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RESOLUTION NO.: 45—2023-24

TO THE HONORABLE, THE OUTAGAMIE COUNTY BOARD OF SUPERVISORS
LADIES AND GENTLEMEN: MAJORITY

Outagamie County engaged the services of McGrath Human Resources Group as part of
the Total Rewards Classification and Compensation Study which included the completion
of a market analysis of county positions and introduction of a new wage schedule, which
will help the County attract and retain employees in the rapidly changing labor market.
The inventory of the County’s current compensation, benefits, and related opportunities it
provides its employees, based on the Total Rewards Model, included Wages (base pay and
variable pay), Benefits, Well-being, Talent Development, and Recognition.

A single salary schedule has been developed for the County. Both exempt and non-exempt
positions will be included in order for the County to better manage a singular system. There
are 20 Pay Grades (reduced from 58) with 7% - 10% between the Pay Grades. Each Pay
Grade has 10 steps, each with a 3% adjustment between each step. Step 5 is identified as
the average Market Rate, although all steps are aligned to the average market. Overall, the
Salary Range from Minimum to Maximum is 30%. Step adjustments are recommended
annually based upon acceptable and documented performance indicators. The
recommended salary schedule was developed with 2023 market data to maintain
competitiveness with the existing market The County should not need to make any range
adjustments until 2024.

During the course of the Study, there was an opportunity to better align job titles with
responsibilities. The recommendations have reduced the number of classifications from
over 330 to 260, inclusive of levels within a classification.

At this time, no budget adjustment is required as the monies needed for the additional
compensation will be included as part of the 2024 budget process.

NOW THEREFORE, the undersigned members of the Legislative/Audit and Human Resources
Committee recommends adoption of the following resolution.

BE IT RESOLVED, that the Outagamie County Board of Supervisors does approve the attached
Total Rewards Compensation Study Final Report for Outagamie County, Wisconsin, which by reference
is made a part hereof, effective December 17, 2023, which will supersede previously-approved
compensation schedules, with no budget adjustment needed, as the additional compensation will be

included as part of the 2024 budget process, and
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BE IT FINALLY RESOLVED, that the Outagamie County Clerk be directed to forward a copy of
this resolution to the Outagamie County Human Resources Director, the Outagamie County Finance
Director, and the Outagamie County Executive, who, in accordance with Sec. 59.03 Wis. Stats., shall be
charged with the duty of distributing said compensation schedule to affected departments for compliance.

Dated this day of September 2023

Respectfully submitted,

LEGISLATIVE/AUDIT & HUMAN RESOURCES

COMMITTEE
Cathy Spears Curt Konetzke
Sara MacDonald Ryan Ferguson
Joe Santonato
Duly and officially adopted by the County Board on:
Signed:

Board Chairperson County Clerk

Approved: Vetoed:
Signed:

County Executive
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Unemployment compensation - mandatory
Health insurance multiple options with Health Savings Account option
Vision insurance

Dental insurance

Life insurance

Long-Term and Short-Term Disability
Wisconsin Retirement Plan

Deferred Compensation Plan (457)

Roth IRA

Flexible Spending Account

Health Savings Account

Vacation and sick benefits

Compensatory Time

Voluntary Shared Leave

Bereavement, civic duty, and military leaves
Observed and floating holidays

Clothing Allowances for specific positions
Safety Equipment and Tool reimbursement

Well-being. Organizational practices, policies and programs that help employees achieve
success both at work and outside of work.

Equity, Diversion, and Inclusion Initiatives
Employee Assistance Program

Wellness Opportunities

Job Sharing

Breastfeeding Friendly Workplace
Telecommuting Options

Dress for your Day Policy

Talent Development. Provides the opportunity and tools for employees to advance their
skills and competencies in both short- and long-term careers.

Training and development courses
On-the-job training

CDL reimbursement

Education Reimbursement
Performance Management Feedback

Recognition. Acknowledgement of employee behaviors/outcomes that support the
organization’s success. Recognition programs can be formal or informal and do not need to
have a financial component.

McGrath Human Resources Group - Outagamie County, Wisconsin 7
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Summary. Because of the drastic changes in the labor market over the last few years, the
County will need to build a robust model that can positively influence the culture of the
organization and the employees that make up that work culture. This visual should help the
County as it considers new Total Reward opportunities for employees, to provide a balanced
and engaging employment experience to its employees when it is not able to provide the
highest wages in the region. Compensation is not the only driving factor for recruitmentand
retention, although it is currently the highest rated factor for both recruitment and retention
feedback (Neogov Job Seeker Report 2021). The second highest rated item for retention is a
positive work environment/culture, followed by challenging work and the ability to utilize
their skills and talents.

The Total Rewards Report breaks down of each of the five (5) Total Reward areas with
options and recommendations to consider as the County develops its long-term Total
Rewards Strategy to be an employer of choice in the region.

McGrath Human Resources Group - Outagamie County, Wisconsin 8
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Labor Market

In order to gain information from the external market, through interviews with the
Department Directors and County Administration, a list of comparable organizations was
established. Each of the comparable organizations were contacted requesting current salary
schedules and incumbent data. The following comparable organizations were contacted:

Table 1: Comparable Organizations

COMPARABLE ORGANIZATIONS

Brown County City of Appleton

Calumet County City of Green Bay

Dane County City of Neenah

Fond du Lac County City of Oshkosh

Kenosha County Town of Grand Chute

La Crosse County State of WI (limited)

Marathon County Bishop International Airport Authority
Milwaukee County (limited) Cedar Rapids Airport Commission

Portage County Eastern [owa Airport

Racine County Fort Wayne-Allen County Airport Authority
Rock County Gerald R Ford International Airport Authority
Waukesha County Greater Rockford Airport Authority
Waupaca County Metropolitan Airport Authority of Peoria
Winnebago County

Local private comparable data was also collected, when provided. The collection of this
compensation data was utilized to analyze the average Market Minimum, Midpoint and
Maximum Rates per defined benchmark positions. A comparison of the average salary of the
positions to the salary of incumbents within the County was also performed. When
necessary, evaluation of the comparable organization’s job description, when available
online, was utilized to resolve conflicts.

In addition to current positions within the County, the Consultants sought comparable data
on future positions/career ladders, and positions with job responsibilities that are combined
in Qutagamie but might be separate in other organizations. In some cases, titles were altered
to better align with the industry. Notall positions are reflected in the following data analysis.
In some situations, data was not available in the external market, data was insufficient, or
there were no internal matches at the time of the Study.

Market Data Solicited

The market survey gathered the following 2023 information: Minimum, Midpoint, and
Maximum salary for the positions as well as the average salary of the incumbents. Upon
examination, salaries were eliminated if statistically too high or too low as to not skew the
average (typically within one-two standard deviations). Then, a new percentile amount was

Page 12
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calculated with the remaining salaries. There was a great deal of time spent in the data
analysis to ensure that each position was examined based on the data available and how the
responsibilities of each position align within the County.

Market Analysis

In order to analyze the ranges, a Comp Ratio is used. This is a ratio of the County’s salary in
relation to the external market data. A 50% Comp Ratio would mean thatthe salary isinline
with the external Market while utilizing +/-5% range around each data point. Thus, if a
position has a Comp Ratio of 45% or greater, the employee is considered aligned to the
market, but should be watched carefully. Positions with lower 45%-49% Comp Ratios are
likely to experience challenges with recruitment/retention due to the current labor market
in certain industries. These positions have been identified separately.

Minimum Salary Comparison

The analysis of the Minimum Salary Range gives an initial indication if starting salaries are
within an acceptable Market Range. When building a salary schedule, consideration of this
information will ensure the County’s Minimums are within an acceptable range to the
average Market Minimum; however, this analysis is only the beginning in the development
of a Compensation Schedule.

Approximately 48% of the benchmarked job titles are below the average market for
minimums, and another 19% are in a lower comp ratio that may be falling short of
competitiveness. Overall, 34% of the positions are within the acceptable average market
minimum. It would appear the County’s minimum hiring salaries are insufficient against the
average market. The figure below provides a summary of findings.

McGrath Human Resources Group - Outagamie County, Wisconsin 11
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The Non-exempt Salary Structure is made up of 37 Pay Grades with .12%-6.39% between
each Pay Grade. Even though each Pay Grade has 10 steps, the percentage of step varies
between 1.85%-3.63%. Asaresult, the salary ranges are between 15%-33%. There are 185
classifications compensated from this model.

When these structures are combined, there are many pay grades that are very similar
because there is overlap between non-exempt and exempt salaries. One of the County’s goals
is to have a more consistent and equitable structure for all positions, so these inconsistencies
are eliminated.

Compensation Philosophy

A compensation philosophy is an organization’s financial commitment to how it values its
employees. The goal of this philosophy is to attract, retain, and motivate qualified people. A
consistent philosophy provides a strong foundation in determining the type of total
compensation package to offer employees.

There are foundational aspects of compensation to assist with the development of a
compensation philosophy to ensure the goals of compensation align with the goals of the
organization. First, there are basic questions to consider:

What s considered a fair wage?

Are wages too high for the financial health of the organization?

Does the compensation system reflect the value of positions within the organization?
Is your compensation strong enough to retain employees?

Do you currently have a defined compensation philosophy?

If so, is your compensation philosophy keeping in line with labor market change,
industry change, and organizational change?

AN

The County is in business to provide an essential and difficult service to the community. It
does that through hiring qualified employees who lend their skills and talents to various
positions within the organization. Without those individuals, the County would not be able
to provide these services. In order to be competitive for the retention of existing personnel
and have successful recruitment efforts to replace future turnover, the County needs to be
competitive with the targeted comparables.

In order for the County to be competitive with recruitment and retention, itis recommended
the County establish its compensation philosophy that is based on average market wages so
the County can be competitive in the current labor market. The following sections support
that recommendation.

McGrath Human Resources Group - Outagamie County, Wisconsin 15
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Classification and Compensation Recommendations
Salary Schedule

The recommended 2023 Compensation System is provided as Appendix A. A single salary
schedule has been developed for the County. Both exempt and non-exempt positions will be
listed so the County can better manage a singular system. There are 20 Pay Grades with 7%-
10% between the Pay Grades. Each Pay Grade has 10 steps, each with a 3% adjustment
between each step. Step 5 is identified as the average Market Rate, although all steps are
aligned to the average market. Overall, the Salary Range from Minimum to Maximum is 30%.
Step adjustments are recommended annually based upon acceptable and documented
performance indicators.

2024 Adjustment

The recommended salary schedule was developed with 2023 market data to maintain
competitiveness with the existing market. The County should not need to make any range
adjustments until 2024.

Classification Structure

The Classifications are listed in Appendix B. During the course of the Study, there was an
opportunity to better align job titles with responsibilities. The recommendations have
reduced the number of classifications from over 330 to 260, inclusive of levels within a
classification. Some classifications may be given a department tag for job description and
payroll purposes. Some job titles were revised to either have consistency throughout the
organization, or to become more current with the external market and are reflected on the
recommended Salary Schedule.

Position Placement

With the reduction in total number of pay grades from 58 to 20, time was spent with
Department Heads to revisit the alignment of positions for each department.

Placement onto the respective Salary Schedule is based upon several criteria:
e Job Analysis
e Market analysis
e Compression analysis
e Internal equity

McGrath Human Resources Group - Outagamie County, Wisconsin 20
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After considering all these elements, placement of some positions on the Salary Schedules
have changed, with some positions now being placed in lower or higher pay grades than on
the previous Schedule. This is not an indication that any given position is more or less
important. Similarly, this is not a “reclassification” process, where a position is being
evaluated on changes in responsibility, authority, or decision making that may place the
position in a higher or lower pay grade, etc. This process is a complete reset of the
Compensation System. This is sometimes difficult for employees, because they look only at
where their position is placed on the Schedule and compare themselves to positions that
have been placed higher. When this occurs, employees begin to compare their perception of
the value of positions within the organization, and do not know, or disregard, the factors the
Consultants considered when placing all the positions onto the Schedule.

Employee Placement

For purposes of implementation only, employees need to be placed to the Minimum Market
of the Pay Range if under Step 1. If the employee’s current wage is above Step 1, the
employee then needs to be placed on a step within their new range that does not resultin a
wage decrease. The County also wanted to ensure employees would experience at least a
3% increase for the first half of 2024. Therefore, employees whose placement did not result
in a 3% increase the first half of the year were adjusted to a step meeting the minimum
percentage. The only exception to this criterion would be employees whose salary is already
at the top of the Maximum of the Pay Range. These adjustments place employees in a
particular step regardless of tenure in the position. Itis important to understand that market
value is based on the work being performed, not the number of years one has been
performing the work.

General Operational Guidelines

Maintenance of Salary Schedule

It is important for the County to have a standardized procedure to adjust the Salary
Schedules for consistency and for budgetary forecasting. The Consultants recommend that
on a set date each year, the Salary Schedules be increased by the Consumer Price Index -
Urban (CPI -U) percentage or by a local economic indicator, if preferred. For example, since
budgeting is done at approximately the same time each year, the County should establish a
specific month in which to capture the average of the previous twelve (12) months of the
selected economic indicator for a recommended adjustment. The County will still maintain
control if conditions and finances fluctuate in a specific year. The following are the types of
increases recommended:

McGrath Human Resources Group - Outagamie County, Wisconsin 21
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Salary Schedule Adjustments

Annually, the Salary Schedules should be adjusted for economic reasons. Without
maintaining the Salary Schedule, it will fall below the Market and the County will end up
spending dollars to get it updated. Annual Salary Schedule adjustments will keep a
competitive Salary Schedule. It is important the County budgets dollars for increases to the
overall Schedule each year. There may be years when the economy cannot support such
increases; however, that should be the exception, not the norm.

Annual Step Adjustments

The Salary Schedule is based on a premise of annual salary adjustments. Each year,
employees may be eligible to receive a step increase, with acceptable performance.

Compensation Policy Recommendations

With the updated Salary Schedule, the County now has a competitive Compensation System
for recruitment and retention purposes. Recommended compensation guidelines have been
provided to Human Resources (Appendix C). Human Resources is recommended to consider
these established guidelines and update the County’s compensation policy accordingly.

In addition, the County Board is recommended to develop a compensation policy that sets
the direction of the organization’s compensation philosophy going forward. Developing a
policy for placement within the market will give guidance to the County Executive to bring
forward compensation recommendations in the future to keep the County aligned to this

policy.

Metrics

Salary Schedules need to be balanced between what is competitive for
recruitment/retention, as well as what is affordable and financially sustainable long term.
The County should monitor metrics as an internal indicator to identify if there is a possible
concern with the County’s placement in the market. Internally, metrics are standards of
measurement used to assess what is occurring within an organization. Metrics tell an
organization how well or poorly they are doing, allowing an organization to review, assess,
problem solve, and adjust processes, as well as identify challenges or stressors to the
organization that may be having a negative impact. Specific metrics may help identify where
dollars are being expended that can be costly, including turnover. Although the Consultants
acknowledge compensation is not the only reason for unwanted turnover, it is a
consideration of the larger picture. In order to ensure competitive recruitment/retention,
the County is advised to follow the recommended compensation philosophy to ensure it can
stay competitive to support retaining its personnel. Metrics will help identify that success. It
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is recommended the Human Resources Director designate a staff member to compile these
metrics for ongoing review.

Table 2: Metrics Recommendations

METRIC FORMULA TO CALCULATE PURPOSE
Applicant Tracking Total number of applications received Assessing for reduced application
stream
Turnover Number of separations + Number of | Effectiveness of compensation and
approved FTE benefits; may identify trends that
need further analysis within
departments
Early Turnover Number of employees leaving the job in | Effectiveness of compensation and
the first 12 months of employment + | benefits; may identify trends that
average actual # of employees in the job | need further analysis within
for same time period departments
Offer Acceptance The number of employment offers | Effectiveness of compensation
accepted + number of employment offers | package
made
Employee Percentage of employees in age categories | Assess work demographic for trends
Demographics and years of service categories in lower tenure and higher
percentage of employees in mobile
generation groups (under 40)
Exit Interviews Metrics | NA Documenting reasons for turnover
for trends in compensation package
Market Updates

One of the main concerns in any Salary Schedule is the ability to keep it current. Often, an
organization spends time and resources to review and reevaluate their Salary Schedule,
resulting in providing employees or Pay Grades significant increases because either the
positions or the Schedule is not in line with the external market. A Salary Schedule has a
typical life span of three (3) to five (5) years, at which time market conditions typically
necessitate a review. The County can strive to prolong the life of their Schedule if it continues
to commit to maintaining its competitiveness with the external market by ensuring market
updates occur. Given the current competitive market, the County is recommended to initially
conduct a market update in three (3) years. Analyzing turnover and other human resource
type metrics should help indicate if an external market update is required sooner or can be

pushed back a year.
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Part-Time to Full Time Health Insurance Status Change

The County provides benefits to part-time employees working between 20-29 hours per
week. The Consultants gathered benefit data from comparable organizations that also
provide benefits to part-time employees. The County’s current policy does not immediately
change the level of benefit from part-time to full-time when the employee changes status,
instead relying on the lookback period process. An existing employee who has worked part-
time and is changing to full-time should be afforded the same level of benefits as new hire
full-time employees. Itis recommended the County adjustits policy so employees who have
a change in employment status (part-time to full-time) see their insurance benefit change
during the pay period of the occurrence.

Time Off Benefits

Time off and work life balance continue to be top areas candidates and employees look at
when considering employmentand retention. Therefore, the County’s paid time off benefits
were also reviewed.

Holidays

Currently the County offers a total of 10 observed holidays and 2 floating holidays per year.
The comparables that provided holiday information reported combined totals between 8-16
days. The County could consider offering an additional floating holiday for better flexibility
and competitiveness with neighboring comparables.

Vacation

The County has one (1) vacation model as of 1/1/2023 summarized as follows:

Table 10: Vacation Schedule

Years to
Levels off] Minimum Maximum Reach
Vacation Description| Accrual Accrual Accrual Maximum
Vacation Leave 4 10 days 25 days 15 years

Comparable organizations that report vacation, offer 5-23 days in the first year and have
between 4-11 levels of accrual. The maximum number of vacation days range from 25-42
days, with most respondents at 25 days or above, which is occurring between the 14th and
30th year of employment.

There are no changes recommended for the vacation program for full-time.
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Sick Leave

The County offers 12 sick days per year which results in 96 hours per year. Employees
retiring may be eligible for a portion, or all, of accumulated sick leave to be paid out. The
reporting comparables provide similar sick leave accruals from 48-96 hours per year, with
most at 96 hours. No changes to sick leave accruals are recommended for full-time

Part-Time to Full Time Benefited Time Off Status Change

The County provides pro-rated time off to part-time employees based on the average hours
worked. The County’s current policy does not immediately change the level of benefit from
part-time to full-time when the employee changes status, instead relying on the lookback
period process. This results in an existing employee who has worked part-time and is
changing to full-time having less benefited paid time than a new full-time hire. It is
recommended the County adjust its policy so employees who have a change in employment
status (part-time to full-time) see their benefits time benefit change during the pay period of
the occurrence so the look back period is discontinued, and the employee accrues time off
equal to any other full-time new hire.

In addition, the County may wish to look at how it pro-rates part-time benefited time off.
Part-time personnel accrue benefited time off based on hours worked. Given the County has
a significant number of part-time personnel to support its operations, this is an
administrative load, and the County should consider whether the higher paid time benefit
for those who work more hours outweighs the administration side of the calculation. The
County may wish to consider a more simplified approach that gives employees 50%
proration for 20-29 budgeted hours; 75% proration for 30-37 budgeted hours; and 100%
for 37.5-40 budgeted hours.

Paid Time-Off

Although the County has sufficient time-off benefits, work-life balance, flexibility, and paid
time-off topics are very important to the total compensation package. Having the rules and
variations for each of the traditional methods of time-off may be confusing and frustrating
for employees and managers, and it is likely a significant administrative burden to the
administrative staff who setup and monitor the use of these forms of leave. Many
organizations add stringent rules for the use of benefits to help the employees manage their
personal situations, but that often makes programs more difficult to manage, so considering
an alternative time-off program option may be beneficial to the County. This may also be
very advantageous for future recruitment, when candidates are looking for increased
flexibility with time off.

Paid Time Off (PTO) is a single bank of time-off, which is then used for sick, vacation, and
even bereavement time, instead of having different banks of time for different
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purposes. Some organizations include holidays into this program, while others do
not. Generally, PTO has a larger overall rate than vacation, but less than vacation and sick
time combined as a tradeoff for the increased flexibility provided under a PTO program, and
there is an overall payout on the benefit. The benefit has administrative ease, simplification,
and new flexibility for employees. Oftentimes the biggest challenge is transitioning
accumulated sick and vacation hours into a new program, but this can be done successfully
without loss of accumulated time. Organizations that have done this are satisfied with the
result once the transition is complete. Although few comparable organizations identify PTO
as a program they offer, the County could consider the concept of PTO to offer more flexibility
within their benefits in the future. Some comparables have made this change for their
employees.

Typically, when an organization transitions to a PTO program, there is discussion of what to
do with the current banks of time. It is customary for vacation to be rolled over into the PTO
program so employees start with a balance of time. Available sick time can then be rolled
into an Extended Leave Bank, in which employees may utilize this bank for major
illness/accident events and FMLA qualifying events. This way, the sick time the employee
has already accumulated is still available for significant events in their personal life. For
hours that have been earned and are vested, there will need to be a payout mechanism built
into these banks so there is no loss to the employee as a result of the change in programs,
but the banks simply do not need to accumulate new hours, if not desired by the
County. Extended Leave Banks could be a grandfathered provision for current employees
with sick time, so new employees would not be eligible. Other programs allow employees to
move PTO into the Extended Leave Bank annually.

The County is recommended to consider PTO in the future. This would allow the County to
offer more flexibility within their benefit structure for the current and future workforce.

Administrative Flexibility Time

It is common for Department Directors, exempt-level managers, and command staff to work
more than a traditional 40-hour workweek. This is inherently an expectation of the job when
accepted. With that said, public employers need to be cognizant of the fact thatlosses at that
level of position due to burnout can have unintended consequences to an organization if
succession planning is not occurring. Such consequences could have a delay in services to
constituents for a period of time, as well as a loss of institutional knowledge for the
organization. In addition, if promotions are not occurring because of the loss of overtime
and/or additional expectations being put on directors and managers, this is an indication
that employees may feel an imbalance, so employers should be gauging this proactively.

While it is understood that exempt management-level positions will likely work an excess of
40-hours per week and will report after hours and on days off for incident command,
emergency response, and even scheduled meetings, every organization should ensure that
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additional time is acknowledged, because these hours cannot always be flexed. The County
should assess the positions that are regularly and substantially in this situation and provide
these positions with an equivalent week of paid time for their administrative/operational
responsibilities that regularly require them to exceed standard workweeks. This bank of
time should be provided to these positions annually, but does not accumulate, so it is ‘use it
or lose it” This should help these employees better balance their time away from work.
Ensuring these employees are able to utilize the banked time should be a priority for the
County. The Consultants recommend the County review positions in Pay Grade Q-V for this
benefit. The County may identify other exempt-level positions that would qualify.

Payout Provisions

In terms of payouts, the County’s payout provision is in the form of cash. This payment is
then considered taxable to the employee, and the County pays related employment taxes on
these amounts. Further, these payments need to be recorded as liabilities on the County’s
financial statements. The County could consider enhancing the payout provisions in a way
that will assist employees with their future health care needs since the main reason
employees choose not to retire is because they financially are not able to or cannot afford to
continue health care coverage. These payouts could be developed to create a post-
employment medical trust for the employee in which deposits are tax-free for both the
employee and employer, is not considered income to the employee, and is to be used for
medical expenses by the employee /qualified beneficiaries.

Retirement Contributions

In addition to the mandatory Wisconsin Retirement System (WRS), the County currently
offers Deferred Compensation 457(b) and Roth IRA voluntary retirement options for
employees to enhance their financial portfolio based on their own contributions. The County
offers two (2) vendors to give the employees additional options.

Although the County contributes the state mandated employer contribution for WRS, atleast
one (1) municipality outside the County’s market region has started to offer matching
contributions to employee contributions into their 457(b) accounts, which is a recruitment
and retention tool.
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percentage, flat rate, or scholarship program to subsidize this expense. An on-site childcare
facility with discounted tuition would also be a highly welcomed benefit for working parents.
Although this was not a benefit found in the comparable market, this is a benefit some
employers are considering on a national level.

Long Term Care Insurance

Long-term care (LTC) is different from traditional medical care. Long-term care goes beyond
medical treatment and nursing care to helping people cope in the face of a chronic illness or
disability. Long-term care provides supportin performing everyday tasks. People need long-
term care for a number of reasons, but often itis simply for the process of getting older. Long-
term care services are typically needed by individuals unable to perform activities of daily
living or who become cognitively impaired. As the County’s workforce matures, there is a
greater need for long-term care services which can be a significant financial burden without
proper insurance coverage. Because this is a critical component to retirement planning,
more employers nationally are offering LTC insurance programs and education.

Paid Parental and Elder Care Leave

Paid leave for employees who are new parents or will become parents is becoming a more
common benefit that growing to include employees who need support in other facets of life
including providing care and support to aging parents. These paid benefits are not required
in Wisconsin; however, other states are adopting mandatory benefits of this nature, which is
gaining support nationwide. Offering a paid leave benefit aligned to Family Medical Leave
qualifying events for a duration of between 2-6 weeks should be considered by the County.

Volunteering Time Off

Volunteer time off is a paid leave system that allows employees to donate their time to local
nonprofit organizations. Volunteer leave policies make an organization appealing to
potential and existing employees who have a strong desire to give back to their community.
In addition, this type of program allows employers to give back to their communities and
nonprofits. Volunteer leave is when workers devote their leave period to charitable or
community service activities. Some employers give their employees the freedom to choose
where they want to spend their volunteer leave time, while others limit it to pre-approved
locations. Volunteer time off is typically 1-2 days per year.

529 College Savings Plan

A 529 plan is a tax-advantaged savings plan designed to help families save for college and a
range of other qualified education expenses which is outlined in Section 529 of the Internal
Revenue Code. This is a voluntary benefit option for the County to include in its benefits
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portfolio, while the preferred vendor works directly with the employee for enrollment and
fund management.

Onsite Medical Clinic

Productivity, safety, employee engagement, and organizational culture, are impacted by sick
staff. When it comes to illness, no industry, region, or sector is immune to the consequences
of employee illness and its effect to an organization. Onsite clinics are becoming part of
enhanced medical benefits, and given the size of the County, exploring an onsite clinic with
alocal provider, a dedicated clinic option for the employees means no drive time or waiting
in crowded waiting rooms, employees don’t have to worry about trying to determine if the
physician they're seeing is in-network, and typically reduces ER visits. On-site clinics are
convenient for employees, can be a very effective recruitment/retention tool, and can have
a positive effect on the employer’s health plan costs. The County should be commended for
their onsite clinic services to employees.

Expanded EAP Services

Standard Employee Assistance Programs typically provide free and confidential services to
help deal with life’s stresses. Expanded EAP Services provide assistance on a broader basis,
to include services for the employees and their dependents, such as financial planning, credit
counseling, estate planning, adoption assistance, wellness coaching, and assistance to find
resources in the community for long term care needs, elder care support, etc. Often times,
these expanded EAP services can provide literature, Lunch and Learn options, and even web
or podcast access, etc, which can expand opportunities for employee utilization beyond
what the behavioral health services provides through the onsite clinic. These programs are
widely used in Wisconsin counties.
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Appendix B: Recommended Classifications by Pay Grade

PAY GRADE
100

105

110

115

120

125

RECOMMENDED JOB TITLE

Airport Operations Specialist |
Central Services Specialist
Customer Service Specialist

Food Transporter

Homemaker

Life Enrichment Specialist
Supportive Home Care Specialist

Bailiff

Breast Feeding Peer Counselor
Culinary Specialist

Custodian

Environmental Services Specialist
Homemaker- Lead

Life Enrichment Specialist - Lead
Meal Site Manager

Medical Coding Assistant

Unit Clerk

Certified Nursing Assistant

Custodial and Maintenance Assistant
Inventory/Supply Assistant

Program Assistant

Program Assistant

Airport Operations Specialist Il
Criminal Justice Support Specialist
Facilities Maintenance Worker
Highway Field Worker
Medication Technician

Office Assistant

Parks Maintenance Technician

Account Technician

Airport Operations Specialist - Lead
Billing Specialist

Child Support Case Aide
Children's First Case Coordinator
Fiscal Specialist

Legislative Specialist |

Office Specialist

Payroll & Scheduling Technician
Process Server Specialist
Records Specialist
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150

155

Administrative Services Supervisor
Adult Protective Services Worker
Airport Operations Supervisor - FBO
Communicable Disease Specialist Il
DA Investigator

Division Manager

Electrician

Emergency Management Coordinator
Emergency Preparedness Planner
Facilities Maintenance Technician Il
GIS Analyst

HR Advisor

Judicial Staff Attorney

Land Use Specialist

Lead Case Manager

Mediator

Network Technician

Parks Program Supervisor/Liaison
Procurement Coordinator
Psychiatric Nurse

Public Health Nurse

Recycling and Solid Waste Program Coordinator
Social Worker

Systems Analyst I

Systems Technician

Treatment Court Coordinator
Victim Witness Supervisor
Watershed/GIS Analyst

Airport Operations Supervisor - Airfield
Airport Operations Supervisor - Landside
Chief Deputy Clerk of Courts

Clinical Therapist |

Executive Operations and Public Relations Specialist
Facility & Operations Manager - BV
Finance Supervisor

Highway Operations Supervisor

Human Services Supervisor

Naturalist

Network Specialist

Office Manager

Payroll Supervisor

Recycling Operations Supervisor
Register in Probate /Probate Registrar
Registered Nurse

Senior HR Advisor - Employee Relations
Senior Systems Analyst

Solid Waste Operations Supervisor

Staff Development Specialist - SW

SW Equipment/Maintenance Supervisor
Systems Specialist
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160

165

170

175

Administrative Services Manager

Air Service & Business Development Manager
Business Systems Analyst - Lead

CJTS Manager

Clinical Therapist Il

DA Special Prosecutor

Environmental Engineer / Project Coordinator
Epidemiologist

Equity, Diversity, and Inclusion Officer

FBO Manager

Human Services Supervisor

Infection Control Coordinator

Lobbyist

MDS Coordinator

Principal Planner

Risk Coordinator

Social Services Manager

Assistant Highway Engineer
Finance Manager

GIS Engineer

Human Services Supervisor
Legislative Services Manager
Lieutenant

Network Engineer

Nursing Supervisor

Systems Engineer
Telecommunications Manager

Assistant Corporation Counsel
Assistant Director of Nursing

BV Programs Manager

Captain

Court Services Manager
Emergency Management Director
Fleet & Facilities Superintendent
GIS & Land Information Manager
Highway Engineer

Human Resources Manager

IT Network Engineering Manager
IT Operations Manager

IT Systems Engineering Manager
Patrol Superintendent

Recycling Superintendent

Solid Waste Superintendent

SW Facilities/Equipment Superintendent
Veteran's Service Officer

Zoning Administrator

Clinical Psychologist
Court Commissioner
Criminal Justice Treatment Services Director
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180

185

190

195

Deputy Administrative and Board Relations Director
Deputy Director of Development and Land Services
Deputy Finance Director

Deputy Human Resources Director

Director of Airport Operations

Division Manager

Division Manager/Public Health Officer

Jail Administrator

Assistant Airport Director
Commander

County Conservationist
Director of Nursing

Managing Court Commissioner

Chief Deputy

Deputy Corporation Counsel

Development and Land Services Director

Division Manager/Clinical Director- Mental Health
Facilities Director

Parks Director

Deputy Director of Health & Human Services
Finance Director

Highway Commissioner

Human Resources Director

Information Technology Director

Nursing Home Administrator

Recycling & Solid Waste Director

Corporation Counsel
Health & Human Services Director
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Appendix C: Compensation Policy Guidelines

These guidelines are provided to the County to utilize in conjunction with the new
compensation system. The County is recommended to assess these guideline
recommendations as the current County Compensation Policy is updated.

New Hires

Employees start at Step 1 of the Pay Grade if the employee has the minimum skills and
abilities required in the job description. The hiring supervisor, with appropriate department
leadership approval, can start experienced individuals up to Step 5. Any requests for
placement above Step 5 may occur only with the approval of Human Resources. The County
may wish to develop a Hiring Matrix for objectivity in this process.

Cost of Living Adjustment

On January 1st of each year (or another date specified by the County), employees should
receive an annual cost of living adjustment equivalent to the percentage adjustment of the
Salary Schedule.

Annual Adjustment

On the employees adjusted date of hire (anniversary date), employees should receive a step
increase based on performance, to Step 10. Employees who are not performing to the
County’s standards will have their annual increase held until such time as performance
improves, or when approved by Human Resources.

Promotions

The County is recommended to continue its promotional process, so an individual who
moves to a position of a higher Pay Grade, will be placed at Step 1 of the new salary range;
Or if the employee’s current rate is within the new range, the employee will be placed on the
step that provides at least a 3% increase, but not to exceed 10%.

Demotions

There are a number of situations that can occur resulting in an employee’s pay being lowered
and the pay may not be within the established Salary Range. Dependent upon the
circumstances, an individual’s pay can be handled differently. It will be the responsibility of
the Human Resources Director to determine the pay implications due to employee
demotions. The following are suggested guidelines:
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A. Demotions that occur because of position changes and/or position consolidations (not
based on the performance of the employee), the salary can be “red circled” and frozen at
thatlevel until the Salary Range of the new Pay Grade catches up to the employee’s salary.

B. Demotions that occur because the employee voluntarily applied for and accepted a
position in a lower Pay Grade, the salary will be reduced within the new Salary Range as
close to the current salary as possible. If the salary is above the new salary range, then
treatment will be as described in “A” above.

C. Demotion that is a result of the employee’s performance, the employee’s salary is
decreased to a placement within the Salary Range of the new Pay Grade, as determined
by the Human Resources Director. Demotions of this nature are rare circumstances.

Top of the Range

When an employee reaches the Maximum step of their Pay Grade, they will be eligible only
for the cost-of-living Salary Schedule adjustments. Some employers view this is as deterrent
for tenured employees to continue to perform at the County’s level of expectation. Therefore,
the County may consider the option for employees who reach the Maximum Rate to receive
the equivalent annual increase in the form of a lump-sum non-base building payment. This
method of payment still provides additional compensation to an employee but does not
compromise the Schedule.

Position Pay Grade Changes

Pay Grades may change under the following circumstances:

A. Management request for a Pay Grade Evaluation
A Department Head may request a Pay Grade evaluation for any position in their

Department, via procedures identified by the Human Resources Director. The request
should be in writing, including job duty changes or other circumstances that have
precipitated the evaluation. This should include the old job description along with either
a new job description or a document that illustrates the changes. It will be the
responsibility of the Human Resources Director to determine if the position should be
sent to the Consultants for evaluation. It should be noted that significant changes to a
position’s responsibility that could prompt reclassification should receive prior approval
from the Human Resources Director in order to avoid unapproved position creep.
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B. Administration Initiation of a Pay Grade Evaluation
Administration may determine a position needs to be evaluated as a result of a County-
initiated position and/or program changes, organizational structure changes, recurring
minimal modifications to positions that over time may result in substantive change in a
position, and recruitment or retention challenges.

If after a Pay Grade Evaluation, it is determined the employee’s current salary is below Step
1 of the new Pay Grade, the employee should be placed at Step 1 of the new Pay Grade. If the
current salary is within the new Salary Range, it will be at the discretion of the Human
Resources Director as to whether any further adjustment occurs.
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End User Support Technician
Coordinator

‘cordinator

INFORMATION TECHNOLOGY
[LAND CONSERVATION

lunteer Coordinator

| Assistant Naturalist

Park Ranger

ks Project Technician
Operator Il
Coordinator
Education C¢ i ialist

[Veteran's Benefits Specialist - Lead
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[ADMIN ASSISTANT

| [Real Estate Coordinator

[Mechanic/mai T
SUPPORT COORDINATOR | End User Support i
[ADMINISTRATIVE ASSISTANT LC inis ive C linator
MAINTENANCE COORDINATOR [Administrative/Mai C
OFFICE COORDINATOR inis i C i

PARK FOREMAN

Parks Project Technician

Veterans Benefits Specialist - Lead

LPN

|Staff D ic Support

Senior End User Support T

Senior End User Support Technician

Agronomist

Engineering

Mechanic

Dietician

Life Enrichment Services Manager
Syst Analyst |

EDUCATION COORDINATOR

Inmate ion C
OFFENDER RESOURCE SPECIALIST Inmate Ce
COMMUNITY SUPPORT SPECIALIST Case Manager

COMMUNITY SUPPORT SPECIALIST

BENEFIT SPECIALIST

- Adult Services

BENEFIT SPECIALIST - MH & SU
Dietician
[SOCIAL WORK SPECIALIST | Case Manager
SOCIAL WORK SPECIALIST | Case Manager
COMMUNITY SUPPORT SPECIALIST Case Manager
SOCIAL WORK SPECIALIST | Case Manager
Accountant
CENTRAL SERVICES SUPERVISOR / Central Services Supervisor
[ASSISTANT FOREMAN Highway O i Foreman

HUMAN RESOURCES ASSOCIATE

HR Program Analyst

CUSTODIAL SUPERVISOR

Custodial Services Supervisor

RSW Equipment/Maintenance Mechanic

Environmental C i Technician
COMM SHIFT SUPVR T unications Shift Supervisor
CORRECTIONAL OFFICER Corporal
OPER SUPVR FBO Airport O i Supervisor - FBO

AIRPORT ELECTRICIAN

lE_Ie:trI:ian
Facilities Maif ician Il

[Food & Nutrition Services Manager

MAINTENANCE TECHNICIAN
FOOD & NUTR SVCS DIR
SOCIAL WORKER BV

Isocial Worker

LAW CLERK

Judicial Staff Attorney
T Court C i

DA

|GIS Analyst

Social Worker

SOCIAL WORK SPECIALIST IV

Social Worker

SOCIAL WORK SPECIALIST V

Social Worker

PSYCHIATRIC RN

COMMUNICABLE DISEASE SPECIALIS

Psychiatric Nurse
C i Disease ialist 11

OFFICE SUPVR HHS

Services Supervisor

SYSTEMS ANALYST

Syst Analyst Il

[SOCIAL WORK SPECIALIST I

Social Worker

SOCIAL WORK SPECIALIST 111

Social Worker

SOCIAL WORK SPECIALIST IV

Social Worker

SOCIAL WORK SPECIALIST V

Social Worker

EMERGENCY MANAGEMENT PROGRAM &

SOCIAL WORKER V

Emergency Deputy Director

PROFESSIONAL COUNSELOR V.

|Mediator

EMPLOYEE BENEFITS SPECIALIST

HR Advisor - Benefits

HR Advisor - Talent

HR Advisor - Leave Admin

Watershed/GIS Analyst

Parks Program Supervisor/Liaison

Systems Analyst Il

Airport O i Supervisor - Airfield
Airport O il Supervisor - Landside
Facility & O i Manager - BV

|_R i Nurse
Chief Deputy Clerk of Courts

|Finance Supervisor - Courts

Staff Development Specialist - SW.

Human Services Supervisor - CS

Human Services Supervisor - ES

Finance Supervisor - HHS

SUPVR ACCOUNT SYSTEM
SUPVR SUPP HOME CARE

Human Services Supervisor - SHC

Office Manager

Highway Operations Supervisor - Grade

Highway Operations Supervisor

Senior Systems Analyst

Network Specialist
System iali

[AIR SERVICE AND BUSINESS DEVEL

SW Equipment/Mai pervisor

Air Service & Business Development Manager

FBO Manager

Control Coordinator

FBO MANAGER
NURSING COORDINATOR
NURSING COORDINATOR

MDS Coordinator

Page 63



Resolution No. 45—2023-24

SOCIAL SERV COORD

Social Services Manager

CITS Manager

DA Special Pi

Human Services Supervisor - ADRC

Human Services Supervisor - CLTS

Human Services Supervisor - Aging

Human Services Supervisor - CYF

CLINICAL THERAPIST I. Il CLIN THER CRISIS APD

Clinical Therapist Il

COMMUNITY HEALTH SUPVR

Human Services Supervisor - Comm Hith

COMMUNICABLE DISEASE SPECIALIS

Human Services Supervisor - Comm Disease

Human Services Supervisor - Evtl Health

Human Services Supervisor - PHN

Human Services Supervisor - WIC

[Administrative Services Manager

Business Systems Analyst - Lead
Human Services Supervisor - YFS

I_sk Coordinator

Engineer / Project C

[ADMIN SUPVR SHERIFF

Services Manager

DIRECTOR OF FINANCE AND ADMINI

Finance Manager - Airport

FINANCIAL SVC DIR

Finance Manager - BV

NURSE SPECIALIST

NEIGHBORHOOD COORD

Nursing Supervisor
Nursing Supervisor

MGR FISCAL SYSTEMS

Finance Manager - HHS

SUPVR MH SERVICES

Human Services Supervisor - MH & SU

OFFICE MGR ACCOUNTAN

Finance Manager - Hwy

ions Manager

NURSING COORDINATOR

Director of Nursing

PROGRAM SERVICES ADMINISTRATOR

|BV Programs Manager

LAND USE SUPERVISOR / ZONING A

Zoning Administrator

COURT SERVICES SUPERVISOR FCC

Court Services Manager

Fleet & Facilities Superintendent

EMPLOYEE RELATIONS SPECIALIST

Human Resources Manager - O|

SENIOR NETWORK ENGINEER

IT Network Engineering Manager

[SENIOR SYSTEMS ENGINEER

IT Systems Engineering Manager

IT Operations Manager

Recycling Manager
RSW EauiEment'ZFa:ilities Manager

SW SUPERINTENDENT

Solid Waste Manager

CAPT- CORR Captain
CAPTAIN - INVESTIGAT / SUPP SVCS Captain

DIRECTOR OF OPERATIONS

Director of Airport O

[ASSISTANT COURT COMMISSIONER

Court Commissioner

Division Manager - Adult/Long Term

Division Manager - YFS

MGR ALTS
MGR YOUTH FAM SVCS
MANAGE| HILDREN, YOUTH & FAM

Division Manager - CYF

MGR EC SPT CHILD SPT

Division Manager - CS/ES

[ASSISTANT COURT COMMISSIONER

Division Manager/Public Health Officer

Court C

FINANCE DEPUTY DIRECTOR

Deputy Finance Director

Deputy Human Director

Jail

HUMAN RESOURCES - DEPUTY DIRECTOR
CORRECTIONS ADMINIS
NURSING DIRECTOR

Director of Nursing

COURT COMMISSIONER

FAMILY COURT COMMISSIONER

|Managing Court C
ing Court C

OPERATIONS COMMANDER

C

CLIN DIR MGR MH AODA
[ADMINISTRATOR BV

Division Manager/Clinical Director- Mental Health

DEPUTY DIRECTOR-HHS

Nursing Home Administrator
Deputy Director of Health & Human Services

DIR RECYC SOLID WAST

|Recycling & Solid Waste Director

Page 64



