item
regarding a police officer position funded by the Alexander Foundation, which is going before the Finance
Committee tomorrow night. Nagle explained that this is not the position that is being hired for presently; this
would be for another position. Gisselinan also questioned the updates that were to be provided to the Alexander
Foundation to justify the position. Loy will ask the Police Department for the update.

Wagner mentioned that the date for the next HR Committee meeting will be on Tuesday, December 3, 2013 at
4:30 p.m. Loy said this will be so that items discussed at the next meeting can be brought to the December 10"
City Council meeting.

Adjourn. Motion by Nagle to adjourn. Second by Gisselman. All ayes. Motion passes unanimously.
Committee adjourned,
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September 20, 2013

Mr. Michael Loy, Director of Human Resources

City of Wausau

407 Grant Street

Wausau, WI 54403

E-mail: michael loy@ci.wausau.wi.us
Dear Mr. Loy:

Thank you for the opportunity to be of support and assistance to the City of Wausau (the “City"). We
have completed the wage comparability study to develop a base compensation structure to ensure
competitive and equitable base compensation practices.

As outlined in our Engagement Letter, our objectives were to:

Meet with you and others you selected to discuss our process and approach to ensure
understanding of the project, establish timelines, and respond to any questions.

Provide guidance on selecting the compensation project team for oversight and involvement in
this project for the City.

Use your existing position descriptions as the basis for the review.

Conduct an independent internal equity analysis for each position using the Point Factor
Analysis method to determine the relative value of each position within the City. Review with
you and finalize.

Conduct a comparative analysis of market data on all exempt and non-exempt positions using
published wage and salary survey data.

Develop preliminary groupings of similarly valued jobs and propose pay ranges based on
external market considerations. Review pay ranges and modify as appropriate to finalize.

Perform a comparative ratio analysis to illustrate relationships between current pay practices
and midpoints established for each position/employee.

Meet with you and others you select to discuss the results of the full project. Evaluate and
discuss positions and/or employees falling outside the newly established ranges.

Provide a compensation philosophy sample and assist in the development of a policy for the
City.

Provide an administrative manual template with guidelines and procedures for administering
the base compensation plan and assist you in tailoring for the City.
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This project was Initiated in the Fall of 2012 and was initially led by Debra Pagel, Senior Manager. A
change in project leadership occurred in May of 2013 when Debra Pagel left the firm. Leadership for
the project was then assumed by Julia Johnson, Senior Manager. She was assisted by other human
resources consultants as needed.

We worked closely with the project team comprised of Michael Loy and Debra Bohn in the receipt and
exchange of the materials and information. Periodic meetings were held with the project team
throughout the project. Individual meetings were also held with individual project teams to assist in
the placement of positions into the resulting salary structure that were not included in the benchmark
position analysis. Periodic meetings were also held with the Personnel Committee to ensure
understanding of the process and to provide status updates.

We approached this project as follows:

We utilized the job descriptions provided by the City as the basis for our analysis. We understood
these job descriptions were recently reviewed to ensure completeness and accuracy for each
position. The project team was confident that the job descriptions used effectively represented the
scope of each position.

The job descriptions were well developed and comprehensive. We encourage the City to continue to
review the job descriptions on an annual basis during the performance review period to ensure they
remain current.

INTERNAL EQUITY ANALYSIS

An internal equity analysis determines the relative value of each position to every other position within
the City. In order to analyze internal equity, the job descriptions were reviewed to ensure
understanding of the scope of responsibilities associated with each position. The Point Factor Method
of evaluation was used. The Point Factor Method breaks jobs down into identifiable compensable
factors by assigning levels and points within the evaluation criteria. This method provides uniformity
of evaluations, determines relative value of different positions, and addresses comparable worth
issues.

We first conducted the internal equity analysis independent of the project team’s input. We then
reviewed our findings with the team, made adjustments reflective of their understanding of the roles
and responsibilities of the positions, and finalized.

As new positions are created or existing positions are changed, it is recommended the City conduct
an internal equity analysis. We further recommend the internal equity analysis be reviewed annually
to ensure completeness and accuracy.

The internal equity analysis tool will also assist the City in identifying inconsistencies in various factors
across positions, i.e., education, experience. The internal equity analysis also enabled the City to
continue the process of consolidating job descriptionsttitles with similar roles and responsibilities to
create job families, i.e., Administrative Assistant I, I.
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This tool will also assist the City in placing positions within the base compensation structure in the
absence of an external analysis for a specific position.

As the City has not conducted an internal equity analysis in the recent past, it may find that
adjustments will need to be made over time to properly align positions within the City.

Tab B contains the Point Factor Analysis Method and Tab C contains Internal Equity Analysis.

WAGE COMPARABILITY ANALYSIS |

Using the job descriptions for the 47 exempt posntlons and 52 non- exempt posmons and publlshed
wage and salary surveys, a wage comparability pay analysis was conducted. We matched the survey
job descriptions to each position’s role and responsibilities. We do not rely solely on job title since the
role and responsibility may vary. Because of the variety of survey results, data for each position was
weighted based on the degree of match and how relevant the information was to the City.

The following published wage and salary survey data was used for the analysis:

2012 Central Wisconsin SHRM Survey

2013 Carlson Customer Survey

2012 CompData Survey

2012 Economic Research Institute

2012 The NonProfit Times

2012 Employer Association IT and Engineering Survey
2012 Wisconsin Occupational Employment Statistics

® © o o © © o

The surveys used represented the most current compensation data available at the date of review.
Survey data was aged to ensure the data within this report remains relevant through 2014.

Tab D contains the Wage Comparability Analysis Summary.
BASE COMPENSATION PLAN

The wage comparability analyses for the 99 positlons were used to create the base compensation
salary ranges with midpoints established at the 50" percentile.

Development of the compensation structure typically begins with the top position. Utilizing generally
accepted compensation practices, the base compensation structure was developed using 7%
progressions between midpoints.

The ranges have a -/+ 20% spread reflective of widely accepted best practices in base compensation
methodology. The salary structure consists of a series of overlapping ranges. Each salary range
contains a minimum, midpoint, and maximum.

The minimum to midpoint area represents the first quintile (80%-87% of midpoint) and the second
quintile (88%-95% of midpoint). This area Is nhormally intended for employees who are continuing to
learn job responsibilities, are fully trained, but performing less than fully satisfactory, and/or have not
acquired sufficient time within the position to warrant pay at the midpoint level.
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The midpoint area is represented by the third quintile (96%-104% of midpoint). This area normally
represents the salary level for employees who are fully qualified and performing at a fully proficient
level over a period of time.

The midpoint to maximum area is represented by the fourth quintile (105%-112% of midpoint) and fifth
quintile (113%-120% of midpoint). This area normally represents the salary level for employees
whose performance is excellent or outstanding and who consistently exceed performance objectives
over a period of time.

Due to the high quality of wage and salary information available, it is common practice to let external
market conditions drive, in large part, the placement of positions within the salary structure. In the
absence of a wage comparability analysis for a specific position, the City must rely upon the internal
equity analysis to assist in range placement decisions. It is important to give consideration to internal
and external considerations, particularly if the internal value differs from external market conditions.
In some instances where a position has a greater internal value than external market conditions, the
position may be placed in a higher range, and where a position has less internal value, it may be
placed in a lower range. The two used in combination truly customize the salary structure to the
unique needs of the City.

Tab E contains the 2014 Salary Ranges @ 50" Percentile.

COMPARATIVE RATIO ANALYSIS SR—

The comparative ratio analysis enables the City to quuckly determlne where current rates of pay fall in
relationship to newly established pay range midpoints. Itis a highly effective tool in ensuring that the
City is administering its pay practices in accordance with its compensation philosophy and identifies
where potential concerns may exist.

Employees falling below 80% are considered below the minimum established for the range, and
employees falllng ahove 120% are considered above the maximum established for the range. The
midpoint (50" percentile) of the range is considered 100%.

The comparative ratio analysis tool also enables the City to calculate the financial impact or market
adjustments to bring those individuals paid below market to the minimum established for the range.

If the compensation philosophy is to lag market, the City will typically manage compensation within
the first and second quintiles. When the philosophy is to meet the external market, the City will
manage compensation within the third quintile with minor drifts into the upper limits of the second
quintile and lower limits of the fourth quintile. Should the philosophy be to lead the market, the City
will manage compensation within the fourth quintile with drift into the lower limits of the fifth quintile.
There will of course always be exceptions in the administration and management of compensation. It
is however important to document why exceptions are being made.

Tab F contains the 2013 Comparative Ratio Analysis @ 50" Percentile.

Individuals falling outside the newly established pay range are highlighted. Those highlighted in
yellow fall below the minimum established for the range. Those highlighted in red fall at or above the
maximum established for the range. Those highlighted in orange are at or approaching the maximum

established for the range.
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Generally, we recommend individuals be paid at least the minimum established for the range unless
extenuating circumsiances exist. Therefore, if an individual falls below the minimum, we have
included a financial impact calculation of bringing those individuals to the minimum of the established
range for the City's consideration.

Please note: the estimated financial impact of bringing individuals to the minimum of the range is
based upon the assumption that all employees work 2,080 hours during the year. We understand that
not all employees work 2,080 hours during a year; therefore, the project team wili need to work closely
together to further refine the estimated financial impact for bringing all employees below the minimum
established for the range to the minimum as needed.

The average compa-ratio for the City is 106%. This suggests the City's compensation pay practice
and philosophy is to lead the market with base compensation.

Twenty-seven (27) individuals were found to be paid at or above the maximum for the range. The
City may wish to consider freezing the compensation of these individuais until such iime the market
value for the position catches up to current rates of pay. We do not recommend decreasing pay.

Nine (9} individuals were found to be approaching the maximum of the established range. Itis
recommended that the City effectively manage compensation increases as not to cause employees to
move or continue to move above the maximum established for the range. In cases of individuals
falling at or above the maximum, this may require a pay freeze until such time the structure movement
allows for an increase. We do not recommend decreasing pay.

Thirteen (13) individuals were found to be paid below the newly established minimum for the ranges.
it is recommended the City consider making a market adjustment for each of these individuals to bring
them to the minimum of the range. Should the City choose to make these market adjustments, the
financial impact would approximate $22,060.48.

Itis recommended the City give careful review and consideration of the comparative ratio analysis to
ensure the individuals are appropriately compensated across all positions and that pay practices align
with the City's compensation philosophy.

A formal compensation philosophy serves as a guidepost for compensation administration and
specifies the purpose of each compconent of employee compensation.

Tab G contains the Compensation Philcsophy policy.

These market valuations and our general recommendation to pay Individuals at least at the minimum
established for the range do not factor in the following determinants of pay, which extend beyond
market practices:

» Experience of the incumbent

¢ Unique skills of the incumbent

¢ Performance of the incumbent

¢ Future potential of the incumbent

+ Financial performance of the City and ability to provide market adjustments
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Any or all of these above factors may suggest an individual be paid at, above, or below current
marketplace levels.

As the City considers moving to a pay-for-performance philosophy, it will wish to take into
consideration the development of an effective performance management process. This process
would need to include updated performance management forms and training for those with
supervisory/management responsibility. It will be important to leverage technology to streamline the
process and overall program effectiveness.

Tab H contains a Performance Management Loop Diagram.

We have also provided within this report an Impact of Merit Decisions Worksheet. This tool can be
used to project how merit increases will impact total payroll. The tool gives consideration to where
employees fall within their respective pay ranges and to overall performance trends. It is an excellent
way to tie performance to compensation and to effectively administer the base compensation plan.

Tab I contains the Impact of Merit Decisions Worksheet.

MANAGEMENT COMMUNICATIONS

We maintained regular communication with the project team throughout the project to provide status

updates, seek clarification, and to review project phases to ensure understanding and alignment with

the City’s goals and objectives. Periodic project team meetings were also held throughout the course

of the project to ensure understanding of tools and process used and to make modifications. Final

adjustments were made to the documents contained within this report and approved by the respective

project teams, ;

DOCUMENTATION
We assisted the City in customizing a Base Compensation Plan Administration policy. |
Tab J contains the updated Base Compensation Plan Administration policy.

PLAN MAINTENANCE AND UPDATE

A complete 2013 Base Compensation Plan project report documenting the process and procedures
used during the course of the project was provided to Mr. Loy in electronic format which will facilitate
annual updates and modifications. This information can be utilized for program maintenance.

Itis recommended the City perform a full plan update every third year. In consideration of this
schedule, the next plan update should be initiated during August/September 2016.

Pay ranges should be evaluated annually to determine if the ranges need to be aged to ensure the
structure remains competitive within the market. We recommend each project team reach out to us or
other resources each September/October to discuss salary structure movement projections and
trends. The project team will then be able to appropriately age the structure to ensure it remains
competitive until the next full plan update. Wipfli LLP would be happy to assist you with gathering
salary structure movement information annually.
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We appreciate the opportunity to be of continued support and service to the City of Wausau and are
confident this information will be useful in the administration of competitive and equitable base
compensation pay practices. If you have any questions as you administer the base compensation
plan, please do not hesitate to contact Julia Johnson directly at 920.662.2876 or e-mail at

jajohnson@wipfli.com.

Sincerely,

Wges LLP

Wipfli LLP
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POINT FACTOR EVALUATION PROCESS

The Point Factor Method breaks jobs down into identifiable "compensable factors” by
assigning welghts, levels, and points to specific evaluation criteria. These criteria are then
used to evaluate positions throughout the organization. The point factor method provides
uniformity of evaluations, determines relative value of different jobs, and addresses
comparable worth issues.

Steps

1. Thoroughly review the job description of the position to be evaluated. Ensure
completeness and accuracy.

2. Using the Point Factor Descriptions, determine the appropriate level of each factor for
each position. Work through all positions for each individual factor before moving on to the
next factor.

3. Record the factor level and associated points for each factor on the Point Factor
Evaluation Form.

4. Total the number of points assigned to that position and record in the upper right hand
corner.

5. Develop spreadsheet to clearly highlight points assigned to each position. This will identify
the relative value of each job to every other job within the Organization.

e - — p—— -



POINTS ASSIGNED TO FA!

ND L EVEL

Demands/Hazards

1. SKILL 25%
a. Education 10 20 40 | 60 | 80 | 100 100
b. Experience/Job Knowledge 15 30 60 | 90 | 120 | 150 150
2, RESPONSIBILITY 65%
a. Supervisory 15 30 60 | 90 | 120 | 150 150
b. Administrative 15 30 60 | 90 | 120 | 150 150
¢. Public/Customer Relations 5 10 20 | 30 { 40 | 50 50
d. Government Retations 10 20 40 { 60 | 80 | 100 100
¢. Safety of Others 5 10 20 | 30 | 40 | 50 50
f.  Complexity/Impact 15 30 60 | 90 | 120 | 150 150
3. WORKING CONDITIONS 10%
Environmental 5 10 20 | 30 | 40 | 50 50
Physical 5 10 20 | 30 | 40 | 50 50

March 2013




FACTOR DESCRIPTIONS

1A. KNOWLEDGE: Education

This factor considers the basic knowledge requirements in terms of formal education,
information, and mental development necessary to perform a job satisfactorily. Itincludes
knowledge of. steps, procedures, practices, rules, policies, theories, and concepts, as well
as the ability to communicate, reason and problem solve. This knowledge can be acquired
through formal schooling, independent study, short courses or on-the-job training.
Specialized technical training for licensing or certification is included. It is assumed that all
jobs require basic skills in reading, writing, and arithmetic {add, subtract, multiply and divide,
decimals and fractions).

Consider the job requirement knowledge only and not the education the employee may have
acquired or hiring policies relative to educational level or that "educational requirements must
reflect advancement potential." To assist in determining the requirements, the degrees are
expressed in relation to formal education steps.

Level 1: Requires the ability to understand and follow standard practices and instructions,
keep routine records, operate standard office equipment, use a computer to enter and/or
obtain information; ability to check, proof, post and file; knowledge of standard practices and
procedures including clerical routines. Equivalent to a high school diploma.

Level 2: Requires the ability to read and understand written instructions, standard practices
and procedures; some knowledge of or training in a specialized field or process; intermediate
administrative support skills, bookkeeping/accounting or office routines, data entry; ability to
compose and/or edit standard business correspondence. Also includes basic knowledge of
mechanical or technical equipment. Equivalent to a high school diploma plus additional
training in a specialized or technical field.

Level 3: Requires knowledge of a general or technical field such as accounting, information
technology, manufacturing operations, quality control, advanced administrative support, data
base and other computer applications, mechanics, and maintenance. Equivalent to two
years of college or an associate degree.

Level 4: Requires thorough knowledge or training in a profession, or in a specialized or
technical field such as financial analysis, accounting, business administration or
management, clinical (nursing/specialized healthcare), social services, agriculture, computer
science/programming/MIS, marketing, human resources, engineering, physical plant
management, and chemical or biological sciences. Equivalent to a bachelor's degree.

Level 5: Requires a broad knowledge of an advanced and technically specialized field,
formal research, and schooling beyond the bachelor's level. Equivalent to a master's degree,
special licensure, or certification (CPA, JD, etc.).

.
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1B. KNOWLEDGE: Experience or Job Knowledge

This factor considers the amount of previous similar or related work experience necessary to
do the job under normal supervision. This factor appraises the length of experience to enable
an average employee, with the necessary education, to perform the work proficiently. The
level should include all essential preparatory training in subordinate occupations and be
based on continuous progress rather than elapsed time.

Level 1: Up to one year

Level 2: One to three years

Level 3: Fourto six years

Level 4: Seven to nine years

Level &: 10 years or more

L __
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2A. RESPONSIBILITY: Supervisory

This factor considers the exient and evel of supervisory responsibility as evaluated by the
level and extent (number) of employees supervised, both directiy and indirectly. Considers
the types of supervision involved, and the responsibility that goes with the job for planning,
instructing, directing, appraising, organizing, coordinating, and interpreting. It measures the
authority exercised, including the degree of responsibility for functions, costs, methods,
personnel, and policies.

Level 1: Is considered an individual contributor and is responsible for own work
assignments. May provide training or assistance to others.

Level 2. Is considered a lead worker and is responsible for assigning, monitoring, planning,
and some scheduling of the work activities of others within the same department performing
similar work.

Level 3: Is considered a technical expert and/or supervisor and has authority within their
field. Others are required to seek advice, approval and/or direction before acting. Technical
expertise Is provided and used by managers and officials in the decislon making process.
May supervise or provide work direction and guidance to team members in area of speciaity.

Level 4: Is considered a manager and has operational authority for a major department and
is responsible for operational results through direct supervision of staff and/or functional
oversight, l.e., IT, HR, Highway, Forestry and Parks. Delegates work, controls processes and
methods, evaluates employee performance, and initiates employment actions, collaborates
with other departments.

Level §: Is considered an executive leader and has the highest level of management
responsibilities and is accountable for multiple functions. Manages and provides direction
and oversight to department managers and operatfonal units through direct supervision
and/or operational oversight.

p— .
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28. RESPONSIBILITY: Administrative

This factors evaluates the requirement for organizing, budgeting, guiding, ptanning,
coordinating, and controlling a variety of the leadership and administrative activities for a unit,

department, division, or organization.

Level 1: Administrative responsibilities are uncomplicated and routine. Position involves
some functional responsibility, generally limited to providing occasional functional advice and
guldance to a limited group. No authority exercised over operation decisions. No budget
responsibility.

Level 2: Administrative responsibilities are moderately complex involving the same or similar
moderately complex functions which may occasionally be difficult and may include submitting
limited budget recommendations. Position involves frequent rendering of functional advice
and guidance, but generally without responsibility for control or follow-up.

Level 3: Leadership and administrative responsibilities are generally complex inveolving
varied and moderately complex operations. Responsibilities include developing and
administering a unit or department budget. Position involves frequent rendering of functional
advice, counsel to widely diversified groups, and has functional authority to ensure
operational efficiencies and effectiveness.

Level 4: Leadership and administrative responsibilities are compiex, highly diversified and
Involve multiple units or departments of an organization’s operations. Responsibilities include
total budget control including allocation of resources. Position involves complex functional
control and significant leadership responsibilities multiple functions and/or departments.

Level 5: Leadership and administrative responsibilities are at the highest level. Responsible
and accountable for muitiple departments, divislons or the entire organization. Establishes
strategic direction and related goals and objectives. Provides oversight to the ieadership of
major depariments and support functions. Position involves ultimate functional control and
leadership responsibilities.

. .. __ .
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2C. RESPONSIBILITY: Public/Customer Relations

This factor considers the degree and impact of required interactions with the public and
Internal customers at the city.

Level 1: Minimal contact with the public/customers or with others outside of their assigned
work group. Interactions are generally limited to routine departmental issues and the focus is

mainly on tasks (vs. custorner service).

Level 2: Public/customer relations are a required element of the job with intemal customers
and/or the public served. Interacts with others, screens for needs or issues,
provides/gathers information, handles common requests, or directs them to the appropriate
resources.

Level 3: Public/customer relations involves the explanation of programs and directing
individuals to appropriate points of contact. Interactions are usually within a defined program
responsibility. Typically does not entail authority to negotiate changes or agreements.

Level 4: Public/customer relations involves the explanation of complex programs or city
services, various requirements, rules, and guidelines. Where conflicting interpretations may
exist possesses limited authority to negotiate changes or agreements.

Level 5: Public/customer relations is at the highest responsibility and is a critical and
continuous part of the job. Requires frequent interaction on collaborative efforts to develop
understanding, interpret complex policies and impact on others, solve problems, mediate
conflicts, and negotiate agreements. Where conflicting interpretations may exist possesses
full authority to negotiate changes or agreements. Involves strategic approach to policy
formulation and initiatives, skillful practice of collaboration and persuasion, at an organization
and city level.

M.
March 2013



2D. RESPONSIBILITY: Government Relations

This factor considers job responsibilities related to interacting with other non-city
governmental agencies/officlais. Includes assessing and responding to their influence on city
policy, rules/regulations, and laws/legal developments.

Level 1: Minimal involvement with other non-city govemmental agencies/officials. Applles
understanding of governmental rules, regulations and guidelines in performance of job duties.

Level 2: Limited involvement with other governmental agencies/officials in carrying out
prescribed actlvities or job requirements. May serve as a resource/contact person for outside
agencies/entities for clarifying rules.

Level 3: Serves as the primary resource/contact person for outside agencies/entities for
clarifying and interpreting rules and the impact of law changes. Provides recommendations
for law/frule/regulatory changes.

Level 4: Assesses and interprets law/rule/regulatory changes from other governmental
agencies/entities and determines the appropriate city response in area(s) of responsibility.
Interacis extensively with others (internal and external to the city) to interpret and influence
the change process and communicate accordingly.

Level 5: Serves as the highest level of authority and has responsibility for interpreting
legal/legisiative changes and their impact on the city where no clear precedence exists. .
Assesses or responds to changes. Reguires a high level of understanding and influence of
the political process.

March 2013




2E. RESPONSIBILITY: Safety of Others

This factor accounts for the responsibility for safety of others, both the public served and
staff.

Level 1: Minimal responsibility for the safety of others. Job is performed using simple
equipment and the materials involved are of such a nature that the probability of injury to self

or others is remote.

Level 2: Modest amount of responsibility for the safety of others. Compliance with
established safety regulations for the job performed should mitigate exposure to injury of self
or others.

Level 3: Responsible for the safety of others on the job. Provides oversight of work groups
and/or public served where there is a moderate exposure to physical hazards or threats.
Implements and enforces safety standards for self and others. Requires routine training for
common workplace or public safety concems.

Level 4: Responsible for the physical safety of the public served. Requires extensive
training and involves front-line response to public safety and/or health threats. Provides input
into safety policies and procedures.

Level 5: Responsible for the overall responsibility of city employees and public served,
Establishes and interprets policy for public safety. Responds to media for high profile
incidents.

March 2013



2F. RESPONSIBILITY: Complexity of Dutles & Impact of Decislons

This factor evaluates the complexity of the work in terms of independent action extent to
which duties are standardized, exercise of sound or independent judgment, types of
decisions made, exercise of discretion, closeness of supervision required or received,
resourcefulness or creative effort and planning required by the job.

Level 1: Duties are routine. Requires the ability to understand and follow instructions.
Assignments are largely repetitive or standardized work; practices and procedures are
specified. Exercises ordinary judgment, limited authority to select alternative work methods,
work is closely supervised. Limited analytical or independent decision-making.

Level 2; Duties are semi-routine. Requires the ability to perform repetitive or generally
standardized duties, works from instructions given or follows standard, general procedures.
Makes decisions involving good judgment, and requires ordinary analysis of standard data.
Work is checked, but not continuously.

l.evel 3: Duties are of a somewhat diversified nature involving a variety of applications
where the employee is responsible for choice of action within prescribed limits or precedents.
Works towards assigned objectives. Acts independently and uses good judgment to plan
work, set priorities, assemble information, analyze facts or conditions regarding individual
problems and situations, and to determine what action to take within limits of standard
organization practice. Seeks advice on nonstandard situations. Moderate responsibility for
decisions which usually affect daily operations of a single process. Work is reviewed for
application of sound judgment.

Level 4: Diversified work of a technical and involved nature requiring the use of analytical
ability and independent thinking and judgment to complete assignments where only general
practice, precedents, and functional principles are applicable. Significant responsibility for
decisions and final recommendations usually affect more than one department. Authority to
make decisions at the departmental level. Work is reviewed for departmental results
obtained.

Level 5: Ability to plan and perform a wide variety of duties with general knowledge of
organization policies, practices, methods, and procedures. Performs both difficult and/or
unusual work that requires considerable independent judgment to solve problems, devise
methods, modify, and adapt procedures to meet different or changing circumstances. Uses
considerable Initiative and Ingenuity. Authority to make decisions which affect departmental,
administrative or technical operations. Decisions impact the entire organization in a
demonstrable way. Work is reviewed primarily through results obtalned.




JA. WORKING CONDITONS: Environmental

This factor considers the environmental surroundings and conditions under which the job
must be performed and the extent to which those conditions impact physical comfort.
Consider exposure to weather, dust, dirt, heat, fumes, cold, wet, odors, noise or other
conditions, including ventilation, and long or unusual working hours.

Level 1: Normal office working conditions within minimal exposure to disagreeable elements.

Level 2: Limited exposure to disagreeable elements such as dirt, temperature fluctuation,
and/or limited exposure to weather conditions. Limited travel.

Level 3: Moderate exposure to environmental conditions that impact physical comfort such
as poor ventilation and temperature extremes. May reguire specialized clothing or use of
common personat protective equipment. Damage to clothing possible. Frequent travel.

Level 4: Regular exposure to disagreeable and environmental conditions. Spend the
majority of working time outside in all types of weather conditions. Exposed to one or more
particularly disagreeable elements such as continuous high noise level, considerable dust,
heat, and humidity. Personal protective equipment regularly used. Regular travel.

Level 5: Significant and frequent exposure to disagreeable and envircnmental conditions.
Requires use of extensive or specialized clothing and/or personal protective equipment.




3B. WORKING CONDITIONS: Physlcal Demands/Hazards

This factor considers the physically demanding nature of the work performed.

Level 1: Normal mental and visual attention is required. Minimal physical demand with
minimal exposure to workplace hazards.

Level 2: Normal mental and visual attention is required. Light physical demands to include
bending, twisting, turning, and light lifting. Limited exposure to workplace hazards.

Level 3: Close mental and visual attention is continuously required. Moderate physical
demands typically found in trades work with moderate exposure to workplace hazards.
Requires regular lifting, bending, twisting, turning, and use of power equipment.

Level 4: Regular and continuous physical demands and continuous mental and visual
attention to work environment. Requires regular lifting, bending, twisting, tuming, and use of
power equipment and heavy equipment. Exposure to workplace hazards.

Level 5: Significant physical demands typically found in heavy industry or construction work,
and with significant exposure to workplace hazards. Regular and frequent lifting, moving,
bending, twisting, and turning

. ... -~ .
March 2013 12



Position Title:

Point Factor Evaluation Form

Total Points:

Factor

Description/Comments

Level | Points

Education

Experience

Supervisory

Administrative

Public/Customer
Relations

Govemment
Relations

Safety of Others

Complexity/Impact

Environmental

Physical Demand/
Hazards

Evaluated by

Date:

March 2013
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WIPFLI.

CPAs and Consultants

CITY OF WAUSAU
Wage Comparabliity Analysis Summary

ADMINISTRATIVE ASSISTANT - DPW 21.05] $43,784.00

ADMINISTRATIVE ASSISTANT - PD $21.05] $43,784.00 §17.36

ADMINISTRATIVE LIEUTENANT $34.69] $71,947.20 $17.36

ASSISTANT CITY ATTORNEY $38.47] ' $60,017.60 $17.34

ASSISTANT COMMUNITY DEVELOPMENT DIRECTOR | $31.31] $65,124.80

ASSISTANT FINANCE DIRECTOR $34.77] $72.321.60

OPERATIONS $28.49] $50269.20 20,00] $41,600.00

BATTALION CHIEF $35.03| $72:862.40 $19.04 $39.603.20

CHIEF INSPECTOR - ZONING ADMINISTRATOR $28.17| _$58,693.60) $27.00] $56,160.00

CITY ASSESSOR $34.75| $72,260.00] §18.72] $3,937.60

CITY ATTORNEY $4621] $96,116.80 $27.03] $56,222.40

CITY CLERK $29.04] $60,403.20 $19.86 sn,ana.aul

CITY PLANNER $26.68] $59,664.40 $20.05] $41,704.00

CONFIDENTIAL ADMINISTRATIVE SPECIALIST-

CITY SURVEYOR-CHIEF ENGINEERING TECHNICIAN | $26.47| $55,057.60 TRANSIT $17.34| $36,067.20

COMMUNITY DEVELOPMENT DIRECTOR $43.97| $91,457.60 CONFIDENTIAL OFFICE ASSISTANT - MAYOR& HR | 518.67| $38,833.60

COMMUNITY SERVICES ANALYST §28.15|_$58,662.00 CUSTOMER SERVICE REPRESENTATIVE Il - CDA $17.99] §37.419.20

DEPUTY FIRE CHIEF $39.33] $8180640|  [CUSTOMER SERVICE REPRESENTATIVE $19.74] $41,069.20

CUSTOMER SERVICE REPRESENTATIVE Il -

DIRECTOR - HUMAN RESOURCES $42.76| $88,940.80 INSPECTIONS §17.99| $37,419.20

DIRECTOR - PUBLIC WORKS & UTILITIES s47.08| $97.92640]  [CUSTOMER SERVICE REPRESENTATIVE lll-POLICE | $19.74 $41,059.20

DIVISION CHIEF - EMERGENGY MEDICAL SERVICE 527.68] $57.9%0.40]  |CUSTOMER SERVICE REPRESENTATIVE ll- POLICE | $17.99] $37.419.20
$35.17| $73,163.60 DEPUTY CLERK $19.74 $41,059.20]
$4483| $9324640]  [ELECTRICAL INSPECTOR - DPW $26.50] $55,120.00)
§33.47| $69,617.60 ELECTRICAL WORKER Il _$21,03| $43.742.40
$4577] $9520160|  [ELECTRICAL WORKER il $24.21]$50.481.60)
$3220] $67,017.60)  |ENGINEERING TECHNICIAN 4.20] $50,523.20
$33.27] $69.201.60 EQUIPMENT OPERATOR $21.61] $44,846.80
$21.88] $4551040 EQUIPMENT SERVICES MECHANIC $22.03] $45,622.40

HOUSING PROJECT COORDINATOR $17. sol $37024.00]  [LAW ENFORCEMENT COMPUTER TECHNICIAN $21.44| $44,59520

HUMAN RESOURCES GENERALIST $21.48] 57, 158,40 40|  [LEGAL ADMINISTRATIVE ASSISTANT —521.64] $45,011.20

LEGAL ADMINISTRATIVE ASSISTANT $2164| 54501120]  [OCCUPANGY SPECIALIST $16.35]_$34,000.00

OFFICE MANAGER - POLICE DEPARTMENT OFFICE ASSISTANT-FIRE $16.24] sss,ﬂs.zol

$33,779.20

PARATRANSIT COORDINATOR

$24.46] $50,876.80
52065 uz.ml

POLICE CAPTAIN - ADMINISTRATION
POLICE CAPTAIN - INVESTIGATIONS

OFFICE TECHNICIAN-DPW

$16.24

PPOLICE CAPTAIN - PATROL $37.72| $78,457.60 OFFICE TECHNICIAN - ASSESSMENT | 516.24]
E CHI $46.66] $97,052.80 PARKING CASHIER
34.59] - $71,947.20 PARKING C SPE! T
$35.87] $74,609.60 [PARKING OPERATIONS WORKER 4.6
$38.09] §79,227.20 PLANT MAINTENANCE MECHANIC $20.44 m.ms._zgl
IPuauc HOUSING MANAGER $34.70] ' $72,176.00 PLUMBING INSPECTOR $25.12| $52,249.60}
PUBLIC WORKS SUPERINTENDENT $32.07]  $66,705.60 PROPERTY APPRAISAL TECHNICIAN $16.79] :$34,923.20
[PUBLIC WORKS SUPERVISOR $26.92| ' $55,993.60 PROPERTY APPRAISER $24.26] $50,460.80
TRANSIT DIRECTOR $38.28] $79,622.40 PROPERTY INSPEOTOR
TRANSIT MAINTE £ SUPERVISOR | $26.96) 8 [SENIOR
TRANSIT OPERATIONS MANAGER 7.51 220,80
TRANSIT OPERATIONS SUPERVISOR ] 952.00
LITY ANALYST $17.80] $37,024.00
WASTE WATER SUPERINTENDENT 5.35] $73,528.00
[WATER OPERATIONS SUPERINTENDENT $35. 73,9024
WATER PLANT OPERATOR
oles:
* Hourly = Link to the position's hourly rate
** Annual = Hourly rate column * 2080
Seplember 2013 Prepared by Wipfli LLP Page 1




Final Report

Point Factor Analysis Method

Internal Equity Analysis

Wage Comparability Analysis Summary

2014 Salary Ranges @ 50th Percentile -
2013 Comparative Ratio Analysis @ 50th Percentile
Compensation Philosophy

Performance Management Loop Diagram

Impact of Merit Decisions Worksheet

Base Compensation Plan Administration Policy




2014

Fﬂji\'f{b}i WAUSAUX

4 SALARY/RANGES PERGENTILE ALL'F

Annual

Job Title* Minimum  Midpoint  Maximum Minimum Midpoint Maximum

10

1

September 2013

OPEN

CITY ATTORNEY

DIRECTOR - PUBLIC WORKS & UTILITIES
FINANCE DIRECTOR

FIRE CHIEF

POLICE CHIEF

COMMUNITY DEVELOPMENT DIRECTOR
DIRECTOR - HUMAN RESOURCES

TRANSIT DIRECTOR

CITY ASSESSOR

POLICE CAPTAIN - ADMINISTRATION
POLICE CAPTAIN-INVESTIGATION
POLICE CAPTAIN - PATROL
PROJECT MANAGER

ASSISTANT CITY ATTORNEY
DEPUTY FIRE CHIEF

ASSISTANT FINANCE DIRECTOR
ENVIRONMENTAL ENGINEER

PROJECT ENGINEER

WASTE WATER SUPERINTENDENT
WATER OPERATIONS SUPERINTENDENT
PUBLIC WORKS SUPERINTENDENT
POLICE LIEUTENANT - ADMINISTRATION
POLICE LIEUTENANT-INVESTIGATIONS
POLICE LIEUTENANT - PATROL
BATTALION CHIEF

ASSISTANT COMMUNITY DEVELOPMENT DIRECTOR
FIRE MARSHALL

PUBLIC HOUSING MANAGER

FINANCIAL SYSTEMS ANALYST

FLEET & FACILITIES MANAGER

CHIEF INSPECTOR - ZONING ADMINISTRATOR
CITY PLANNER

ASSISTANT SUPERINTENDENT - WATER OPERATIONS
CITY CLERK

CITY SURVEYOR-CHIEF ENGINEERING TECHNICIAN
HUMAN RESOURCES ANALYST

Community Development Supervisor

COMMUNITY. SERVICES ANALYST

DIVISION CHIEF - EMERGENCY MEDICAL SERVICE
PUBLIC WORKS SUPERVISOR

TRANSIT MAINTENANCE SUPERVISOR

TRANSIT OPERATIONS MANAGER

Building Inspector

Electrical Inspector

Plumbing Inspector

GIS ANALYST
Commercial/Residential Appraiser

Property Inspector
Electrical Worker Ill
Engineering Technician
Property Appraiser

$83,200

$77,376

$71,960

$66,923

$62,238

$57,881

$53,830

$50,062

$46,657

$43,208

$40,267

$104,000

$96,720

$689,950

$83,663
$77,797

$72,352

$67,287

$62,577

$58,197

$54,123

$50,334

Prepared by Wipfii LLP

$124,800

$116,084

$107,940

$100,384

$93,357

$66,822

$60,744

$756,002

$69,836

$64,947

$60,401

$26.88

$24.07

$22.38

$20.82

$19.36

$32.35

$30.09

$27.98

$24.20

$36.10

$33.657

$20.04

Page 1




Job Title” Minimuim
12 Confidential Administrative Assistant - Lega] $37 448
Senior Equipment Qperator
Senior Equipment Services Mechanic

Water Plant Operator
Senior - Plant Maintenance Mechanic

13 Building Maintenance Coordinator $34 027
Building Maintenance Senior Technielan - CDA
ADMINISTRATIVE ASSISTANT - PD
ADMINISTRATIVE ASSISTANT-DPW
Confidential Administrative Assistant - Mayor
Electrical Worker |i
Equipment Operalor
Law Enforcement Computer Technician
PARATRANSIT COORDINATOR
Equipment Services Mechanic
TRANSIT OPERATIONS SUPERVISOR
Plant Mainterance Mechanic
Senior Water Distribution Maintainer
ADMINISTRATIVE ASSISTANT - UTILITY
Senior Sewer Mainlainer

14 Building Maintenance Technician - CDA $32.389
Customer Service Represeniative IH - Finance
Evidence Custodian
Accounting Assistant - Finance
Accounting Assistant - Ulility
Customer Service Representative (I - Police
Confidential Administrative Spedialist - Finance
Confidential Administrative Spedialist - Legal
Community Development Specialist
Confidential Office Assistant - Mayor & HR

15 Administrative Specialist - Court $30,122
Water Distribution Maintainer
Sewer Maintainer
Administrative Speciatist - DPW
Administrative Specialist - Inspection
Confidentiai Administrative Specialist - Transit
Customer Senvice Representative |l - Police
HOUSING PROJECT COORDINATOR

18 QCCUPANCY SPECIALIST $28,014
Customer Service Representative |l - CDA
Customer Service Representlative Il - Inspections
Water Meter Worker
Office Assistant-Fire
Propeity Appraisal Technician
Humane Officer
Office Technician - Assessment
Office Technician-DPW

17 Parking Control Specialist $26,053
Stackroom Specialist
Traffic Maintainer

18 Parking Operations Worker $24,229
19 OPEN $22,533
20 Parkng Cashier $20,055

Minimum and maximum values are calcutated -/+ 20% of midpaint
Progression between midpaints is 7%

Anrual

Midpoint

$46,811

$43,534

$40,487

$37,663

$35,017

$32,568

$30,296
$28,166
$26,194

Maximum

$56,173

$52,241

48,504

$45,183

$42,020

$38,079

$36,243
$33,700
$31,433

"All CAPS represents exampt level positions. Lowercase represents non-exempt positions.

September 2013 Prepared by Wipfi LLP

$10.00

$16.714

$15.57

$14.48

$13.47

Haurly

Minimum Midpoint Maximum

$22.51

$20.03

$19.46

$18.10

$16.04

Page 2
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5.01 -Compensation Philosophy

We helieve that it is in the best interest of the City of Wausau, our employees, and the community in which we
serve, to competitively and falrly compensate employees for the value of their work, The compensation for
general City employees In an allocated position not covered by a labor contract will be established by the Human
Resources Director within the budget approved by the Common Council.

The City's compensation philosop hy is to maintain position classifications and compensation [evels that are
internally consistent and responsive to changes in local economic conditions and strategic priorities. The City's
compensation priorities include;

(1) Internal alignment: Employee’s jobs and skills will be compared in terms of their relative contributions
to the City’s objectives. Pay rates both for employees doing equal work and those doing dissimilar work
will continually be evaluated.

{2) Extemal competitiveness: To be an effective organization the City must attract and retain high caliber
employees while controlling labor costs to ensure living in Wausau provides value to our citizens. The City
will gauge our compensation against both private and public markets to ensure that we are capable of
employing a quality work force at market costs.

{3) Employee contributions te pay: Employee contributions ta pay refer to the relative emphasis placed
on performance. The City will evaluate employee performance and determine whether one employee
should be paid differently from another depending on relative performance.

(4) Administration: The City will continually evaluate our compensation plan and pay model to determine
that we are meeting our strategic goals with our human resources. This review will focus on whether we
are attracting and retafning skilled workers, perceived faimess and understanding of the pay p'an, and
how our labor costs compare to the overall laber market.

Qur total compensation system is comprised of both Base Compensation and Employee Benefits. Qur
compensation system will be objective and non-discriminatory in theory, application, and practice.

Base compensation is designed to provide competitive and fair compensation to employees for fulfiliing the full
scope of responsibilities and accountabilities as outlined in our job desciiptions. Base compensation salary ranges
for each position are established by researching industry and local salary survey data. Base compensation levels
within the established range for the position are determined on the basis of an employee’s ability to execute the
full responsibilities of the position at an acceptable proficiency level. Generally, the City will administer base
compensation to reflect our pay-for-performance culture,

Our benefits will be reviewed on an annual basis to ensure they remain competitive within the marketplace and
reflect those benefits valued by our employees. Targeted levels for benefits will be positioned at or slightly above
the market median as derived by review of industry and local survey data and discussion with City insurance
representatives and other advisors.
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5.02

(1)

(2)

Base Compansation Plan Administration

Job Documentatlon: Job documentation refers to the coflection and maintenance of job content
information. Formal job descriptions are used to describe duties and responsibilities required for each job
at the City. The deseription focuses on the job, not the employee assigned 1o the job. Appraisal of the
employea's performance is treated as a separate issue.

City job descriptions generally contain the following information: job title; reporting refationships;
exemption status; purpose; essential duties and responsibilities; additional duties and responsibilities; job
requirements; performance specifications; and work environment conditions. A copy of the approved job
description is available for each employee on the City's website, through their manager, or the Human
Resources Director. A job description is used to describe every job. It is intended to document the
minimum requirements of the job as it exists at the present time. The formal job description is used as
the basis for assigning a pay range. Accurate and complete job descriptions will be prepared and
maintained.

Salary adjustments for current employees or hiring rates for new employees are authorized only with a
current job description.

Current job documentation is the responsibility of the Human Resources Director in coordination with
department managers. The Human Resources Director is responstble for ensuring the consistency and
accuracy of the information and keeping formal coples and background information on file for all jobs.
The Human Resources Director is also responsible for writing new and revised job descriptions and
determining the salary range for new or changed jobs.

If a manager wants to hire for a new job, a position description questioninaire must be completed listing
the minimum requirements and responsibilities for the job, A job description will then be developed and
a pay grade and salary range assigned to the job.

As a job changes, a revised job description may be needed. Managers are required to review job
descriptions with their employees on an annual basis in conjunction with the performance appraisal
process. If changes are minor, the manager and employee should note the changes on the current job
description and forward it to the Human Resources Director. The Human Resources Director will make
the changes and prepare and distribute an official revised description.

If a job becomes vacant, the manager is required to review the current job description to determine if
there should be any changes prior to the position being posted. Revisions should be made before any
action is taken to fill the position.

Salary Range Structures: The City is committed to providing a salary range structure that js responsive to
the externai market and is internally equitable. Data will be collected and analyzed on a regular basis to
determine market movement of jobs and current salary trends.

Job pricing is the process of matching our jobs at the City to jobs of the external market. Pay grades are
determinad through a process of evaluating jobs based upon internal and external conditions and
grouping similarly valued jobs together {job groups). The market value for jobs within a job group is used
as a factor when computing the pay for the salary range structure,

The salary range structure consists of a serles of overlapping salary ranges. Each salary range has a
minimum, midpeint, and maximum salary amount. To reflect the City of Wausau's pay for performance
philosophy, the minimum and maximum of each pay grade will be within 20% of the midpoint. The City of
Wausau will review the Consumer Price Index for Afl Urban Consumers (CPI-U} data as well as data from
tocal and national compensation surveys in order to maintain competitive salary ranges,
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Each salary range is identified through a minimum, midpoint, and maximum salary amount.

{a) Minimum —The lowest amount the City will pay an individual for a job assigned to the salary range.

(b} Minimum to midpoint area (the first and second quintiles) - Is intended for employees who:
— Are continuing to learn job responsibilities while meeting performance standards.
—  Are fully trained but perform at a level that is less than proficient.
— Have not acquired sufficient time in the job to warrant pay at the midpoint level.

{¢) Midpoint area (the third quintile) — Intended to represent the salary level for employees who are
fully qualified and performing at a proficient level over a period of time (the direct midpoint of the
range is intended to reflect the market rate}.

(d) Midpoint area to maximum {the fourth and fifth quintiles) — Intended for employees whose
performance is continuously excellent or outstanding and excaeds performance objectives over a
period of time,

The Human Resources Director will conduct a comparative ratio analysis on an annual basis to determine
where each employee’s pay falls relative to his or her current salary range. As a policy, the Common
Council requires the overall pay plan to maintain a comparative ratio analysis within the third quintile.

The Human Resources Director is responsible for gathering, analyzing, and recommending changes to the
salary range structure based on market data and salary trend information. Final approval of these
recommendations wilt be made by the Common Council. A full review of market data for all City jobs will
be conducted at least once every five (5) years. The Human Resources Director will review market data
and develop a comparison of market data to current midpoints ang current pay practices. This
information will be shared with the Human Resources Committee at least annually.

Pay AdJustments: A pay adjustment occurs when the City adjusts an employee’s rate of pay to fall within
the parameters of established pay ranges. These adjustments may occur for various reasons. To ensure
credibility and achievement of City objectives, an effoctive pay adjustment system must be developed and
maintained with guidelines and procedures communicated to users on a timely basis. The guidelines and
procedures of the base compensation plan are intended to ensure that each employee will be rewarded
on the basis of demonstrated performance.

Department managers are responsible for initiating appropriate pay adjustments for their employees
through the performance management system with the oversight of the Human Resources Director.
Managers will communicate all approved pay adiustments to employees.

(=) Market Adjustments: Market rates (mid-points of salary ranges) are the rate of pay with which the
City compares itself in local, regional or even national markets for our jobs. When necessary and
appropriate, salary adjustments not related to performance, but intended to correct market or
equity disparities may be proposed for individual jobs, groups of jobs, or the overall pay plan to
maintain the City's relative position to the market. All market adjustments will be approved by the
Common Council,

(b} Merlt Increases: Merit increases are intended to ensure that performance is recognized and that
equity is achieved and maintained. The Human Resources Director will review market conditions and
trends to recommend a merit increase budget on an annual basis that will be approved by the
Common Council. Recommendations for individual merit increases will be determined by
Department Directors within the budget provided and should be on the basis of performance. Merit
increases are not permitted if the increase weuld move the compensation of an employee past the
maximum established for the salary range. A merit increase is applied by taking the employee’s
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current rate of pay, identifying which quintile that rate of pay is in, and then multiplying the midpoint
of the salary range by the percentage increase based on the employee’s level of performance. The
following table is an example of an annual merit increase decision worksheet. The merit increase
worksheet will be determined by the budget approved by the Common Council, employee
performance, and both overali and individual comparative ratic analysis on an annual basfs.

Example Annual Merit Increase Considerations
QUINTILES
== TR

T

Exceptional Performance 4.0% 3.5% 3.0% 2.5% 2.0%
Proficient Performance 3.5% 3.0% 2.5% 2.0% 1.5%
Marginal Performance 0.0% 0.0% 0.0% 0.0% 0.0%

New Hires: The hiring rate is normally the minimum of the salary range for entry-level individuals. If
an individual with prior experience is hired, the hiring rate should jefiect the level of experience the
individual brings to the City. The proposed rate should not create inequities with current staff. The
proposed hiring rate will be determined and approved by the Human Resources Director. Any hiring
rate that exceeds the market rate {mid-peint} for a position mustbe presented to and approved by
the Mayor.

Promotional Incrsases: Promoticnal increases are provided to recognize an increase in the scope
and responsibility of a job and should be given at the time the new responsibilities are assumed, The
amount of the increase should be consistent with the objectives of the base compensation plan, take
into consideration the employee's pay level prior to the promotion, and internal equity issues.

Job Reclassification: As the organization continues to grow, jobs and responsibilities will evelve and
change over time, Therefore, as job descriptions change, they will be evaluated to determine if the
job needs to be reclassified into a different pay grade. The Human Resources Director will have the
responsibility to recommend the reclassification of positions. All position reclassification requests will
require submission of a pesition description questionnaire, internal equity analysis, and relevant
market data prior to consideration. Employees can make reclassification requests to their respective
Department Head who will request that Human Resources aid in the analysis and collection of market
data. Reclassification requests can be made beginning the first working day in April and all requests
must be submitted to Human Resources no later than the last working day in June. All reclassification
requests will be evaluated thereafter and subject to the approval by the Human Resources
Committee and Commeon Council,

Transfer: A transfer is the reassignment of an employee from one job to another job in the same pay
grade and salary range which normally does notinvolve a change in pay. Lateral transfers provide
employees with the opportunity to acquire new work experience and provide exposure to a different
work environment.

Temporary Appointments: Employees temporarily appointed to positions of a higher classification
may be eligible for a pay increase during the temporary appointment peried. The Humnan Resources
Director will take into consideration the employee's pay level at the time of the appolntment, change
in scope of duties and responsibilities, duration of the appointment, internal equity issues, and other
factors when making the compensation determination.
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(h) Demotion: A demotion is the reassignment of an employee from one job to another job in a lower

o

o

pay grade and salary range with a resulting decrease in the scope and responsibility. Demotions may
occur for unsatisfactory job performance, in response to an employee request, and for various
organizational reasons. The determination of whether the employee should have their pay reduced
will be based on the current pay level of the employee relative to the salary range as well as intemal
equity considerations.

Redlining: Employees whose salary is determined to he above maximum pay rate In the pay grade
established for thelir job will have their pay rates frozen until such time that the market adjustments
bring their current salary within established salary ranges. Before an employee is redlined they must
be notified in writing prior to and given adequate time to appeal the decision to the Human
Resources Committee.

Exceptlons: In order to make the base compensation plan an effective management tool, exceptions
from to base compensation administration guidelines may be considered when extenuating
circumstance exist. Exceptions to policy should be discussed with the Human Resources Director
prior to the preparation of any recommendation, Exceptions must be reviewed and approved by the
Human Resources Committee.

Confidentiality: The City will treat all pay and salary range information confidentially. As a general rule,
the City will not discuss individual compensation information with other employees unless extenuating
circumstances exist. When discussing compensation with an employee, we will remain focused on that
employee’s specific pay situation. Employees will be provided their individual pay and salary range only.
If an employee is considering a job change to a vacant position, the salary range information will be
discussed at that tima.

City of Wausau compensation data is public record. Therefore, any party wishing to acquire specific
compensation information may be entitled to receive it provided they make the request in the
appropriate manner.



Plan,

Ut

il POLICY MEMORANDUM

TO: Human Resources Committee
Jim Tipple, Mayor

FROM:  Michael Loy, Director of Human Resources
DATE:  November 26", 2013

RE: Amendments to Chapter 5-Compensation of the Employee Handbook

Issue: Whether to adopt amendments to Chapter 5-Compensation of the Employee Handbook.

Background; The City of Wausau partnered with WIPLFI to issue a Wage Comparability Study for all non-union
“general” City employees. In addition to reviewing current pay to market rates, the City worked with WIPFLI to
develop a new merit based compensation system, The original Wage Comparability Study document included 2
Base Compensation Plan Administration Policy that was drafted as an administration guide for the new merit based
compensation system. This policy is needed to effectively manage and administer the proposed merit based system.
The final proposed policy language is attached, There arc two proposed changes that have been incorperated info
this latest proposal that differ from the Wage Comparability Study policy.

5.02 (3) (b) Merit Increases

Previous language: A merit increase is applied by taking the employee’s current rate of pay, identifying
which quintile that rate of pay is in, and then multiplying the smidped
increase based on the employee’s level of performance.

Proposed amendment: A merit increase is applied by taking the employee’s current rate of pay, identifying
which quintile that rate of pay is in, and then multiplying the current rate by the percentage increase
established in the annual merit increase decision worksheet based on the employee's level of performance.

5.02 (3)(i) Redlining

Previous language: Redlining: Employees whose salary is determined to be above the maximum pay rate
in the pay grade established for their job will have their pay rates frozen until such time that the market
adjustments bring their current salary within established salary ranges. Before an employee is redlined they
must be notified in writing prior to and given adequate time to appeal the decision to the Human Resources
Committee.

Proposed amendment: Redlining: Employees whose salary is determined to be above the maximum pay
rate in the pay grade established for their job will have their pay rates redlined until such time that the
market adjustments bring their current salary within established salary ranges. The redlining procedure
does not allow for an employee’s base rate to be adjusted above the salary range maximum rate. Once
adjusted to the maximum salary rate, employees remain eligible to receive any portion of any pay increase
that exceeds the salary range maximum rate as a lump sum payment to be paid at the time of the
adjustment. The lump sum payment will be calculated by taking the hourly rate that exceeds the salary
range maximum rate and multiplying it by the annual hours for the position (usually 2,080 hours). Before
an employee is redlined they must be notified in writing prior to and given adequate time to appeal the
decision to the Human Resources Committee,

Discussion: The first amendment to the proposed policy is to relieve an unnecessary constraint that the previous
language would have put on the new pay system. The initial language would use the mid-point (market rate) as the
basis for the base rate increase calculation as opposed to the employee’s current pay rate. This would have
effectively moved employees up to the market rate quickly but would have constrained pay increases for those
above the market rate. For example, if the employee was cligible for a 2% increase the original language would

Michael Loy
Director of Human Resources
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have allowed those under the market rate to receive more than a 2% increase and those above the market rate would
have received less than a 2% increase. That was not the intent of the system. If an individual is allocated a 2%
merit adjustment, that adjustment should equal 2%.

The second amendment is intended to maintain an incentive for those at the very top of their pay range. [n most
redlining procedures an individual’s rate is frozen once they reach the maximum salary range rate and they are no
longer eligible for any increases. Staff believes this is counterproductive to the merit based nature of the system and
would unnecessarily stymie performance motivation while saving relatively little. In the proposed amendment, the
employee would be allowed to have their merit adjustment apply to their base rate up to the salary range maximum
but any amount above that rate would not build towards their base rate. Instead the employee would receive that
amount in an annualized lump sum payment. The amendment would allow employees at the top of their salary
range the incentive to have their performance compensated while at the same time not allowing the system to exceed
its designed limits. Over the short course of time, with inflation adjustments to the salary ranges, employees who
are redlined would again become eligible for full or partial merit increases that would apply to their base rates.

Financial Impact: The financial impact is dynamic and hard to predict without knowing the performance levels for
employees in 2014 and beyond. There are a limited number of employees that would be redlined under the new plan
and it is estimated that they would fall back into salary ranges with the application of 1-2 inflationary adjustments
that are anticipated to occur in 2015 and 2016, Beyond that, it is again difficult to predict the financial impact
because of the implication that performance has on future adjustments and the relative unknown of future
performance levels. Overall, the long-term implication is that the proposed redlining policy wonld cost mote than a
traditional policy; however, staff believes that proposed policy will benefit the City in productivity and morale at a
greater level than the savings of the traditional redlining policy.

Motion Sought: To adopt and replace in their entirety, Employee Handbook Sections 5.01-Compensation
Philosophy and 5.02 Base Compensation Administration as proposed in the attached document.

—nid Page 20f2  Meeting Date: 12/3/13 Ttem #: 3(b)
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5.01 -~Compensation Philosophy

We belleve that it is In the best Interest of the City of Wausau, our employees, and the community in which we
serve, to competitively and falrly compensate employees for thelr work. The compensation for general City
employees in an allocated position not covered by a labor contract will be established by the Human Resources
Director within the budget approved by the Common Council,

The City's compensation philosophy is to maintain position classifications and compensation |evels that are
internally consistent and responsive to changes in local economic conditlons and strateglc priorities. The City’'s
compensation priorities include:

(1) Internal alignment: Employee’s jobs and sklills wlil be compared in terms of their relative contributions
to the City's objectlves. Pay rates both for employees doing equal work and those doing dissimilar work
will continually be evaluated.

(2) External competitiveness: To be an effective organization the City must attract and retain high caliber
employees while at the same time controlling labor costs to ensure living in Wausau provides value to our
citizens. The City will gauge our compensation against both private and public markets to ensure that we
are capable of employing a quality work force at market costs.

(3) Employee contributions to pay: Employee contributions to pay refer to the relative emphasis placed on
performance. The City will evaluate employee performance and determine whether one employee should
be pald differently from another depending on relative performance.

{4} Administration: The City will continually evaluate our compensation plan and pay mode| to determine
that we are meeting our strategic goals with our human resources. This review will focus on whether we
are attracting and retaining skilled workers, percelved fairness and understanding of the pay plan, and
how our fabor costs compare to the overall labor market.

Our total compensation system Is comprised of both Base Compensation and Employee Benefits. Our
compensation system will be objective and non-discriminatory In theory, application, and practice.

Base compensation is designed to provide competitive and fair compensation to employees for fulfilling the full
scope of responsibilities and accountabilities as outlined in our job descriptions. Base compensation salary ranges
for each posltion are established by researching industry and local salary survey data. Base compensation levels
within the established range for the position are determined on the basis of an employee’s ability to execute the
full responsibliities of the position at an acceptable proficiency level. Generally, the City will administer base
compensation to reflect our pay-for-performance culture.

Our benefits will be reviewed on an annual basis to ensure they remaln competitive within the marketplace and
reflect those benefits valued by our employees. Targeted levels for benefits will be positioned at or slightly above
the market median as derived by review of industry and local survey data and dlscussion with City Insurance
representatives and other advisors.
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(1)

(2)

Base Compensation Plan Administration

Job Documentation: Job documentation refers to the collection and maintenance of job content
information. Formal job descriptions are used to describe duties and responsibilities required for each job
at the City. The description focuses on the job, not the employee assigned to the job. Appraisal of the
employee's performance Is treated as a separate Issue.

City job descriptions generally contain the following informatton: job title; reporting relationships;
exemption status; purpose; essential dutles and responsibllities; additional duties and responsibilities; job
requirements; performance specifications; and work environment condltions. A copy of the approved job
description Is available for each employee on the City’s website, through their manager, or the Human
Resources Director, A job description is used to describe every job. 1t is Intended to document the
minimum requirements of the job as it exists at the present time. The formal job description Is used as
the basls for assigning a pay range. Accurate and complete job descriptions wilt be prepared and
maintained.

Salary adjustments for current employees or hiring rates for new employees are authorized only with a
current job description.

Current job documentation Is the responsibility of the Human Resources Director in coordination with
department managers. The Human Resources Director Is responsibie for ensuring the consistency and
accuracy of the Information and keeping formal coples and background Information on file for all jobs.
The Human Resources Director is also responsible for writing new and revised job descriptions and
determining the salary range for new or changed jobs.

If a manager wants to hire for a new Job, a position description questionnaire must be completed listing
the minimum requirements and responsibilities for the job. A job description will then be developed and
a pay grade and salary range assigned to the job.

As a job changes, a revised job description may be needed. Managers are required to review job
descriptions with their employees on an annual basis in conjunction with the performance appraisal
process. If changes are minor, the manager and employee should note the changes on the current job
description and forward it to the Human Resources Director. The Human Resources Director will make
the changes and prepare and distribute an official revised description.

If a job becomes vacant, the manager is required to review the current job description to determine if
there should be any changes prior to the position being posted. Revisions should be made before any
action is taken to fill the position.

Salary Range Structures: The Clty Is committed to providing a salary range structure that is responsive to
the external market and Is internally equitable. Data will be collected and analyzed on a regular basis to
determine market movement of jobs and current salary trends.

Job pricing is the process of matching our jobs at the City to jobs of the external market. Pay grades are
determined through a process of evaluating jobs based upon internal and external conditions and
groupling stmilarly valued jobs together {job groups). The market value for jobs within a job group is used
as a factor when computing the pay for the salary range structure.

The salary range structure consists of a series of overtapping salary ranges. Each salary range has a
minimum, midpoint, and maximum salary amount, To reflect the City of Wausau's pay for performance
philosophy, the minimum and maximum of each pay grade will be within 20% of the midpoint. The City of
Wausau will review the Consumer Price Index for All Urban Consumers {CPI-U) data as well as data from
local and national compensation surveys in order to maintain competitive salary ranges.
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Each salary range is identified through a minimum, midpoint, and maximum salary amount.

{a) Minimum —The lowest amount the City will pay an individual for a job assigned to the salary range.

{b} Minimum te midpolnt area (the first and second quintiles) - Is intended for employees who:
— Are continuing to learn job responsibilities while meeting performance standards.
—~  Are fully tralned but perform at a level that Is less than proficient.
- Have not acquired sufficient time in the job to warrant pay at the midpoint level.

{c} Midpoint area (the third quintile) - Intended to represent the salary level for employees who are
fully qualifted and performing at a proficient level over a period of time (the direct midpoint of the
range is intended to reflect the market rate),

(d) Midpoint area to maximum (the fourth and fifth quintlles} — Intended for employees whose
performance is continuously excellent or outstanding and exceeds performance objectives over a
perlod of time,

The Human Resources Director will conduct a comparative ratio analysis on an annual basis to determine
where each employee’s pay falls relative to hls or her current salary range. As a policy, the Common
Council requires the overall pay plan to maintain a comparative ratlo analysis within the third quintile,

The Human Resources Director is responsible for gathering, analyzing, and recommending changes to the
salary range structure based on market data and salary trend information. Final approval of these
recommendations will be made by the Commeon Council. A full review of market data for ali City jobs will
be conducted approximately once every five {5) years, The Human Resources Director will review market
data and develop a comparison of market data to current midpolints and current pay practices. This
information will be shared with the Human Resources Commiittee.

Pay Adjustments: A pay adjustment occurs when the City adjusts an employee’s rate of pay to fall within
the parameters of established pay ranges. These adjustments may occur for various reasons. To ensure
credibility and achlevement of City ohjectives, an effective pay adjustment system must be developed and
maintained with guidelines and procedures communicated to users on a timely basis. The guldelines and
procedures of the base compensation plan are intended to ensure that each employee will be rewarded
on the basis of demonstrated performance.

Department managers are responsible for inltiating appropriate pay adjustments for their employees
through the performance management system with the oversight of the Human Resources Director,
Managers will communicate all approved pay adjustments to employees.

(a) Market Adjustments: Market rates {mid-points of salary ranges) are the rate of pay with which the
City compares itself in local, regional or even national markets for our jobs. When necessary and
appropriate, salary adjustments not related to performance, but Intended to correct market or
equity disparities may be proposed for individual jobs, groups of jobs, or the overall pay plan to
maintain the City's relative position to the market. All market adjustments will be approved by the
Common Council,

(b) Maerit Increases: Merit Increases are Intended to ensure that performance Is recognlzed and that
equity is achieved and maintained, The Human Resources Director will review market conditions and
trends to recommend a merit Increase budget on an annual basis that will be approved by the
Common Council, Recommendations for individual merit increases will be determined by
Department Directors within the budget provided and should be on the basis of performance. Merit
increases are not permitted If the increase would move the compensation of an employee past the
maximum established for the salary range. A merit increase is applied by taking the employee’s
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current rate of pay, identifying which quintile that rate of pay Is in, and then muitiplying the current
rate hy the percentage increase established in the annual merit Increase decision worksheet based
on the employee’s level of performance. The following table Is an example of an annual merit
increase declsion worksheet. The merit increase worksheet wili be determined within the budget
approved by the Common Council, employee performance, and both overall and Individual
comparative ratio analysis on an annual basls.

Example Annual Merit Increase Considerations

- PERFORMANGE:!.%: 5 s
Exceptional 4.0%
Performance
Proficlent 3.5% 3.0% 2.5% 2.0% 1.5%
Performance
Marginal 0.0% 0.0% 0.0% 0.0% 0.0%
Performance

New Hires: The hiring rate is normally the minimum of the salary range for entry-level individuals. If
an individual with prior experlence is hired, the hiring rate should reflect the level of experience the
tndlvidual brings to the City. The proposed rate should not create inequities with current staff, The
proposed hiring rate wlll be determined and approved by the Human Resources Director. Any hiring
rate that exceeds the market rate (mfd-point) for a position must be presented to and approved by
the Mayor,

Promotional Increases: Promotlonal increases are provided to recognize an increase in the scope
and rasponsibility of a job and should be given at the time the new responsibilities are assumed. The
amount of the increase should be consistent with the objectives of the base compensation plan, take
into consideratlon the employee's pay level prior to the promotion, and internal equity issues.

Job Reclassification: As the organization continues to grow, jobs and responsibilities will evolve and
change over time. Therefore, as job descriptions change, they will be evaluated to determine if the
job needs to be reclassified into a different pay grade. The Human Resources Director wili have the
responsibllity to recommend the reclassification of positions. All position reclassification requests will
require submission of a position description questionnaire, internal equity analysis, and relevant
market data prior to consideration, Employees can make reclassification requests to their respective
Department Head who will request that Human Resources aid in the analysis and collection of market
data. Reclassification requests can be made beginning the first working day in April and all requests
must be submitted to Human Resources no later than the last working day in June. All reclassificatlon
requests will be evaluated thereafter and subject to the approval by the Human Resources
Committee and Commaon Council.

Transfer: A transfer Is the reassignment of an employee from one job to another Job in the same pay
grade and salary range which normally does not Involve a change in pay. Lateral transfers provide
employees with the opportunity to acquire new work experience and provide exposure to a different
work environment.

Temporary Appointments: Employees temporarily appointed to positions of a higher classification
may be eligible for a pay increase during the temporary appointment period. The Human Resources
Director will take into consideration the employeg's pay level at the time of the appointment, change
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in scope of duties and responsibilities, duration of the appointment, internal equity Issues, and other
factors when making the compensation determination.

Demotion: A demotion is the reassignment of an employee from one Job to another job in a lower
pay grade and salary range with a resulting decreasein the scope and responsibility. Demotions may
oceur for unsatisfactory job performance, in response to an employee request, and for various
organizational reasons. The determination of whether the employee should have their pay reduced
will be based on the current pay level of the employee relative to the salary range as well as internal
equity considerations.

Redlining: Employees whose salary is determined to be above the maximum pay rate In the pay grade
estahblished for their job will have thelr pay rates redlined until such time that the market adjustments
bring their current salary within established salary ranges. The redlining procedure does not allow for
an employee's base rate to be adjusted above the salary range maximum rate. Once adjusted to the
maximum salary rate, employees remain eligible to receive any portion of any pay Increase that
exceeds the salary range maximum rate as a lump sum payment to be paid at the time of the
adjustment. The lump sum payment will be calculated by taking the hourly rate that exceeds the
salary range maximum rate and multiplying it by the annual hours for the position (usually 2,080
hours). Before an employee is redlined they must be notifled in writing prior to and given adequate
time to appeal the decision to the Human Resources Committee.

Exceptions: In order to make the base compensation plan an effective management tool, exceptions
from to base compensation administration guldelines may be considered when extenuating
circumstance exist. Exceptions to policy should be discussed with the Human Resources Director
prior to the preparation of any recommendation. Exceptions must be reviewed and approved by the
Human Resources Committee.

Confidentiality: The City will treat all pay and salary range information confidentially. As a general rule,
City will not discuss Individual compensation information with other employees unless extenuating
circumstances exist. When discussing compensation with an employee, we will remaln focused on that
employee’s specific pay situation. Employees will be provided their individual pay and salary range only.
If an employee Is considering a job change to a vacant position, the salary range Information will be
discussed at that time.

City of Wausau compensation data is public record. Therefore, any party wishing to acquire specific
compensatlon Information may be entitled to receive it provided they make the request In the
appropriate manner.
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i POLICY MEMORANDUM

TO: Human Resources Committee
Jim Tipple, Mayor

FROM:  Michael Loy, Director of Human Resources
DATE:  November 26", 2013

RE: Implementation of New Pay Plan Salary Ranges

After reviewing the proposed pay plan based on employee concerns, management feedback, recent recruitinent
difficulties, compression, reexamination of market data and evaluation of historical internal equity decisions the
following recommendations are being made to adjust the plan from WIPFLI’s original recommendation.

Assessment
Increase the Property Appraiser from grade 11 to grade 10 and combined the position with the

Commercial/Residential Appraiser position into the job title of Appraiser.

Community Development
Increase the Public Housing Manager from grade 7 to grade 6,
Increase the Housing Project Coordinator position from grade 15 to grade 13.

DPW & Utilities
Inspections
Increase the Chief Inspector — Zoning Administrator from grade 8 to grade 7.

Planning
Increase the City Planner from grade 8 to grade 7.

Engineering
Increase the GIS Analyst from grade 10 to grade 9.

Construction & Street Maintenance

Increase the Equipment Services Mechanic from grade 13 to grade 12.
Increase the Senior Equipment Services Mechanic from grade 12 to grade 11.
Increase the Traffic Maintainer from grade 17 to grade 14,

Increase the Stockroom Specialist from grade 17 to grade 16.

Utilities

Increase the Water Plant Operator from grade 12 to grade 11.

Increase the Senior Plant Maintenance Mechanic from grade 12 to grade 11.
Increase the Senior Sewer Maintainer from grade 13 to grade 11,

Increase the Plant Maintenance Mechanic from grade 13 to grade 12.
Increase the Water Distribution Maintainer from grade 15 to grade 14.
Increase the Sewer Maintainer from grade 15 to grade 14.

Parking
Increase the Parking Opetations Worker from grade 18 to grade 17.

Fire
Increase the Division Chief-Emergency Medical Service from grade 9 to grade 8.
Increase the Office Assistant-Fire from grade 16 to grade 14,

-——MA.V(-.Q _
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Metro Ride

Increase Transit Operations Manager from grade 9 to grade 8.

Increase Paratransit Coordinator from grade 13 to grade 10.

Increase Transit Operations Supervisor from grade 13 to grade 10.

Increase Confidential Administrative Specialist-Transit from grade 15 to grade 14.

There are 24 positions being recommended for adjustment. The amended final pay structure is attached.

Financial Impact;

In the transition there are three cost drivers associated with this plan’s implementation:

1) The phase out of the step system by paying out the prorated dollar amount of any steps that would have
been received in 2014 as a one-time lump sum payment. This is being done so that is minimized if not
entirely eliminates the chance that employees would earn less in 2014 under the new system versus the
continuance of the old pay system.

2) Any market adjustments required for those under the minimums or those with more than two years of
service that are not within the mid-point or market range (0.96-103%). There are only a handful of
employees impacted by this.

3) The merit adjustment pool available for performance related increases.

The 2014 Budget included sufficient funding for a 2% increase on January 1" (the same adjustment that was
previously agreed upon with City's three unions) in addition to any step increases employees would have received
under the current plan. The cost of the transition and implementation from the current plan to the new plan will fall
within the total salary and associated benefits approved for the 2014 budget. Therefore, there is no financial impact
estimated as the merit budget will be based on available dollars within the entirety of the approved 2014 salary and
benefits budgets.

Recommendation and Motion Sought: It is recommended and requested that the adjusted merit based pay plan
salary ranges outlined in the atiached document be implemented as recommended.

i Page20of2  Meeting Date: 12/3/13 ltem #: TBD
Michael Lay
Direetor of Human Resources
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September 2013

Job Title*
OPEN

CITY ATTORNEY

DIRECTOR - PUBLIC WORKS & UTILITIES
FINANCE DIRECTOR

FIRE CHIEF

POLICE CHIEF

COMMUNITY DEVELOPMENT DIRECTOR
DIRECTOR - HUMAN RESOURCES

TRANSIT DIRECTOR

CITY ASSESSOR

POLICE CAPTAIN - ADMINISTRATION
POLICE CAPTAIN-INVESTIGATION
POLICE CAPTAIN - PATROL
PROJECT MANAGER

ASSISTANT CITY ATTORNEY
DEPUTY FIRE CHIEF

ASSISTANT FINANCE DIRECTOR
ENVIRONMENTAL ENGINEER

PROJECT ENGINEER

WASTE WATER SUPERINTENDENT
WATER OPERATIONS SUPERINTENDENT
PUBLIC WORKS SUPERINTENDENT
POLICE LIEUTENANT - ADMINISTRATION
POLICE LIEUTENANT-INVESTIGATIONS
POLICE LIEUTENANT - PATROL
BATTALION CHIEF

PUBLIC HOUSING MANAGER

ECONOMIC DEVELOPMENT DIRECTOR

FIRE MARSHAILL

FINANCIAL SYSTEMS ANALYST

FLEET & FACILITIES MANAGER

CHIEF INSPECTOR - ZONING ADMINISTRATOR
CITY PLANNER

DIVISION CHIEF - EMERGENCY MEDICAL SERVICE
TRANSIT OPERATIONS MANAGER

ASSISTANT SUPERINTENDENT - WATER OPERATIONS
CITY CLERK

CITY SURVEYQOR-CHIEF ENGINEERING TECHNICIAN
HUMAN RESOURCES ANALYST

Communily Davelopment Suparvisor

COMMUNITY SERVICES ANALYST

PUBLIC WORKS SUPERVISCR

TRANSIT MAINTENANCE SUPERVISOR

GIS ANALYST

Bullding Inspsctor

Electrica! Inspector

Plumbing Inspector
Commercial/Residential Appraiser
Properly Appraiser

PARATRANSIT COORDINATOR
TRANSIT OPERATIONS SUFERVISOR

Preperly Inspector

Electrical Worker 11

Enginearing Techniclan

Senior Equipment Services Mechanic
Water Plant Operator

Senior - Plant Maintenance Mechanic
Senior Sewar Malnteiner

Minimium
$63,200

$77.37¢

$71,960

$66,023

$62,238

$57.881

$53,830

$50,082

$46,557

$43,298

$40,267

Annual
Midpaint

$104,000

$98,720

$89,950

$83,653
§77,797

§72,352

$47.207

$62,677

$58,197

$54,123

$60,334

Prapared by Wipfii LLP

Maximum
$124,800

$116,004

$107,940

$100,384

$93,357

386,822

$80,744

$75,082

$60,636

$64,047

$60,401

Minimum

$21.63

Midpoint  Maximum

$38.82

$36.10

$33.57

$31.22

Page 1



Joh Title*

12 Confldential Administrative Assistant - Legal
Senfor Equipment Operator
Senlor Water Distribution Maintainer
Equipment Services Mechanic
Plant Maintenance Mechanic

13 Bullding Maintenance Coordinator
Building Malntenance Senlor Technician - CDA
ADMINISTRATIVE ASSISTANT - PD
ADMINISTRATIVE ASSISTANT-DPW
Confidential Adminisiratlve Assistant - Mayor
Electrical Worker Il
Equipment Operator
Law Enforcement Computer Technlcian
Housing Project Coordinater
Administrative Assistant - Utility

14 Building Malntenance Technician - CDA
Custommer Service Representalive Il - Financa
Evidence Custodian
Accounting Asslstant - Finance
Accounting Asslstant - Ulility
Customer Service Representalive |1l - Police
Confidenlial Administrative Speclallst - Finance
Confidentlal Administrative Speclalist - Legal
Confidentlal Adminlstrative Speclalist - Transit
Community Development Speclalist
Office Assistant-Fira
Confldential Offico Assistant - Mayor & HR
Water Distribution Maintalner
Sewer Maintainer
Traffic Mainteiner

15 Administrative Specialist - Courl
Administraiive Specialist - DPW
Administrative Speclalist - Inspection
Customer Service Representative i - Police

16 Occupancy Speclallst
Customer Sarvice Representetive Il - CDA
Customer Service Representative Il - inspections
Waler Meter Worker
Stockroom Speclalist
Properly Appraisal Techniclan
Humane Officer
Office Technician - Assessment
Office Techniclan-DPW

17 Parking Control Specialist
Parking Operations Worker

18 OPEN
i OPEN
20 Parking Cashler

Minlmum and maximum values are calculated -+ 20% of midpoint
Progressian between midpeints is 7%

*All CAPS represents exempt lavel positions, Lowercase represents non-exempt positions.

Septemnber 2013 Prepared by Wiphi LLP

Minimum

$37,440

$34,827

$32,388

$30.122

$28,014

$26,053

$24,220
$22,533
$20,056

Annual

Midpeint

$46,811

$43,534

$40.487

$37,653

$35,017

$32,566

$30,286
$28,168
$26,194

Maximum

$56,173

$52,241

§48.584

$45,183

§42,020

$39,078

$36,343
$33,799
$31.433

Miniimum

$18.00

$16.74

$16.57

Midpoint

$22.51

$20.93

$10.46

Maxinim

$27.01

Page 2



CITY OF WAUSAU COORDINATING COMMITTEE
FEBRUARY 4, 2015

DRAFT RESOLUTION #2
FOR REFERRAL TO THE COMMITTEE OF THE WHOLE

WHEREAS, the use of an across-the-board 2% increase in conjunction with bonuses for 4 out of every
5 non-represented employees undermined the philosophy and goals of the merit pay plan.

WHEREAS, Wipfli Consultant Julie Johnson described our 2014 pay plan as a “hybrid” and not a true
merit pay plan during the Human Resource Committee meeting on January 12, 2015.

WHEREAS, the city council was not apprised that giving mid-year raises automatically doubled the
cost of the raises in the following year as part of a cost to continue calculation.

WHEREAS, Mayor James Tipple issued a press release on January 12, 2015, providing false and
misleading information about the 2014 merit pay plan.

WHEREAS, data on the results of the 2014 pay plan implementation were niether collected nor
reported to the council in a timely manner.

THEREFORE, BE IT RESOLVED, that the Wausau Common Council reprimands Mayor James
Tipple (1) for the implementation of an unauthorized hybrid of a merit pay plan for non-represented
employees, (2) for failing to collect and report information about the effects of the pay plan to the
council in a timely manner, and (3) for knowingly providing misleading information to council and the
public regarding the 2014 merit pay plan.

Attachments:
January 27, 2014, presentation to the Finance Committee on Mayor Tipple's press release.



ANALYSIS OF PRESS RELEASE ON MERIT PAY

Background: Tn 2013, the Wausau city government embarked on a staff-driven effort to change the
compensation plan for non-represented employees from a traditional, governmental across-the-board
raise system to a merit pay plan. As part of that process, the following expectations were
communicated to the city council:

1. The city would be able to give above average raises to its most outstanding employees, thereby
improving the city's ability to retain its best staff in a competitive job market.

2. There would be a market salary survey, and employees in job titles that were found to be
substantially underpaid relative to the market would be eligible for market rate adjustments,
again improving the city's ability to recruit and retain quality employees in a competitive job
market.

3. Staff with average or satisfactory performance reviews who were found to already have salaries
that were above market would receive no raises in the current year since no further
compensation would be necessary to make their salaries competitive.

4. The merit pay plan would save money over the previous traditional across-the-board raise
system because it would allow the city to target the distribution of raise dollars to those areas
where the city's compensation plan was weak without spilling dollars into categories where city
compensation was already above market.

With these expectations firmly in mind, the city council enacted a resolution on December 10, 2013,
establishing a merit pay plan for non-represented employees effective January 1, 2014.
Key Information in the Mayor's Press Release dated January 12, 2015:

1. The city's compensation plan for non-represented employees had become less competitive due
to Wisconsin Act 10, and action was required to make it more competitive.

2. The average of the 12 highest raise received by non-represented employees in 2014 was 3.97%.
(See following page for reference)
Description of the 161 pay raises given in the Mayor's press release:

» 12 people received “on average” 3.97 percent

« 42 people received “on average” 3.75% (2.00% across-the-board + 1.75% bonus)
« 52 people received 3.00% (2.00% across-the-board + 1.00% bonus)

36 people received 2.50% (2.00% across-the-board + 0.50% bonus)

« 19 people “the remainder” received 2.00% or across-the-board raise only

Corrected Information #1: 33 employees (20%) received a raise of 4% or higher. A list of the raises
follows the copy of the Mayor's press release.



Office of the Mayor

TEL: (715) 261-6800
James E. Tipple

FAX: (715) 261-6808

PRESS RELEASE

City of Wausau Pay-for-Performance Transition Completed
By Jim Tipple
January 12, 2015

For More Information, Contact:
Mayor Jim Tipple, 715-261-6800 or
Myla Hite, HR Director, 715-261-6634

Wausau, WI — Government at all levels is having an increasingly difficult time attracting and retaining
workers. While a typical government worker traditionally entered public service for good pay and
benefits, job security or strong belief in the mission, times have changed.

City employees now contribute nearly 20% of their salaries to health insurance and retirement benefits,
on top of nearly 32% going to social security, state and federal taxes. With approximately half of their
paychecks already gone, Wisconsin reforms eroded the perceived job security as we transitioned to “at
will” employment for general government workers. The complexity of the regulatory framework coupled
with declining resources has made it increasingly difficult for staff to be mission driven. On top of that, City
workers are becoming retirement eligible in large numbers. Over the past 10 year, over 2700 years of
experience has left our workforce. This institutional knowledge is a challenge as new employees enter our
workforce.

It is critical to the City of Wausau's future that we maintain a competitive edge for retaining current staff
and for recruiting future staff. City workers clear and maintain our streets, house our elderly and
disadvantaged citizens, administer programs to attract businesses and foster economic growth, and keep
our citizens safe -- to name just a few key services.

In an effort to create a destination workplace, in 2013 City management embarked on an effort to tie pay
more directly to work performed. In July 2014, the City transitioned to a pay-for-performance system,
very similar to Marathon County’s new pay system currently being studied and scheduled for
implementation in 2016.

In our transition from a seniority based system to a merit system, we had some maintenance work to do.
Within the parameters of the budget | submitted that was adopted by the City Council, we adjusted 12
employee’s salaries to bring their pay current with the market with pay increases averaging 3.97%. For
the remaining non-represented staff performing work at acceptable levels, we increased their pay by 2%
to recognize their performance, account for inflation and the cost of living. 36 of our staff received an
additional .5% pay increase directly tied to their performance while 52 received an additional 1%. The
remaining 42 who demonstrated exceptional performance received on average an additional 1.75% in
recognition of their superb work.

With this transition now implemented, 2015 brings the promise that any individual pay increase will be
driven by goal achievement. While salary range for occupational groups will periodically be matured to
keep up with inflation and living costs, City workers can be assured that their hard work will drive the
bottom line on their paychecks.

407 Grant Street — Wausau, WI 54403



* 1 person received 16.5% (2.00% across-the-board + 14.50% bonus)
* 2 people received 7.00% (2.00% across-the-board + 5.00% bonus)
* 2 people received 6.00% (2.00% across-the-board + 4.00% bonus)
* 2 people received 5.50% (2.00% across-the-board + 3.50% bonus)
* 11 people received 5.00% (2.00% across-the-board + 3.00% bonus)
* 15 people received 4.00% (2.00% across-the-board + 2.00% bonus)
* 9 people received 3.50% (2.00% across-the-board + 1.50% bonus)
* 50 people received 3.00% (2.00% across-the-board + 1.00% bonus)
* 36 people received 2.50% (2.00% across-the-board + 0.50% bonus)
* 32 people received 2.00% (2.00% across-the-board raise only)

Corrected Information #2: The city's compensation plan for non-represented employees was paying
competitive salaries for the market. The city's own market survey indicated that 32% of employees
were receiving salaries “at-market,” 48% were receiving salaries greater than 105% of market, and only
20% were deemed to be receiving pay at below-market rates. (See Table 1 on the following page).

In accordance with the merit pay plan philosophy, some work was needed to bring the base pay of
employees below market up to market while allowing the above-market salaries to remain static until
the market caught up to them. The goal of a merit pay plan is to have base compensation for all
employees with a “meets expectations™ rating at market rates.

The pay raises implemented in July and August of 2014 moved the pay plan away from the goals of a
merit pay plan. The number of employees earning less than market salaries did decrease from 20% to
11%. Had we used our money wisely, we could have done better on this goal.

Contrary to the goals of merit pay, we reduced the number of employees in the paid at-market category
from 32% to 25% and increased the number of employees earning 105% of market or greater from
48% to 64%. (See Table 2).

As a result, we may have to hold salaries static for almost two-thirds of our non-represented employees
for years until the market catches up.

Additional Information on Fiscal Impact: In 2014, we had a budget of $146,718.42 for non-
represented employee pay raises. Actual spending included $128,208.46 on salaries, $9,807.00 on
FICA and $8.974.00 on Wisconsin Retirement System (WRS) for a total of $146,989.46.

Because raises were given in July and August, those numbers reflect less than half of the annualized
impact of the raises. The recently released spreadsheet on employee pay raises puts the annualized
salary costs of July adjustments at $248,897.71 and $10,924.35 for August adjustments. Combined
with FICA (7.65%) and WRS (7.00%), the total impact for Fiscal Year 2015 is estimated to be
$297,883.69.

Given the significant fiscal impact of these raises, it hard to understand why the pay plan was not
presented to the Finance Committee for review and discussion.

Prepared by: Keene Winters, Chairman
Wausau City Finance Committee
January 26, 2015
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APPENDIX A

SOURCE DATA

ANALYSIS OF PRESS RELEASE ON MERIT PAY
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Ttem *3

Keene Winters

From: MaryAnne Groat <mgroat@ci.wausauwi.us>

Sent: Friday, January 02, 2015 7:34 PM

Tox 'Keene Winters- Romey Wagner: Bill Nagle; Lisa Rasmussen; David Oberbeck; Dave
Nutting; Sherry Abitz; Tom Meal: Gary Gisselman; Robert Mielke; Karen Kellbach

Cc Myla Hite; Anne Jacobson; Jim Tipple

Subject: RE: Merit Pay Implementation

Keene,

Below is the amount provided within the 2014 budget for the non-represented salary increases. The cost of living has
been segregated,

coL Total
GEMERAL FUND 66,665.70  37,233.27 105,898.07
PARKING FUND 1,497.10 - 1,497.10
SEWER FUND 540001  1,654.74  T,153.7%
METRORIDE FUND 403854  2998.02  7,036.56
COMMUNITY DEVELOPMENT AND CDA 5,678.49  3,890.64  9,569.13
WATER FUND 858290 272484 11,307.74
MOTOR POOL FUND 3,794.07 46110  4,255.17
TOTAL 97,755.51  48,962.61 146,718.42

From: Maryanne Groat

Sent: Friday, January 02, 2015 7:19 PM
Ta: 'Keene Winters': Romey Wagner; Bill Nagle; Lisa Rasmussen; David Oberbeck; Dave Nutting; Shesry Abitz; Tom Meal;
Gary Gisselman; Robert Mielke; karen.kellback@ci, wausau.wi.us

Cc: Myla Hite; Anne Jacobson; Jim Tipple

Subject: RE: Merit Fay Implementation

Keene,

Below is 2014 financial impact by fund of the salary increases provided te non-represented employeas on July 1,
2014. Additional obligations for FICA of 58,807 and Wisconsin Retirement of 58,974,
would bring the total to $146,989.46.

General Fund: £9,164.75
Community Development and Authority 11,074.95
MetroRide Fund 4,522.67
Water Fund 10,285.88
Sewer Fund 7.,223.56
Animal Control Fund 539.9
Parking Fund 1,165.86
Mator Pool Fund 4,199.38
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CITY OF WAUSAU COORDINATING COMMITTEE
FEBRUARY 4, 2015

DRAFT RESOLUTION #1
FOR REFERRAL TO THE COMMITTEE OF THE WHOLE

WHEREAS, it is beneficial to the city to have council members interact with city staff and develop an
understanding of the work they do.

WHEREAS, council members need timely and accurate information to make decisions.

WHEREAS, Wausau city government has a long-standing tradition of committees and committee
chairpersons working directly with staff from related program areas.

WHEREAS, helping constituents understand and access city services is an important part of the liaison
work of council members.

WHEREAS, Wisconsin Statutes 62.11(5) grants the common council the exclusive powers to set
priorities for the city.

WHEREAS, Wisconsin Statutes 62.11(5) grants the common council “the management and control of .
.. the public service.”

THEREFORE, BE IT RESOLVED, that the Wausau Common Council requires Mayor James Tipple to
withdrawal his June 4, 2013, directive to staff and instead encourage staff to have a professional and
cooperative relationship with council members consistent with the city's working traditions.

ALSO, BE IT RESOLVED, that should any council member engage in disruptive behavior, micro-
management of staff or threatens staff with repercussions to obtain favors, then the mayor should
document the instance in writing and communicate it to the council president, who will be charged with
dealing with the matter either individually or through a committee of the whole.

Attachments:
June 4, 2013, memo from Mayor James Tipple
January 21, 2015, memo from Mayor James Tipple
January 22, 2015, memo from Finance Chairman Keene Winters
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Office of the Mayor | o James E. Tipple
MEMORANDUM

DATE: June 4, 2013

TO: Common Council Alderpersons

FROM: Mayor Jim Tipple 9&4@87’7%5’

RE: City Staff Attention Requests

CC: Department Heads, Directors, Supervisors

Over the past year, City Department Heads, Directors and Supervisors have received an
increasing number of requests from alderpersons and the general public. Often times, they are
asked to promptly produce reports, analyze data, research open record requests, and numerous
other demands that are time consuming. These requests upset current daily priorities and cause
staff to work extra hours to comply. It has been noticed that city staff have come in on the
weekends just to keep up with their increased work load, due to these abrupt demands.

In an effort to manage this process, effective immediately, all requests other than a quick phone
call, should be sent to the Mayor’s office for prioritization in the department’s respective
workloads. This is not intended to slow down or discourage legitimate requests, but to improve
our day to day efficiency. If you have any questions or concerns about this new procedure,
please give my office a call.

Thank you.

Mayor/TippleCorrespondence/MemoToCouncil/Requests.WorkloadPriorities.CityStaff.06.04.13.doc



Keene T. Winters W Home: 3824 Riverview Drive
District 6 Alderman

. ~ Wausau, WI 54403
Office Phone: 715-675-0060 ALTLS l ] Email: Keene.Winters@ci.wausau.wi.us

Office Fax: 715-298-0558 Website: www. WausauDistrict6.com

WAUSAU COMMON COUNCIL

DATE: January 22, 2015
TO: Romey Wagner, Council President
FROM: Keene Winters, Finance Committee Chairman

SUBJECT:  Accusations from Mayor Tipple

As you know, Mayor Jim Tipple has written me a memo essentially accusing me of harassment and asserting the
right to ban me from making further information request from staff without his express approval. The charge is
serious enough and deserves a response. However, outcome of this debate stands to have profound implications
for my ability to do my job as a committee chairperson, for the ability of other chairpersons to do their jobs and
for the balance of power between the legislative and executive branches. 1 am, therefore, requesting that you
schedule a committee of the whole meeting at the earliest possible date to resolve this matter.

I am devoting the remainder of this memo to statements of fact, which I believe rebuts the mayor's accusations.

In the Finance Committee on January 6™, we sketched out the rows and columns of a report on pay raise for non-
represented employees that we wanted to see on a white board. That report should have been generated by
downloading data from two different payrolls for about 168 positions, exporting the data to an Excel spreadsheet
and merging the data. It is hard to imagine that this process would take more than one hour of staff time.

If the mayor is being told that there are complications, and it takes longer to produce such a report, then he needs
to investigate how the staff is storing and retrieving data.

The pay raises in question were given in July of 2014. According to council directive, we were supposed to
move from a traditional across-the-board pay raise system in 2013 to a merit pay system in 2014. This
represents a major change in compensation plan and compensation philosophy for the city and has material fiscal
implications. It would be reasonable to have expected that the Tipple administration would have collected and
analyzed data on the change and presented it to the relevant committees months ago.

The fact that the Tipple administration is tardy in reporting to the council on this significant issue and that our
request for information on the pay raise receive such a bellicose response raises concerns about the mayor's
willingness to share this data with us.

I think the mayor is projecting into the statutes powers that he does not have. The making of policy and setting

of priorities is done by the council. The mayor has a ministerial duty to see that the council's directives are
carried out.

City of Wausau * City Hall * 407 Grant Street * Wausau, W1 54403-4783 * 71 5-261-6620 * Fax 715-261-6626



In American government, the legislative body is superior to the executive branch. Wisconsin Statutes 62.11(5)
states that “the council shall have the management and control of the city property, finances, highways,

navigable waters, and the public service, and shall have the power to act for the government and good order of
the city . . .”

Wisconsin Statutes 62.09(8)(a) says “the mayor shall be the chief executive officer. The mayor shall take care
that city ordinances and state laws are observed and enforced and that all city officers and employees discharge
their duties.” The council has the power to determine what those ordinances and duties are.

The veto power is limited to affirmative acts taken by the council that would require the mayor's signature to
become law. The use and procedure in Wisconsin Statutes 62.09(8)(c) is quite specific. The mayor has five days
to enter a veto, and the council has to immediately schedule a vote to sustain or override the veto. Itis nota
blanket power to refuse to implement council directives or to withhold data from the council.

I feel at this point, I should sound a note of caution. If the mayor willfully tries to assert powers he does not
have or willfully does not follow council directives, he may be found guilty of misconduct in office.

The mayor needs to pay closer attention to what is going on. January 6", was a regular finance committee
meeting that was rescheduled a week earlier to accommodate three items of business:

1. To review additional information including a cash flow statement from Mark Goffin on his Wausau Club
proposal and forward recommendations to the council meeting scheduled for January 13, 2015. The
council needed to act on the 13", since the next WEDC grant application deadline was January 19",

2. January 13" was the last regularly scheduled council meeting before wording was due to the county
clerk for April ballot referenda. Committee action prior to that date was required on the referenda
wording to advance it to council.

3. Marathon County had scheduled a presentation of their consultants report on Brokaw for the same date
and time as our regularly scheduled finance committee meeting, and a number of council members
wanted to attend that county meeting.

The conversation about rescheduling the regular January 13" finance meeting to January 6" started with Mr.
Goffin at our December 9th meeting. He was the one who raised the issue of the grant deadline and our need to
act soon rather than later.

For the January 6" meeting, Attorney Anne Jacobson drafted referendum wording, Mark Goffin completed the
cash flow statement for his project, and I personally did the staff work for the remaining agenda items since
Finance Director MaryAnne Groat was on vacation. I do not see any reason to apologize for scheduling and
conducting the council's business in a timely manner. I did not create the deadlines or the meeting conflict.

I sympathize with Mr. Goffin's plight. However, to the extent that there was “last minute scrambling” on this
project, the Tipple administration needs to take the blame. I spoke to Mark personally. In over a year of
working with Mr. Goffin, no one from the staff thought to ask for a cash flow statement and analyze it to
determine whether the project was viable. Had appropriate staff work been completed in a timely manner and
data given to the relevant committees, there would have been no last minute rush.

Regarding Mayor Tipples June directive, that is an issue that needs to be addressed by the council as a whole. In
accordance with our charter ordinances and council rules, Wausau has committees, and committee chairpersons
work directly with staff. If the mayor would like to ask the council to change those long-standing working
relationships, he is free to do so. It is not my place as an individual alderman to agree to that type of change on
behalf of my colleagues. I do not believe that the mayor has the power to unilaterally change how the council
conducts its business by issuing a memo.



Office of the Mayor

TEL: (715) 261-6800
James E. Tipple

FAX: (715) 261-6808

MEMORANDUM
DATE: January 21, 2015
TO: Alderman Keene Winters
FROM: Mayor Jim Tipple
RE: Request for Salary Information

I am forwarding this response to your request for salary information, with reservations.

Chapter 62.08 of Wisconsin Statutes clearly establishes the role of the mayor as the chief executive
officer, responsible for supervising city officers and employees as well as providing the mayor with veto
power over any and all Council actions. I have taken great care during my 3 terms as Mayor to work
cooperatively with the City Council and to foster teamwork between the various roles. In less than two
terms as Alderman, your actions have created the perception that the rules do not pertain to you. This is
extremely disruptive and portrays the City of Wausau in a negative light — which is not healthy either for
the City or for staff. One example is that you consistently ignore the process I have offered to Council for
accessing staff work. Your refusal to make requests through my office for information outside the
committee process, usurps your role. It is extremely disruptive and has the effect of contravening the
priorities I establish for staff by your attempt to dictate their work. The methods you employ for
interacting with staff and my office have the effect of bullying and I will not tolerate this any longer.
Take note that I have directed staff to coordinate any and all requests from Council through my office so I
can properly supervise their work.

Your method of operation appears to be crisis generated. An example is the sad situation we are facing
today with the Wausau Club. Despite you knowing that a local, innovative business leader was on
vacation out of country, you proceeded with scheduling a discussion regarding the redevelopment
proposal when you knew he would not be able to attend.

Another example of this pattern of crisis creation is the “Special Finance Committee” meeting you called
on January 6, 2015. Despite your repeated demands that staff forward all information relating to a topic
seven days in advance of an open, public meeting, you create chaos by calling meetings at the last minute
with absolutely no prior coordination. You proceeded with the meeting with last minute demands for data
even after being advised that two of your Committee members were unavailable. Three key staff members
and two Department heads, who could speak to the process and data, were on vacation scheduled far in
advance. Because there was no crisis that required immediate Committee action, one can only attribute
your motives as having a need to present invalidated assumptions within a forum where they cannot be
challenged with the facts. It is time for this to stop.

This information response is limited for two reasons.

1. Council President and HR Chair Wagner directed Human Resources to research information related
to the salary increases given in 2014 and bring it back to the Human Resources Committee in
February 2015. Your insistence for immediacy and repeated requests for piecemealed information
lends itself to inaccuracies and inconsistencies until staff has had the opportunity to fully gather
update and verify the data being collected.

2. 1am releasing to you the salary increases and position titles — not employee names. As you are aware
from your presence at the Human Resources Committee, it is important that we safeguard the privacy
of staff and balance the need for review against the needs of the organization. This will provide a

407 Grant Street — Wausau, W1 54403



Office of the Mayor
James E. Tipple

TEL: (715) 261-6800
FAX: (715) 261-6808

working environment that respects staff and is conducive to productivity. You have stated that in
your role as Finance Committee Chair your concern is the financials. T am releasing information
designed to satisfy your need to review the financials without bringing personnel into it. However, a
complete work product will be discussed and reviewed in closed session in February. I encourage
you to coordinate with Council President Wagner to ensure your attendance at that session.

As you proceed to analyze with the Finance Committee the limited data I am providing you, there are a
few items I want on record. As Mayor, I prepared a budget for 2014 that included across the board salary
increases for staff. The (then) Human Resources Director hired a consultant, WIFLI, to assist in a new
venture of implementing pay-for-performance. They, in turn, worked under the tutelage of the Human
Resources Committee to implement this new venture — where Wausau had no experience. In the
aftermath of implementation, we have learned there was a difference in perception about what was to
occur and what actually did occur. The Human Resources Committee is working through that to improve
for future. What basically occurred is staff entered into an area of new innovation. While some appear to
be twisting this into something sinister, it is simply not the case. The budget I submitted which was
adopted by Council contained funds to cover these costs both in 2014 as well as 2015.

Also, on the topic of staff assignments, the Office of the City Attorney is intended to be a resource for the
Mayor and City Council, not a tool for one alderman to discredit the current administration. Your last
minute demands and unscheduled interruptions on the City Attorney along with your overly burdensome
requests for legal opinions are disruptive, interfere with the priorities I set for staff and will no longer be
tolerated. From this point forward, if you seek a legal opinion, your request must be submitted through
my office or through the Council President; otherwise, your request will not receive priority.

My goal for the City is to create an environment where staff feels supported in taking risks to make
Wausau the best possible place to live and work; when we fall, we learn our lessons, adjust and make
improvements for the future.

I will again extend the standing offer I have made to every member of the Common Council throughout
my tenure — if you would like to work together towards the best interests of the City of Wausau, [ am
happy to meet with you. My door is always open. To that end, I encourage you to consider that it is not
necessary for you to carve out the role of villain within the organization of the City for you to present
yourself as hero to the citizens of the City. My agenda always has been, and remains, to rely upon staff to
the fullest extent possible to provide the best service at the best value to our citizens. Instead of
supporting the City towards improvement, it appears on the surface you actively twist and manipulate
circumstances and data as negatively as possible under the appearance of ferreting out government
corruption and incompetency. At the end of the day, a full examination will support that the City of
Wausau is fortunate to have a skilled, motivated staff doing the absolute best job possible within the
structure and the knowledge base we have. As I've stated many times, “Do we make mistakes? You
bet!” And do we learn from those mistakes and make it better for the future? Absolutely. I invite you to
partner with me in this process. And to that end, if you wish to access data in the future outside of the
Committee process, request it through my office.

Cc:  Common Council
Encl: Salary increase data

407 Grant Street — Wausau, W1 54403
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