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

OFFICIAL NOTICE AND AGENDA

Meeting of the: COMMITTEE OF THE WHOLE - RESCHEDULED
Date/Time: Tuesday, February 12, 2019, 5:45 p.m. Tuesday February, 19, 2019, at 5:45 pm

Location: City Hall (407 Grant Street) - Council Chambers
Members: Patrick Peckham, Michael Martens, David Nutting, Tom Neal, Gary Gisselman, Rebecca 

McElhaney, Lisa Rasmussen, Karen Kellbach, Dawn Herbst, Mary Thao Dennis Smith, Mayor 
Robert Mielke

1 Discussion and possible action on Funding the Salary Study Implementation and Related 
Budget Modification

Lisa Rasmussen
City Council President

This Notice was posted at City Hall and emailed to the Daily Herald newsroom on 2/14/2019 @ 3:00 pm

In accordance with the requirements of Title II of the Americans with Disabilities Act (ADA), the City of Wausau will not discriminate against 
qualified individuals with disabilities on the basis of disability in its services, programs or activities.  If you need assistance or reasonable 
accommodations in participating in this meeting or event due to a disability as defined under the ADA, please call the City's ADA Coordinator at 
(715) 261-6620 or email clerk@ci.wausau.wi.us at least 48 hours prior to the scheduled meeting or event to request an accommodation.

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

AGENDA ITEMS FOR CONSIDERATION/ACTION
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DRAFT 
 

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE 
MINUTES OF OPEN SESSION 

 
DATE/TIME:  January 23, 2019 at 4:30 p.m.     
LOCATION:  City Hall (407 Grant Street) – Council Chambers 
MEMBERS PRESENT: Becky McElhaney (C), Gary Gisselman, Dawn Herbst, Michael Martens, Tom Neal  
MEMBERS ABSENT:  
Also Present: Mayor Mielke, T. Vanderboom 
 
 
McElhaney called the Human Resources Committee meeting to order at 4:30 p.m.  McElhaney indicated that she 
received several questions asking if public comment would be allowed; she said that public comment would be 
allowed but asked that comments be limited to approximately 3 minutes due to a Committee of the Whole 
meeting taking place at 6:00 p.m. 
 
 
Approval of 12/10/2018 Minutes. 
Motion by Neal to approve the December 10, 2018 Human Resources Committee Meeting minutes.  Second by 
Herbst.  All ayes.  Motion passes 5-0. 
 
 
Human Resources Reports for December. 
Vanderboom asked if the committee members had any questions about the report provided.  No questions were 
posed by the committee about the report. 
 
Motion by Neal to accept the Human Resources Report for December.  Second by Martens.  All ayes.  Motion 
passes 5-0. 
 
 
Discussion and Possible Action on Implementation Options of the City of Wausau Wage Study. 
Vanderboom said that at the last committee meeting, additional information and fiscal impact information were 
requested for two of the implementation options, Option 2 and Option 3.  Vanderboom provided new information 
that was not available at the last meeting about how the wage study vendor determined where to place employees 
according to job seniority. 
 
Vanderboom provided her analysis of Option 2 and Option 3 for the committee that included: number of 
employees receiving salary adjustments, number of redlined employees, and cost (fiscal impact) per option.  
Vanderboom provided a correction to her information provided in the meeting packet, in the fiscal impact section.  
The handout said that Option 2 would cost $31,000 - $56,000 in 2020.  The correct numbers are $213,000 - 
$238,000.  Vanderboom said that the City currently has the funds to implement Option 2 in 2019, and the City 
would need an additional $139,245.42 - $161,719.04 to implement Option 3 in 2019.  Both options require 
additional money to be included in the 2020 budget.  
 
Neal asked what would happen if implementation would be moved to mid-year.  Vanderboom said that it would 
be possible and would provide cost savings for 2019, but full funding would still need to be found for the 2020 
budget.  Neal said the discussion in the previous meeting was about the workforce being brought to where they 
need to be, an advancement scenario that gets them to where they want to get over time, and if the City sustain it.  
Neal said he would like to see a report from the Finance Director or the Finance Committee that addresses these 
questions.  Vanderboom said that if implementation is delayed until mid-year, the implementation cost would be 
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halved.  McElhaney said that the Finance Director had financial information available and could answer any 
questions. 
 
Finance Director Maryanne Groat said that a lot of risk is involved with selecting and postponing implementation 
of Option 3 because of possible cost increases for the City in 2020, including the cost of health insurance for 
employees.  Groat advised to not kick the can down the road and push off obligations to the future, thinking that 
the City will be able to afford something every year.  Groat said that every year is a struggle to balance the budget 
for the City and did not find any available money in the budget to fund Option 3; she said the only options would 
be to increase taxes to residents or to decrease the infrastructure funding.  Groat said that if they did not want to 
increase taxes, the only way to fund the increases would be to steal money from the capital budget, which she 
would advise against because the City already has problems with the deferred infrastructure and problems 
meeting the needs of the streets, buildings, and IT needs.  Groat said that a financially sustainable option is 
needed, that Option 2 would be so, and would recommend it. 
 
Gisselman said he feels that the problem has been pushed off for several years and that the City needs to make it 
right with employees by proceeding with Option 3.   
 
Neal asked if there is another option available with the understanding that Option 2 is recommended and 
sustainable, and Option 3 is unaffordable.  Vanderboom said that it would be possible to provide another option 
but no research has been done at this time and the information and any fiscal information would not be available 
until the next meeting or possibly the March meeting. 
 
Martens asked for the correct numbers for Option 2 that were provided earlier and for clarification on the amounts 
needed for 2019 and 2020 with each option.  Martens then asked Vanderboom to speak about any compression 
issues with the options.  Vanderboom said that she compared the compression between the options and that 
compression was mostly in B22 and B23. 
 
Public Works Director Eric Lindman expressed his concerns about compression and internal equity within his 
departments.  He feels that bringing his employees only to midpoint will create retention issues.  Lindman said 
that he is willing to give up money in his infrastructure budget and sealcoating budget for the next few years in 
order to make Option 3 work.  He believes that his employees are currently misaligned and that Option 3 would 
make them whole and create a better work environment for the long-term. 
 
McElhaney asked about the 20 – 26 people who, under Option 3, would be redlined and if that will be creating 
another problem.  Vanderboom said that Option 3 would move 20 – 26 employees to the maximum of their pay 
range and that they would not receive an increase until a new wage study is done, and only if the market indicated 
a need to adjust the pay ranges. 
 
Herbst said she agrees with Lindman and is supportive of Option 3.  She doesn’t want to see employees leave the 
City for more money, and believes the City needs to give the employees whatever they can and make it right for 
them. 
 
Gisselman made a motion to approve Option 3 and move it on to the Finance Committee.  Gisselman said he 
would like to have a clear understanding of redlining at a future meeting and how it will be dealt with.  Second by 
Neal.  Neal added that he would like other departments to look at their budgets as Lindman has done to see if they 
can add money to the pot.  Neal also questioned redlining of employees.  Vanderboom said that when the salary 
ranges were approved last month, the committee approved the maximum worth of positions; when an employee 
reaches the maximum of the range, they do not advance beyond the range.  If the responsibilities of a position 
change allowing for the position to be reclassified to a higher grade, there would be room again for pay growth.  If 
another adjustment is needed to the pay ranges after market analysis and a wage study in the future, that could 
also provide more room for growth.  Because Option 3 artificially moves people in the ranges, which was not 
done with previous wage studies, it has moved some people up to the maximum of their salary range.  The 
redlined employees would still receive annual reviews, but the reviews would not be tied to compensation. 
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McElhaney said that she has spent a lot of time on this subject to understand it and that the City is a business.  
McElhaney said that she would like to see a longevity program or similar to address the redlining problem.  
McElhaney does not believe it is fair or right to have a never-ending pay scale for a long-term employee in a 
position just to avoid redlining.   
 
Neal continued the conversation of redlining and said he believes employees who have a lot of institutional 
knowledge due to their length of service should not hit a ceiling and be redlined. 
 
McElhaney said she does not want to see any pay freezes due to the City not being able to afford the option 
selected, and wants to do what will help the most employees over time and be sustainable. 
 
Kurt DuBore spoke briefly to the committee.  Vanderboom provided clarification to the number of employees 
affected by the wage study and said that 42% of employees are being paid higher than recommended by the wage 
study and will not see a change in their pay.  Vanderboom said that Option 3 reaches an additional 30 people that 
would not be affected if Option 2 is selected. 
 
Martens said that Option 2 would be more fiscally responsible but he is supportive of Option 3. 
 
Ric Mohelnitzky spoke about his staff, longevity, and the devastation of losing people to other jobs.  Mohelnitzky 
said he feels it is important to pay staff what the positions are worth now according to market and stay with the 
market. 
 
With no other discussion, the committee voted.  Motion passed 4-1 (McElhaney did not approve).     
 
 
Discussion and Possible Action on Implementation of a Modified Step System for Annual Increases. 
Vanderboom explained that the modified step system for annual increases would include regular step increases, a 
regular cost-of-living review conducted by Human Resources, and a minimum standard that must be met in order 
to qualify for a step increase.  Vanderboom then explained how employees would be placed back into a step 
system and what it will entail for Option 3, as outlined in the packet.  Vanderboom recommends annual increases 
being done on anniversary dates instead of a set date.  Vanderboom then provided an overview of the 
requirements for increases, as outlined in the packet, and the fiscal impact of granting increases on anniversary 
dates. 
 
Neal made a motion to approve the implementation of a modified step system for annual increases with 1.5 on 
anniversary.  Second by Herbst.  All ayes.  Motion passes 5-0. 
 
 
Discussion and Possible Action on Wage Study Appeal Process. 
Vanderboom said that an appeal process was used during the last wage study that was found to be sound, 
therefore minor modifications of language were made to the process being presented.  Vanderboom provided an 
overview of criteria for an appeal and the process for submitting an appeal. 
 
Gisselman asked who makes the decision for the appeals.  Vanderboom said the process vendor would make a 
recommendation that would then be finalized by the Human Resources Director.  Vanderboom explained that the 
process would be similar to the process that has been used when Department Heads asked for positions to be 
reclassified during the wage study.  The information was provided to the vendor, the decision band method was 
used, and the vendor provided their recommendations to the HR Director.  Gisselman then asked if the 
recommendations were changed by Human Resources.  Vanderboom said that the recommendations of the vendor 
were sound and were used in the process.  If the vendor said that a position could be classified more than one way 
depending on the structure of the organizations, Human Resources used the recommendation that aligned with the 
organization. 
 
Motion by Neal to approve the wage study appeal process.  Second by Martens.  All ayes.  Motion passes 5-0. 
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Discussion and Possible Action on Addressing Future Compression Issues. 
Vanderboom explained that union-represented positions and non-represented positions usually receive different 
annual increase amounts, and it is possible for union-represented positions to catch up in salary to their 
supervisors who are non-represented.  Vanderboom would like to formalize how compression issues will be 
handled in the future by providing it in written form.  Vanderboom said that the wage study appropriately 
classified non-represented positions according to the current market, but union-represented position wages were 
not taken into consideration.  Currently, Department Heads and Human Resources keep an eye on internal equity 
and potential pay compression issues.  When issues are realized, they go to the Human Resources Committee to 
adjust salaries of the non-represented employees, to keep them ahead of the union employees.  Vanderboom 
provided language to outline the process and would like to continue it with the Human Resources Committee 
moving forward. 
 
Motion by Neal to approve the process as presented to address future compression issues.  Second by Martens.  
All ayes.  Motion passes 5-0. 
 
 
Future Agenda Items. 
Gisselman would like an item on redlined employees. 
 
 
Adjournment. 
Motion by Gisselman to adjourn.  Second by Herbst.  All ayes.  Meeting adjourned. 
 
 
 
 
_______________________________________ 
Rebecca McElhaney 
Human Resources Committee, Chair 
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Agenda Item 
Discussion and Possible Action on Implementation Options of the City of Wausau Wage Study 
 
Background 
At the December Human Resources Committee meeting, additional information and fiscal impact 
projects on two implementation options were requested: 
 
Option 2:  Bring to Midpoint 
Employees would be placed in the salary range where Gallagher has determined they should fall 
according to their job seniority.  However, no employee would be advanced beyond the midpoint of 
the salary range. 
 
Option 3:  Bring to Step 
Employees would be places in the salary range where Gallagher has determined they should fall 
according to their job seniority. 
 
One item I wish to clarify:  Previously, it had been explained that Gallagher would place employees 
where they would exist in the salary range if the progression philosophy had been utilized throughout 
their time with the City.  This was an oversimplification.  Gallagher uses a complex formula to 
determine a fixed annual increase amount for each salary grade, and uses that amount to calculate 
where an employee should be placed in the salary range.  An employee who is calculating a 
compounded 3% increase per year will not reach the correct estimated salary amount. 
 
Option 2 Analysis 

 Seventy-three (73) employees would receive salary adjustments totaling $218,116.60 under 
this option.   

 If positions funded by a source other than the levy are removed, fifty-one (51) employees 
would receive salary adjustments totaling $129,468.20. 

 One (1) employee will be adjusted to the maximum salary grade and therefore be redlined for 
future annual increases.  Depending upon the annual increase option selected, a total of up to 
three (3) employees would be redlined after receiving their 2019 increase. 

 Under this option, individual salary adjustments will range in cost from $24 to $12,762.00.   
 
Option 3 Analysis 

 One hundred and three (103) employees would receive salary adjustments totaling 
$469,917.40 under this option. 

 If positions funded by a source other than the levy are removed, sixty-six (66) employees 
would receive salary adjustments totaling $297,245.20 (Option 3 costs the levy $167,777 
more than Option 2). 

 30 total employees receive an increase under this option who would not receive an increase 
under option 2 (15 of which are funded by the levy). 



 
 

Human Resource Committee Packet 
January 23, 2019 

 
 

 Twenty (20) employees will be adjusted to the maximum salary grade and therefore be 
redlined for future annual increases.  Depending upon the annual increase option selected, a 
total of up to twenty-six (26) employees would be redlined after receiving their 2019 increase. 

 Under this option, individual salary adjustments will range in cost from $218 to $31,814.80.   
 
Common misconceptions: 

 Misconception:   49% of the work force for the City of Wausau is misaligned or partially 
misaligned with the current market rate for wages.   
Response:  This number varies depending upon the market to which the City is being 
compared, but it is important to understand that this number includes employees who are 
being paid above market wages as well, not only those employees who are below market 
wages.  For example, 42% of employees are currently earning higher wages than Gallagher 
determined they should earn according to job seniority.  No employee’s current salary is being 
reduced as part of the wage study implementation. 
 

 Misconception:  Another frequent complaint is that employees feel that it is taking them too 
long to advance through the pay scale.   
Response:  Under the current proposed step system, employees who start at the minimum 
pay will be maxed out after 16 or 20 years.  Market is currently aligned at the midpoint, with 
salary ranges within 20-25% of midpoint.  Employees who remain employed in the same 
position have the opportunity to advance above market rates (between 20-25% above 
market).   
Another item that must be considered is that the City of Wausau froze wages for several 
years; during those years, no one advanced within the pay scale because no increases were 
granted. 
Finally, if a position is reclassified employees within that position are aligned according to 
their current salaries.  Future earning potential is increased, but an employee’s current salary 
is not altered.  An employee receiving a reclassification must work his/her way up the salary 
range from their current salary. 
 

 Misconception:  Option 3 is the only fair option.   
Response:  During the last two wage studies, employee salaries were only adjusted to the 
midpoint; no alignments within the range were granted.  If the City chooses to implement 
Options 2 or 3, this will be more than has previously been granted in a wage study.   
 

 Misconception:  Employees should be hired at market wages/all currently employees should be 
making market wages. 
Response:  Under the City’s current pay philosophy, midpoint (i.e. market) is intended for 
employees who are fully qualified and performing at a proficient level over a period of time.  
It frequently takes employees several years to learn the ins and outs of a new position, even if 
they came to the City with previous experience.  For this reason, it is a common pay practice 
to require years of service before earning market rates. 
 

 Misconception:  Option 2 will create internal equity or pay compression issues. 
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Response:  Neither option creates internal equity issues, because the pay system is applied 
universally across the organization.  All employees are treated the same, so no internal 
inequities are created because of these options.  Option 2 creates minimal compression at the 
midpoint, mostly within DBM grades B22 and B23, because employees will be artificially 
raised to that point but not beyond.  Option 3 creates some compression at the maximum 
salary range, but this compression would exist under pay plan. 
 

Fiscal Impact 
Fiscal Impact calculations do not represent recent hiring decisions, which could slightly raise the 
estimated costs.  Based upon my calculations, the City of Wausau budgeted approximately $152,000 
for annual increases in the 2019 Budget and $30,000 for implementation of the wage study, for a 
total of $182,000. 
 
Option 2:  Bring to Midpoint - $129,468.20 
Option 3:  Bring to Step - $297,245.20 
 
The selected implementation option will also affect the subsequent annual increase costs.   

 Option 2 annual increases and implementation can be fully funded within the current 2019 
budgeted amounts, and an increase from $31,000 to $56,000 will need to be included in the 
2020 budget.   

 Option 3 annual increases and implementation cannot be fully funded without adjustment to 
the current 2019 budget.  The City will need an additional $139,245.43 to $161,719.04 in the 
2019 budget (and all future budgets), and an additional increase from $240,000 to $242,000 
will need to be included in the 2020 budget. 

 
Staff Recommendation 
Either Implementation Option is structurally sound from a Human Resources perspective.  My main 
concerns lie with the funding of the implementation and the annual wage increase.  I have had 
preliminary discussions with the Finance Manager, and we have found no viable funding source for 
additional costs at this time.  Also, this Committee’s desire to return the City to a step system for 
annual increases brings an additional fiscal burden as well. 
 
For this reason, I would recommend that the Committee approve Implementation Option 2 for 2019.  
This option is fully funded within the 2019 budget (if the annual increases are returned to an 
anniversary date for implementation), although some funding set aside for annual increases will be 
applied to implementation expenses. 
 
During the 2020 budget planning process, the City Council could reconsider funding for 
Implementation Option 3.  If sufficient funding was secured, individuals could be brought to step 
above midpoint at that time.  I would not want to see the City over-extend fiscally to implement a 
generous one-time salary adjustment and be unable to fund step increases in future years. 
 
Staff contact:  Toni Vanderboom  715-261-6634 

 



  
 
                                                                                                                                                                                                                        

     
 

 

 

 

 

From:   Maryanne Groat 

To:  Committee of the Whole 

Date:  February 11, 2019 

Re:    Salary Study Implementation 

 

The Human Resources Committee recommended salary study implementation on staff anniversary date 
at a step based upon years of service within the position, known as Option 3.  This method stretches 
implementation cost over 2019 and 2020 since raises will be effective at each person’s anniversary date 
rather than the entire year.   

During preparation of the 2019 budget we added a 2.5% increase to all non-represented positions to 
provide financial resources for the salary study implementation.   HR Director, Toni Vanderboom, 
provided the HR Committee with a preliminary financial impact of implementation.  Finance has refined 
these numbers by precisely calculating the savings generated with part time positions and allocating 
costs for positions with shared funding resources.  In addition, the 2019 budget savings experienced 
when a veteran employee was replaced by a new employee was netted into the computation.  All of 
these adjustments reduced the budget modification required for implementation.  A summary of the 
impact is as follows: 

 

The impact to the levy dependent funds for 2019 is $89,752.66.  Other non-levy dependent funds such as 
the Community Development Authority and Water and Sewer Utility would fund their increase through 
their program revenues.  The levy impact in 2020 will be approximately$263,176.  This is about 
$113,000 more than provided in the 2019 levy through the 2.5% increase.  This increase will need to be 
managed along with the other financial obligations including health insurance cost increases, increased 



2           

debt service levy due to the fire station cost increases and the public safety storage facility and the 
balance of funding for the two new positions created in 2019.     

To implement the HR Committees recommendation a budget modification is required.  The City’s 
budget policy recommends funding recurring costs with recurring revenue sources.  As such the budget 
modification should reduce recurring costs in the 2019 budget to fund the salary study implementation.  
Options to consider would be: 

 Reduce the annual General Fund street seal coat budget - $150,000 available for reallocation 

 Eliminate General Fund supplemental requests funded in 2019 shown in order of ranking 
(highest ranked to lowest ranked):  

$75,000  - Parks – Emerald Ash Borer Treatment 
$50,500  - Fire – Creation of a Training Officer Position 7/1/2019 
$50,500  - City Attorney – Creation of a Attorney Position 7/1/2019 
 

Given the level of financial resources it would be helpful if the Committee of the Whole could provide 
direction on the funding recommendation and budget modification.  
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