**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: Human Resources Committee

Date/Time: Monday, July 11, 2016 at 4:30 PM

Location: City Hall (407 Grant Street) — Board Room 2" Floor

Members: Romey Wagner (C),Gary Gisselman, Becky McElhaney, Tom Neal, Dennis Smith

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

1) Approval of 06/13/16 Minutes
2) Discussion and Possible Action - Non-Represented Employee Compensation for 2017
3) Discussion and Possible Action — Regarding salary range market adjustment of Assistant City Attorney

4) Discussion and Possible Action — To set a special meeting date for consideration of grievances by Hite
and Jacobson.
5) Future Agenda ltems

6) Adjournment

Romey Wagner, HR Chair

This Notice was posted at City Hall and faxed to the Daily Herald newsroom on 07/08/2016 at 2:00 PM

Questions regarding this agenda may be directed to the Human Resources Office at (715) 261-6630.

It is anticipated that each item listed on the agenda may be discussed, referred, or acted upon unless it is noted in the specific agenda item
that no action is contemplated. It is possible that members of, and possibly a quorum of members of other committees of the Common
Council of the City of Wausau may be in attendance at the above mentioned meeting to gather information. No action will be taken by
any such group at the above mentioned meeting other than the committee specifically referred to in this notice.

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 407 Grant Street, Wausau WI 54403 or Phone (715) 261-
6620.

Other Distribution: Media, Alderperson, Mayor, Department Heads, City Departments, Union Presidents, Grievant.




DRAFT

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE/TIME: June 13, 2016 at 4:30 p.m.

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

MEMBERS PRESENT:R.Wagner (C), G. Gisselman, R. McElhaney, T. Neal, D. Smith

MEMBERS ABSENT:

Also Present: Mayor Mielke, M. Hite, E. Krohn, T. Kujawa, E. Lindman, R. Mohelnitzky, J. Ray, R.
Rubow, J. Schara

Wagner began the meeting by welcoming the new Human Resources Committee members. Wagner deferred the
approval of the April 11, 2016 Human Resources Committee meeting.

Select a Chairperson and Vice Chairperson for th 2016-2018 Term.
Neal made a motion to elect Romey Wager as Chairperson for the Committee. Second by McElhaney. Wagner
said that he would be honored to take the role. All ayes. Motion passes 5-0.

Wagner opened up the nomination for Vice Chairperson, indicating that it is a good experience for anyone
wanting to be Chairperson in the future. Wagner said that Gisselman has done a great job the last two years as
Vice Chairperson and would welcome him if he wanted to be considered again. Motion by Gisselman to
nominate Dennis Smith as Vice Chairperson. Second by McElhaney. Wagner asked Smith if he will accept the
nomination; Smith said yes. All ayes. Motion passes 5-0.

Approval of 04/11/16 Minutes.
Motion by McElhaney to approve the Human Resources Committee minutes from April 11, 2016. Second by
Smith. No additions or corrections recommended. All ayes. Motion passes 5-0.

Establish Regular Meeting Dates and Time for 2016-2018 Term.

Wagner indicated that the regular meeting dates have been the second Monday of each month, starting at 4:30
p.m. The members did not have any recommendations of alternative dates or meeting time, therefore the Human
Resources Committee meeting dates and time will remain the same for the 2016-2018 term. No vote was taken
on this item.

Discussion and Possible Action of 2017 Employee Compensation Plan — Proposed Timeline.

Hite began by giving the Committee background information on employee compensation. In 2012, the Human
Resources Committee approved the development of a new compensation plan, moving from a longevity-based
merit system to a pay-for-performance plan. Prior to moving to the pay-for-performance plan, pay ranges for all
the positions within the organization were established by a consultant who reviewed every job description and
categorized jobs into pay bands that were established. As part of the process, the City said that they would look at
maturing the ranges every five years. 2017 will be the five-year mark. The Human Resources Committee has
been hearing from employees and managers that pay is starting to lag behind the marketplace and a few
employees have left as a result. Salary increases have been given to represented employees under collective
bargaining agreements, and per the recommendation of Gisselman last October, general employees have just
received a 1.5% increase if they received a rating of at least satisfactory on their 2015 performance evaluation,
affecting 143 employees. Additionally, employees who completed their introductory period between July 2014
and the end of 2016 have or will receive a 2% increase.

Hite said that it is now time to look at our salary ranges to determine if the City maintains competitiveness in the
marketplace by hiring a consultant to perform a salary study. Hite does not think that it will be as extensive as the
2012 project because the structure of the pay system is already in place. Wagner asked if that was when WIPFLI
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was hired. Hite confirmed that WIPFLI was contracted with. Hite is recommending doing an RFP for someone
to review the City’s salary ranges based on market. To implement any changes by 2017, Hite would like to
release an RFP on June 24" and have requests back by July 15: this would allow time to select a consultant and
for the consultant to complete the project in time for when the budget process takes place. Gisselman questioned
the intent of the study and outcome. Hite explained that a consultant will be able to provide information of if the
City is competitive with the wages that it pays. Gisselman asked Hite if she has a sense of where the City is at
this time. Hite said that in some areas the City probably falls behind, such as skilled trade workers and public
works areas. Smith asked if the money for the consultant is in the budget. Hite said that there is some money
within the Human Resources budget for professional services, but has no idea how much the study will cost
because it has not been done before. Hite has talked with the Finance Director and the Mayor, and believes that
there has been cost savings in areas that could cover the cost of the study. Once RFP’s are received, Hite will
bring them back to the Human Resources Committee for recommendation and then it would go to Finance
Committee for recommendation. Wagner asked if, because the City is a government entity, it has to select the
least expensive proposal. Hite said there are exceptions to that, but that there are processes for getting the
exceptions. Wagner asked what businesses or organizations would be used. Hite said that information from
comparable cities would be used for the study. Neal asked for clarification about what WPFLI did for the City
and how it differs from what is being talked about. Hite said that WPFLI set up the new pay structure and
recommended the pay ranges that we have been using. Smith said that he feels the City needs to be firm on the
completion date in order for the information to be available during the budget process.

Motion by Gisselman to approve the timeline as presented as well as approving soliciting requests for proposals to
obtain a compensation study for determining if the City’s current non-represented employee salary ranges need to
be matured to maintain external competitiveness. Second by Neal. All ayes. Motion passes 5-0.

Discussion and Possible Action of Executive Recruitment Strategy for Various Departments to Include:
Assessment, Community Development, and Public Safety.

Wagner said that the City has some openings and will have some more openings. Wagner asked Hite to provide
an overview of how the City has recruitment for department head positions in the past, and proposal for moving
forward. Hite provided for the Committee data on recruitments for executive level positions the City has filled
since 2014, showing that recruitments the Human Resources Department does (not a hired consultant) take about
half the time to fill and the cost is typically absorbed (although Human Resources may ask departments to cover
extra costs for advertising, testing, or candidate expenses they are not able to absorb in their budget). Hite also
provided a brochure that was created by the HR Department when recruiting for the Economic Development
Manager position; Hite does not believe that quality is lost when HR does recruitments. Hite said that the
software used by the City is renowned for government jobs and candidates can search for any positions nationally.
Hite gave an overview of the resources the HR Department uses to announce jobs and how it reaches out to
specific organizations based on the position.

Hite said that the City anticipates three positions becoming vacant, and that the Police and Fire Commission will
weigh in on the recruitment process for the Police Chief position that is anticipated to be vacant some time in
2018. Wagner said that he was very impressed with how the Human Resources Director recruitment was done
and believes the process was done professionally. Wagner also said that the candidates we hired from external
recruitments have been excellent. McElhaney asked if the subject being considered is how the information gets
out to candidates. Hite said that search firms will also screen candidates; this is done by the HR Department when
recruitments are conducted. Hite said it is a matter of getting the word out to the right places to attract the right
candidates, and then narrowing that field down so that you have candidates to choose from who will be successful
in the position.

Discussion took place regarding the City Assessor position and the Community Development Director position,
and the different type of candidates needed for each position. Wagner brought up looking at the structure of the
Community Development Department and possible changes. Mielke said that he has talked with Hite and others
regarding the topic of separating Community Development and Economic Development. Hite said that she would
suggest first doing a study to find out the pro’s and con’s of doing a separation, what the organization would look
like, what funding would look like, etc. More discussion took place about how to pursue the option of separating
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the department and who would need to be involved. Further discussion took place regarding recruitment
processes for public sector positions. The Committee decided to focus on the City Assessor recruitment since the
Community Development Director position description is unclear at this time.

Motion by Smith to have the recruitment process for the City Assessor position facilitated by the Human
Resources Department. Second by Neal. Gisselman asked for clarification, if this vote was to have HR do the
recruitment process and not hiring a search firm; Hite said this was correct. All ayes. Motion passes 5-0.

HR Director Report: LEAN Organizational Efficiency and Effectiveness Update.

Hite provided an update on the LEAN study that was beginning with the Assessment Department. At this time,
the staff that was involved in the effort at NTC has left. NTC has hired someone else, however, the six month
period that the City was looking at to complete the study will not be able to start until July at the earliest. Wagner
asked about the contract with NTC and the status. Hite said that she has a meeting set up with NTC regarding the
contract and LEAN study and will bring an update to the July meeting.

Future Agenda Items for Consideration.

Neal would like a review of the compensation plan for general employees so that the Committee members have a
better understanding of the subject. Gisselman would like to discuss the proposed changes to the Employee
Handbook and come up with a timeline to complete the update. Wagner would like to put the Employee
Handbook on the July agenda and have this item as the Committee’s top priority. Wagner suggested devoting
July’s meeting to the subject and holding a special meeting for any other items that may come up and need to be
addressed. Hite suggested breaking it down into three sections, just as it was brought to the Committee last year.
Wagner said he does not want to delay the process further by having three meetings for the handbook. Hite said
that the employee grievances need to be brought to the Committee. Discussion took place regarding the history
and status of the grievances coming to the Human Resources Committee. Wagner suggested having the Human
Resources Committee come up with goals so that items/commitments are completed on time.

Adjourn. Motion by Neal to adjourn. Second by Smith. All ayes. Motion passes 5-0. Meeting adjourned.

Romey Wagner
Human Resources Committee, Chair
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Memorandum
From: Myla Hite, Human Resources Director
To: Romey Wagner, Human Resources Committee Chair
Date: July 11, 2017
Subject: Non-Represented Employee Compensation for 2017

Purpose: To obtain guidance from the Human Resource Committee for Non-represented
Employee Compensation for the 2017 Budget:

1. The RFP for consultant review of the existing pay ranges for maturation along with
recommendations for merit pay was released on June 24, 2017, consistent with the
timeline approved at the June 13, 2016 meeting. The Committee will receive monthly
updates which are anticipated to result in information to consider for inclusion in the
2017 budget process related to maturing current pay ranges and merit pay.

2. On October 2, 2013 the HR Committee provided guidance that resulted in notices being
sent to employee informing them of the compensation philosophy of being within 96% of
midpoint if in their position for more than 2 years. (See Attachment A)

Recommendation: That the committee approve for inclusion into the 2017 budget $66,195.3,
with $29,688.59 for the general fund, to bring 18 non-represented employees within 96% of
midpoint within their respective range.

Gen Fund 25,487.28 1,949.78 1,733.14 518.40 29,688.59
CD 15,485.39 1,184.63 595.93 210.97 17,476.93
Rental Rehab 947.23 72.46 64.41 21.79 1,105.89
Water 3,204.14 245.12 217.88 73.70 3,740.83
Sewer 3,204.14 245.12 217.88 73.70 3,740.83
MotorPool 6,186.34 473.25 420.67 142.29 7,222.55
Animal 2,760.37 211.17 187.71 60.45 3,219.69
Ctrl

57,274.88 4,381.53 3,437.61 1,101.28 66,195.31

Positions impacted include: Humane Officer, Street Maintainer (3), Community Development
Specialist, Admin Asst 111, Payroll Coord, Equipment Operator (2), Equip Svcs Mechanic,
Appraiser (2), Property Inspector, Engineering Tech, Cmty Svcs Analyst, Public Works
Supervisor, HR Generalist and Environmental engineer.

Resource Impact: See above chart.

Cc: Mayor
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Memorandum
From: Myla D. Hite, Human Resources Director
To: Human Resources Committee
Date: May 11, 2015
Subject: Compensation Concept and Philosophy

Purpose: To obtain direction regarding Compensation for general government employees.

Background:
1. The City’s compensation plan is contained within Chapter 5 of the Employee Handbook.

(Attachment 1).

2. The Employee Handbook’s revision and approval process requires annual review and
adoption and modifications may impact the budget process.

3. A 2016 salary freeze was enacted by Common Council on December 9, 2015 to allow for
review and adjustment to the City’s newly implemented “Pay for Performance” Program.

4. To align compensation with the Common Council’s vision, City Administration needs
direction regarding the concept.

Recommendation: That you review the compensation philosophy and the proposed concept
providing direction to align with policy-maker expectations. This will to provide Human
Resources direction necessary for developing the 2016 Compensation Plan and update the
Employee Handbook.

a. Compensation Philosophy. The City’s compensation philosophy is contained within Section
5.01 — General Provisions (Compensation) of the Employee Handbook which states:

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.

Simply stated, the compensation philosophy is to maintain competitive market rates with
equitable internal alignment. As a reflection of this philosophy current pay matrixes are
established at 80% -- 120% of market rates. Market pay is incorporated into the base budget.

b. Compensation Concept. (See attachment 2)

The compensation concept would include, in addition to the base pay plan, Discretionary
Performance Recognition measures intended to incentivize “Pay-for-Performance” or “Pay-for-
Results™ as part of the City’s compensation philosophy, including both individual as well as
group performance goals.

Resource Impact: Not applicable at this time.

Cc: Mayor
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02/09/2014 Compensation Plan Implementation

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 Pa—Y 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 . Minimum set at 80% of market

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 consisteniwith ts compensation philosophy
would be studied, reviewed and used to design the * To provide guidelines for the day-to-day

. . . administration of employee’s compensation with
classification and compensation system. Follow-up regard to hiring and salary adjustments
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
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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 | iR R LIPRIK

- Internal alignment: Recognize the value each employee brings (A endix N) meetlng paCket was a
to the organization and enhsure equitable pay across

departmental lines 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

Philosophy and Base Pay Administrative
Procedures, that contained a timeline for

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

- 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 ="

/ 2012

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 0.09 037 | 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 ) )
Trele s R e e e etk 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.

i G

Annual Timetable

Training for employees and management March 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 gt

Department Head — Sent to Human Resources

Human Resources Releases Final Evaluations and May 3ot

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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OLD COLA AND LONGEVITY STEP SYSTEM
TOTAL COST $244,729

01/01/2014 BALANCE OF THE 2014 YEAR 2015 IMPACT
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$195,766 $48,963
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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$72,213 $259,820
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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)

()

(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




Pay for Performance

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 |$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 Year 4 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 |S$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 1 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
o 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

f « 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

administration of employee’s compensation with * Increase understanding of pay administration

regard to hiring and salary adjustments + Minimize inconsistent administration of pay
+ Increase manager accountability
WIPFLIi + 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.
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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 15, 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 into 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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Il US “ 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.
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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
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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 10th, 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
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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.

Rl

Annual Timetable

Training for employees and management March 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 30t

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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Performance Bell Curve

Competencies

Marginal

Proficient

Exceptional

Employee

Communicativeness

Team Player

Customer
Orientation

Initiative

Positive Impact

Problem Solving &
Decision Making

High Standards &
Results
Orientation

Team
Management

Organization &
Planning

Talent
Management

Positive Impact

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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Recognition Tools

—Workplace Flexibility

—Paid Time Off

DISCRETIONARY —Tuition Reimbursement
PERFORMANCE
RECOGNITION

—Developmental Training

—Professional Conferences

—Gift Cards

. One-time fixed costs

. Do not add to the base
. Driven by Performance —Nominal Items
. Management Award

—Exceptional Performance
Cash Awards

GROUP GOALS
SAFETY
WELLNESS

COMPENSATION
PLAN ADJUSTMENTS

Market driven, add to the base
e Cost-of-Living
Internal Alignment

COMMUNITY SERVICE
PLANNED TIME OFF

[ )
General e Reclassification
Empblovees e Retention
- ploy e Review Period
[ )

Salary Studies

I3



Prepared for: 2016 Budget Packet

Non—-Represented Employee Ostokr

HRC Approved for
2016—(10/12/15)

Amount and Date
unknown

General Wage Adjustment (GWA)
Market Drtiven

A GWA is an increase in pay that keeps an employee’s salary
current with the rate of inflation. It is a retention measure,
typically tied to the Consumer Price Index (CPI) within the
geographic locale. Without periodic COLA’s, employee
buying power declines. With paychecks flat as the price of
good and services within the market increase, employees end
up with less real money in their pocket. GWA’s add to the
base budget going forward.

® Periodic

® Across the Board

HRC Approved
(8/10/2015)
$48k for 2016

budget

_ Compensation Plan Administration
® End of Review Operations Driven

Period

The operational needs of the City drive the work
to be performed by employees. The matket determines the
level of pay needed to have the work performed and the
Equal Pay Act requires equal pay for equal work. As organi-
zation needs change, there are times when operational man-
agement decisions make it appropriate to adjust an employ-
ee’s pay. These decisions are usually technical and are dele-
gated to the Human Resources Director to administer within
the approved budget. These funds add to the base budget

going forward.

¢ Internal Alignment
® Reclassification

e Retention

® Reorganization

e Premium Pay

HRC Approved
(8/10/2015)
$72k for 2016
budget

Discretionary Performance Recognition

e One-time cash bonus
Performance Driven

Paid Time Off
Flexibility

Tuition reimbursement

Allows management the opportunity to recognize
outstanding or exceptional performance. Program com-
ponents will include recognition documented on the annual

s Dex.re%opmental performance appraisal, as well as opportunities for “on-the-
Training spot” recognition. Broad general parameters will be devel-
o Gift Cards oped, published in the Employee Handbook, and adminis-

tered by Human Resources with a centralized reporting sys-
tem to the Human Resources Committee.
our workforce. It is the employees who

Prepared by: Il
Myla D. Hite, Human Resources Director |
City of Wausau ' i | malke our organization's success a reality.”

WISE?]NFETN — Vern Dosch, Wired Differently

Nominal Items

Commonly referred to as “Pay for Performance”

“We can never fall short when it comes to
recruiting, hiring, maintaining and growing

Introduced August 10, 2015 Human Resources Committee —  Included in 2015 Common Council Budget packet



Anne L. Jacobson

Office of the City Attorney WISCONSIN City Attorney
Tara G. Alfonso
Assistant City Attorney

MEMORANDUM

TO: Human Resources Committee Members

Finance Committee Members

FROM: Anne L. Jacobson, City Attorney[\d—{g

DATE: July 8, 2016 b

RE: Salary Range Market Adjustment of Assistant City Attorney

Purpose: To seek approval of a market adjustment to the salary of the Assistant City
Attorney within her current Grade 5, and within the approved budget for salaries within
the City Attorney’s Office.

History:
Tara Alfonso began work for the City on March 26, 2012.

On October 2, 2013, Tara Alfonso, Assistant City Attorney, received a letter from Michael
Loy, then Director of Human Resources, indicating her New Salary Grade is 5, and
establishing the new salary range from $29.92 to $44.88 hourly, with $37.40 being the mid-
point (market) rate of pay. Her hourly rate in 2013 was $33.43.

In 2014, she received an adjustment which still fell short of the mid-point.

On December 14, 2015, she attended a Human Resources Committee meeting and
understood, during a discussion of the implementation of the new pay plan, that it was the
intention of the City to have brought all employees at least to the mid-point by that time. In
2015, her hourly rate of pay was $35.81, short of the mid-point.

In 2016, with the 1.5% raise effective June 5, 2016, she is paid $36.35 per hour. The hourly

mid-point of Grade 5 is $37.40. This would indicate a minimum $1.05 an hour increase to
bring her to the midpoint of her grade, for an annual salary of $77,797.00.

City of Wausau » City Hall » 407 Grant Street * Wausau, WI 54403-4783 » (715)261-6590 « FAX (715)261-6808 * TDD (715)261-6770



As part of the published 2016 budget, Council approved $10,000 in Account 110-
13091150, Salaries - temporary regular (allocated to a legal intern position). The legal
intern left the employ of the City of Wausau on February 25, 2016, for full-time
employment with a local law firm, leaving $9,144.75 in the budget for that position. The
cost to bring her salary and benefits to the midpoint for July 13 through December 31, 2016
is $1,153.05. Although this is well within our approved budget for salaries, it still does not
appropriately compensate the Assistant City Attorney.

Background:

By way of comparison to the Corporation Counsel’s office in Marathon County, as our local
market for full-time government staff attorneys, in 2012 the county commissioned a class

compensation study by Fox Lawson and Associates, and established the following market

rates:

Minimum Mid-Point Maximum
Corporation Counsel $104,577 $130,639 $156,766
Deputy Corporation Counsel 89,656 107,587 125,518

The actual pay ranges (without a market differential) had been:

Corporation Counsel 74,757 93,445 112,135
Deputy Corporation Counsel 64,414 77,297 90,179

Currently, the Corporation Counsel earns $108,701 and is slated for a 2-3% salary increase
in August 2016 ($110,875 @ 2%), and the recently vacated Deputy Corporation Counsel
position was advertised at the minimum point of the market rate established in 2012, or
$89,656.

Attracting and retaining trained attorneys has been challenging and will continue to be so
unless we can fairly compensate our employees.

It is recognized that this is an exempt position, which should not be paid compensatory or
overtime pay, which is currently the case. This is a professional, salaried position.
Attached please find the compensatory value for her time in 2015 and 2016 thus far.

Recommendation and Impact:

For the foregoing reasons, | recommend her salary be adjusted to a mid-point between the
mid-point ($77,797) and the maximum rate ($93,356), which would result in an annual
salary of $85,576.50, and an hourly rate of $41.14. The cost to bring her base salary to the
recommended market rate, plus benefits for the remainder of the year is $5,260.11
($4,598.40 + $661.71 benefits). The annual increase in salary for this position is within the
City Attorney’s budget for salaries, and the legal intern position shall remain unfilled for
the remainder of 2016. The breakdown of salary and benefits for such increase is attached.
She will realize a net gain of less than the actual salary increase, when compensatory time
ceases to be paid, which is also recommended.

cC Mayor Robert Mielke
Myla Hite, HR Director
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salary

fica/med 7.65%
retire 6.6%

wk comp .14

Annual Cost

Effec 7-18-2016
960 hrs

current
36.35
75,608.00
5,784.01
4,990.13
105.85

86,487.99

salary
fica/med
retire
wk comp

Adl cost remainder 2016

mid-point
37.4
77,792.00
5,951.09
5,134.27
108.91

88,986.27

1,008.00
77.11
66.53

141

1,153.05

Annual Adl
Cost 110%
41.14
85,571.20
6,546.20
5,647.70
119.80

2,498.28 97,884.90

4,598.40
351.78
303.49

6.44

5,260.11

Annual
Adl Cost

11,396.90



TARA'S OVERTIME - 2015

67.25 hours accrued

54.5 hours used {51,951.66 value)
12.75 hours paid out ($456.58)

$2,408.24

TARA’S OVERTIME — 2016 (thru July 2)

52.32 hours accrued

2 hours used ($71.62 value)

10.32 hours paid out ($375.12)

Currently has a balance of 40 hours in her comp bank

$446.74



Chapter 5 — Compensaticn

5.01 - General Provisions

5.02 — Compensation Plan Administration

5.02 - Time Keeping

5.04 - Payroll

5.05 — Overtime

5.06 — Compensatory Pay

5.07 - Call-in Pay

5.08 — Shift Differential

5.09 - Jury Duty

5.10 - Mechanic Incentive Pay {Water Utilities)
5.11 - Firearm Certification Pay

5.12 — Expense Reimbursement

5.13 - Clothing and Equipment

5.14 - Attendance at Training Sessions and Other Meetings

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 Jabor costs compare to the overall labor market.
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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 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. Itisintended 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.
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(2) salary Range Structures: The City is committed to providing a salary range structure that is responsive to

(3)

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.

{c) 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 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.

20



(a)

(b)

{c)

(d)

(e)

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.

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 ' 1t ond 3" q" 5™
PERFORM ANCE (80-87%) {88-95%) (96-104%) (105-112%) {113-120%)
Exceptional 4.0% 3.5% 3.0% 2.5% 2.0%
Performance

Proficient 3.5% 3.0% 2.5% 2.0% 1.5%
Performance

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
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(4)

(f)

is)

(h)

(t

)]

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 emplayee from one job to ancther 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 showld 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.

Confidentiality: The City will treat all pay and salary range information confidentially. As a general rule,
City wili 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 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,
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5.03 - Time Keeping

All non-exempt employees must accurately record time worked on a time card for payroll purposes and are
required to record their own time at the beginning and end of each work period, and before and after any unpaid
break. Employees must record their time whenever they leave the building for any reason other than Company
business or with prior approval from the supervisor. Filling out another employee’s time card, allowing another
employee to fill out your time card, or altering any time card will be grounds for discipline.

No work shall be performed by employees prior to their clocking or logging in at the start of their work day, during
their lunch break when they are clocked out, or after they have clocked out at the end of their work day. No one in
the City of Wausau has the authority to ask, or encourage, or insinuate that you should work off the clock,

Employees may use vacation, sick leave or compensatory time in units of 15 minutes or more.

5.04 - Payroll

City employees shall participate in the City’s direct deposit program and are paid on a bi-weekly basis. The payroll
workweek begins on Sunday at 12:01 am and ends on the following Saturday at 12:00 midnight. Each paycheck will
include earnings for alt work performed through the end of the previous payroll period. In the event that a
regularly scheduled payday falls on a bank holiday, employees will be paid on the day prior to the bank holiday.

The City of Wausau is required to make certain deductions from your paycheck each time one is prepared. This
includes federal income taxes and your contribution to Social Security, where applicable and as required by law.
These deductions will be itemized on your payroll statement. The amount of the deductions may depend on your
earnings and the information you furnish on your W-4 form regarding the number of dependents/exemptions you
claim, Any change in name, address, telephone number, marital status or number of exemptions must be reported
to Human Resources immediately to ensure proper credit for tax purposes. The W-2 form you receive for each
year indicates precisely how much of your earnings were deducted for these purposes. Any other mandatory
deductions to be made from your paycheck, such as court-ordered garnishments, will be explained whenever the
City is ordered to make such deductions.

The City reserves the right to make deductions and/or withhold compensation from an employee’s paycheck as
long as such action complies with applicable state and federal law. In addition, it may be possible for you to
authorize the City to make additional deductions from your paycheck for extra income taxes, contributions to
retirement savings programs or insurance benefits (if eligible).

Every effort is made to avoid errors in an employee’s paycheck. If you believe an error has been made or you have
a question about your pay, notify Human Resources immediately. If you believe your pay has been improperly
docked, notify Human Resources immediately. The City will take the necessary steps to research the problem and
to assure that any necessary correction is made properly and promptly.

5.05 — Overtime

Prior approval by supervision or management must be obtained for all overtime hours worked. Overtime work is to
be held to a minimum consistent with the needs of the service. It is the responsibility of each department to
explore all possible alternatives before a decision is made to require employees to work on an overtime basis.
Further, it is the responsibility of each department to ensure that the provisions of overtime pay are administered
in the best interest of City service. Each department should develop internal controls that provide a means of
reviewing and evaiuating the use of overtime,

Overtime shall be compensated for non-exempt employees at one and one half (1 %) times the employee's hourly
rate of pay. Overtime is defined as any hours worked in excess of 40 hours per week. Hours worked on Saturday or
Sunday for work that is not regularly scheduled is considered overtime and shall be compensated at one and one

(1 %) times.
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For workers in the following individual Divisions, overtime is defined as work in excess of eight {8) hours per day or
forty {40) hours per week. The Divisions listed below exclude support staff, and exempt staff for the purposes of
overtime.

Community Development Maintenance Division
Construction and Maintenance Division
Electrical Division

Engineering Division

Sewage Maintenance Division

Water Distribution Division

Wastewater Treatment Division

5.06 — Compensatory Pay

Non-exempt employees shall have the choice of receiving overtime in pay, or as compensatory time. Exempt [evel
staff may receive straight time (hour for hour} compensatory time for hours worked in excess of 40 hours per
week. Executive level shall not be allowed compensatory time under any circumstances. Compensatory time may
accumulate to a maximum of forty (40} hours, Compensatory pay for Battalion Chiefs shall be paid at straight time
thour for hour) for additional hours worked in excess of the employee’s regular hours of work and may accumulate
up to a maximum of four hundred (400) hours. Compensatory time off shall be scheduled so as not to unduly
disrupt operations.

Compensatory time off shall be paid out at any time during the year upon written request and approval by the
Department Director. Compensatory balances that exceed the bank hour maximum shall be paid out. All balances
in compensatory time banks must be used within the year it is earned or it will be paid out on the last pay period
of each year,

5.07 - Call-in Pay

If a non-exempt employee is called back into work outside of his or her work schedule, he or she will receive a
minimum of two (2} hour's pay for such work or pay for the actual time worked, whichever is greater,

For scheduled court appearances on behalf of the City of Wausau, employees will receive a minimum of two (2)
hour's pay for such work or pay for the actual time worked, whichever is greater.

These provisions will not apply to hours worked consecutively prior to or subsequent to the employee’s regular
schedule of hours.

5.08 - Shift Differential

Any regular employee whose assigned to work a schedule that requires four {4) or more work hours after 4:30 p.m.
shall recelve forty-five cents per hour {$.45/hour) in addition to their regular hourly rate. For any regular employee
whose assigned to work a schedule that requires four {4) or mare work hours after 12:00 midnight shall receive
sixty cents per hour {3.60/hour) in addition to their hourly rate. Shift differential shall be paid as described above
for leave time and would include vacation, sick days, and holidays. No differential shall be paid for an employee
working overtime.

5.09 - Jury Duty

Regular full-time employees who serve on a jury or are subpoenaed to appear as a witness before a court or
administrative tribunal shall be paid the difference between the jury or witness duty fees and their regular
earnings. When released from jury or witness duties employees shall immediately return to their job and complete
the scheduled work day. Employees shall not be entitled to overtime or shift differential under this provision. Part-
time employees are not eligible for paid time off for jury duty but shall be allowed to modify their work schedule to
accommodate such duty when reasonably possible.
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5.10 — Mechanic Incentive Pay {Water Utilities)

Employees classified as a Plant Malntenance Mechanic in the Water Department are eligible for an educational
incentive pay of 50.50 per hour upon achieving 50% of the electrical and instrumentation training program as
confirmed by North Central Technical College officials. Upon completion of the electrical and instrumentation NTC
program and receipt of a State of Wisconsin Journeyman card, the employee will receive an incentive pay of $1.00
per hour.

5,11 - Firearm Certification Pay

Persons classified as Deputy Chief, Captain or Lieutenant will receive Firearm Certification Bonus equal
to 1% of step 5 of their respective positions pay grade. Firearm pay shall be paid upon meeting
department annual certification testing standards and no later than November 1.

5.12 - Expense Reimbursement

For employees where a Commercial Driver’s License is a requirement of employment, the City will pay up to $50
toward the difference in the cost of a commercial driver’s license and a regular license, upon issuance and/or
renewal.

5.13 - Clothing and Equipment
The City provides clothing allowances and uniforms to certain employees,

8ullding Maintenance employees shall be furnished shirts and pants by the City.

Parking Control Specialists shall receive uniforms purchased by the City at the time of initial employment. The City
will maintain such uniforms by replacing damaged or worn out clothing upon proof of the need for replacement.

Employees in the following divisions will receive the following Clothing and Equipment:

Construction and Maintenance Division
Electrical Division

Engineering Division

Sewage Maintenance Division

Water Distribution Division
Wastewater Treatment Division

1) All protective clothing required to perform essential job duties shall be owned and furnished by the City
in its discretion at no cost to employees. Such protective clothing shall be left on City property at the close
of the working day.

2) The City shall provide eleven {11) sets of uniforms for employees in these divisions except the
Engineering Division.

3) Skilled workers shall furnish hand tools of their trade as found necessary in their job requirements.
Power tools, special equipment and large tools wilk be furnished by the City. Any question concerning the
necessity of purchasing additional tools shall be determined by the City.

4) Employees shall receive an annual reimbursement of $50.00 towards the purchase of cold weather
gear.

5) Employees will be reimbursed 50% of the cost up to $75.00 per pair of safaty boots annually. Boots
must be worn on all job sites and inspected for compliance to ANSI Z41.1 standard.

Persons classified as Police Chief and Fire Chief shall receive a uniform allowance of $475.00 per year, persons
classified as Deputy Fire Chief shall receive a uniform allowance of $350.00 per year and persons classified as
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Battalion Chief, EMS Division Chief, or Fire Marshall shall receive a uniform allowance of $325.00 per year for
replacement and care of uniform items. Persons classified as Police Lieutenant, Police Captain or Deputy Police
Chief shalf recelve a uniform allowance in accordance with the provisions of Article 20 of the agreement between
the City of Wausau and the Professional Police Association.

5.14 Attendance at Training Sessions and Other Meetings

During your employment, you may be asked, or required, to attend training sessions and other professional
meetings. Attendance at training sessions or other meetings, whether during, before, or after the employees
regular work schedule may be considered paid time. To find out more information regarding when training

sessions or other meetings will be considered paid time; please contact your direct supervisor or human resources.
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DRAFT

CITY OF WAUSAU HUMAN RESQURCES 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 Creating an Evidence Technician Position (Police Department)

Michael Loy explained the Police Department currently has a half time evidence technician who is retiring at the
end of August and we need a determination now as to whether we can make it a full time position so as not to
delay the recruitment cycle and replacement to October/November.

Chief Hardel stated he truly believed that they should have a full-time evidence technician and alse should be
adding a full-time clerical. He felt there was enough work to justify it and that personnel were being
overburdened. He stated both the evidence custodian duties and the duties of the clerical personnel have
increased dramatically over the past few years. He highlighted reasons for the necessity of a fulltime evidence
tech, noting we must meet a higher level of professional standards due to revised state evidence guidelines and
ensure compliance with federal and WI Department of Justice standards. New audio/video technology is being
used by businesses and the general public and victims of crime turn over their surveillance videos on a regular
basis. Smart phones, computers and tablets have to be downloaded, reviewed and put in evidence. Increased
security of evidence integrity, chain of custody and integrity of the evidence custodian himself all are vital.
Additionally there are substantial case preparation demands by the District Attorney; the ability to obtain DNA
from different items and technology advances of DNA; as well as changes in the law as to the length of time
evidence must be kept and how it is disposed of.

Hardel indicated clerical personnel have worked nearly 300 hours beyond the normal work hours so far this year
because we have mandates to report to the federal government on our crime statistics. He noted grants are also
attached to those figures and reporting. He proposed folding clerical assistance into the evidence technician
position for help with data entry. He noted when comparing Wausau PD to other departments as far as evidence
technicians and clerical positions we are the lowest in both those areas. He indicated he was willing to accept an
increase in the evidence position from half time to full-time and hopes it is enough to maintain, but if not, we will
have to re-evaluate.

Finance Committee )
Motion by Brezinski, second by Oberbeck to approve the creation of a full-time Evidence Technician Position In
the Police Department., Motion carried 4-0.

Human Resources Comntittee
Motion by Nutting, second by Gisselman to approve the creation of a full-time Evidence Technician Position in
the Police Department. Motion carried 5-0.

Adjourn (Finance Committee)
Motion by Brezinski, second by Oberbeck to adjourn the Finance Committee. Motion carried unanimously.
Finance adjourned at 5:15 pm.

Approval of 6/10/2013 minutes. Motion by Nutting, second by Gisselman to approve the June 10, 2013 draft
minutes. All ayes. Motion carried unanimously.




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 accomodations.
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.

Consider Amending Employee Handbook Section 1.06 — Residency Requirement.

Loy stated that the new State Budget that was passed that prohibits municipality residency requirements for
employees, except for law enforcement, fire, and emergency personnel (which are not defined). Loy has talked to
several labor attorneys and the League of WI Municipalities, and at this time the thought is that residency is a
prohibited subject of bargaining and that the City can impose residency requirements without regard to
collectively bargaining to do so. Therefore, it is likely that the requirements for Police and Fire are within the law
limits. Because the City policy for department heads to live in the City of Wausau is now unlawful, Loy
recommended that the committee decide if the policy should be changed. Gisselman asked what would happen if
they didn’t change it? Loy said if a department head moved out of the City, it might be challenged by someone,
but that the new rules provided by the State would likely trump the City’s policy. Nagel asked what would
happen if an at-will department head was fired because their supervisor didn’t like where they lived, since
technically the supervisor would not have to give a reason for firing the person as long as it wasn’t because of a
protected class reason (race, age, sex, religion, etc.)? Loy said he would never advise anyone to do this and that
grievance procedures were created as part of Act 10 that do not allow arbitrary or capricious termination of
employees. Discussion took place regarding the current residency requirements and effects to service. Czarapata
said that the Wausau Fire Department has a 60 mile radius for its employees and their response time has not been
affected and has improved the pool of candidates that apply. Additionally, the Fire Department has had their




response time tested for HAZMAT no issues have been reported. Oberbeck asked why the City needs to dictate
where the employees live, because if they need to be able to respond within 15 minutes for an emergency, they
will most likely live in an area that allows them to accomplish this. Gisselman asked how many employees live in
the City; Loy said over 50% live outside of the City of Wausau, and the number is actually higher because of
addresses that are in towns but use Wausau as a mailing address. Hardel stated that the Police Department has a
20 miles radius and they have no issues with response time. Nutting asked if the officers take their squad cars
home; Hardel said only SWAT and K-9 officers take them home. Loy said that he feels more discussion is
needed about who qualify as emergency personnel, but department heads should be removed from any residency
requirements. Motion made by Gisselman to allow Loy to amend the language in the handbook to remove the
residency requirement for department heads. Second by Oberbeck. All ayes. Motion passes unanimously.

Future Agenda Items for Consideration. Wagner asked that the Public Relations (Communication
Coordinator) position be brought back to the committee for consideration (discussed 2/13/12 and 7/9/12). Loy
said the next meeting will include the position ranking discussion.

Adjourn. Motion by Nutting to adjourn. Second by Nagle. All ayes. Motion passes unanimously. Committes
adjourned.

Romey Wagner
Human Resources Committee, Chair



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. 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 fecdback. 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.




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

Authonzmg Implementatwn ofa New Pay Plan for General City Employees by Adoptlon 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

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 impletmentation 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:

QW%M

I amﬁE Tipple, Mayor




DRAFT

CITY OF WAUSAU HUMAN RESOURCES COMMITTEE
MINUTES OF OPEN SESSION

DATE/TIME: December 14, 2015, 2015 at 4:30 p.m.

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

MEMBERS PRESENT:R.Wagner (C), G. Gisselman, W. Nagle, D. Oberbeck, L. Rasmussen

MEMBERS ABSENT:

Also Present: Mayor Tipple, T. Alfonso, P. Czarapata, K. Dubore, M. Hite, E. Krohn, T. Kujawa, E.
Lindman, R. Mohelnitzky, J. Schara, B. Schmidt

Approval of 11/09/2015 minutes.

Motion by Oberbeck, second by Nagle to approve the draft minutes from November 9, 2015. All ayes. Motion
passes 5-0.

Input from DPWU regarding Competitive Wage — Street Maintainer (Lindman).

Lindman gave Mohelnitzky the floor to begin the discussion. Mohelnitzky began by saying he was happy to see
that money will possibly be earmarked for possible wage increases. He went on to explain that when employees
are hired, they receive a large amount of training to make them valuable employees. At this time, he feels that he
is unable to retain new employees because once they receive training, they are finding better paying jobs
elsewhere. Mohelnitzky said that recruitment has been difficult because good candidates are not willing to accept
the starting pay for vacant positions. Wagner asked if Mohelnitzky thinks the entry level (pay) is not market
(rate) and that’s the issue. Mohelnitzky said yes, but that even the employees who have been with the City for a
few years and are close to market (rate) need an adjustment in order to maintain them. Oberbeck said he was
concerned because he thought that everyone had been brought into the matrix. Tipple said they were brought in 3
years ago when the study was done. Oberbeck continued, asking if there had been adjustments to bring those
employees up in the matrix, and if employees are asked to sign a commitment when they are hired. Adjustments
have not been made, and Hite said that some employees are asked to sign a commitment for a period of time and
language has been added to the Employee Handbook regarding training and employees reimbursing the cost of
training if they leave within a certain period of time. Gisselman asked what the beginning pay is at this time.
Hite said it depends on which position you look at, but the Street Maintainer, Sewer Maintainer and Water
Maintainer positions begin at $15.57 per hour. The mid-point of the salary range is $19.46 per hour, and the
hourly maximum rate is $23.36. Hite shared the rates that maintainers are currently being paid. Gisselman asked
what the current market rate is for this position. Hite said that she has not looked into current marked rates
because the City decided they would conduct a market study every 5 years. She went on to explain that there are
more businesses in the area than a few years ago and less workers for these positions. Hite shared the starting
salary rates for companies with entry-level jobs. The committee asked if Hite would research comparable jobs at
Marathon County. Nagle said he would go on record that operators who are training and doing a good job need to
be paid more than $24.45 an hour (the top salary of an Equipment Operator at this time). Rasmussen asked if
employees can be brought in at higher levels of the matrix if they have more experience. Hite said yes, every
starting salary is determined by HR on a variety of factors. Oberbeck asked if a market study could be done
sooner. Further discussion on this subject and challenges of future hiring took place. No action was taken on this
item.

Discussion and Possible Action of Employee Handbook — Revisions to Chapter 5 and Section 8.07 Family
Medical Leave (Hite).

Hite noted that the group incentive in lieu of perfect attendance leave that was brought to the committee at the last
meeting was not incorporated into the version of the handbook the committee received in their packet for this
meeting. Hite will add the language into the final version. Hite pointed out that the revision Wagner requested at
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