
WINNEBAGO COUNTY BOARD OF SUPERVISORS  
TUESDAY, JULY 19, 2016 

 
There will be an Adjourned Meeting of the Winnebago County Board of Supervisors on Tuesday, July 19, 2016, at  

6:00 p.m., in the Supervisors’ Room, Fourth Floor, Winnebago County Courthouse, 415 Jackson Street, Oshkosh, Wisconsin.  
At this meeting, the following will be presented to the Board for its consideration:   

   

 Roll Call 

 Pledge of Allegiance 

 Invocation 

 Adopt agenda 
    

 Time will be allowed for persons present to express their opinion on any resolution or ordinance that appears 
on the agenda. 

 

 Public comments on the Oshkosh Speed Zone Raceway 
 

 Communications, petitions, etc. 
o Notice of Claim: 

 Notice of Claim from Jessica L. Lehmkuhl for damage to her vehicle’s windshield while driving through a 
construction zone on Interstate 41 in Winnebago County 

o Thank you note from Ryan Risgaard, Neenah High School recipient of a 2016 Winnebago County Scholarship 
o Zoning Petitions: 

 No. 001 – Edward & Cynthia Sypek, Town of Vinland; tax parcel no. 026-0661-08-01; rezone from R-1 to R-2 
 No. 002 – David G. Voss, Jr.; Town of Wolf River; tax parcel nos. 032-0725, 032-0725-06 and 032-0730-26; 

rezone from R-8 to R-1 
 No. 003 – Experimental Aircraft Association, Inc., Town of Nekimi; tax parcel nos. 012-0016, 012-0016-02, 

012-0018, 012-0026, 012-0027, 012-0028, 012-0029, 012-0030, 012-0030-01, 012-0032, 012-0032-01, 012-
0032-02, 012-0033, 012-0033-01, 012-0034, 012-0034-02, 012-0034-03, 012-0035, 012-0036, 012-003601, 
012-0038, 012-0039, 012-0040, 012-0041, 012-0042, 012-0043, 012-0043-02, 012-0044, 012-0047, 012-
0048, 012-0176, 012-0177, 012-0205, 012-0210; rezone from A-2 to I-1 

 No. 004 – Ronald Wachholz & Chris Schmid; Town of Nekimi; tax parcel no. 012-0250-01; rezone from A-2 to 
I-1   

o Resolutions from other counties: 
 Outagamie County – Resolution No. 11-2016-2017 – regarding their opposition to the UW-Cooperative 

Extension Multi-County Reorganization Plan 
 Outagamie County – Resolution No. 14-2016-2017 – regarding their support of repealing the language in Sec. 

6.33(5)(a)2., Wis. Stats. regarding clerks’ duties with respect to part of the absentee ballot process 
 Outagamie County – Resolution No. 15-2016-2017 – in regards to election night results reporting 
 Polk County – Resolution No. 25-16, “Resolution Authorizing Application for County Waiver from State 

Mandated Process Concerning Absentee Ballots” 

 Reports from Committees, Commissions & Boards 

 Approval of the proceedings from the May 3, 2016 and June 21, 2016 meetings 

 County Executive's Report  

 County Executive’s Appointments 
o ADVOCAP Board of Directors – Supervisor Harold Singstock 
o Aging and Disability Resource Center (ADRC) – Janice Dibble and Peter Christianson 

 County Board Chairman’s Report 

 County Board Chairman’s Appointments: 
o Information Systems Committee – Patrick Brennand, 1904 Doty Street, Oshkosh 

 Presentation of 2016 Winnebago County Scholarship to Aaron Klysen, Lourdes High School Graduate 

 Update on the ECWRPC’s Review and Update of the Lake Winnebago Comprehensive Management Plan – 
Supervisor Chuck Farrey 

 Update on the Classification and Compensation Study – Michael Collard, Director of Human Resources 
 
 

ZONING REPORTS & ORDINANCES 
 
Report No. 001 – Bonnie Parnall, Town of Nekimi  
 Amendatory Ordinance No. 07/01/16– Rezoning from A-2 to R-1 for tax parcel no. 012-0184-02(p) 
 



 
Report No. 002 – Donald & Judith Grota, Town of Algoma (annexation to City of Oshkosh) 

Amendatory Ordinance No. 07/02/16 – Annexation from the Town of Algoma to the City of Oshkosh for tax parcel no. 
002-0340-35 

Report No. 003 – James Purtell, Town of Black Wolf 
Amendatory Ordinance 07/03/16 – Annexation from the Town of Black Wolf to the City of Oshkosh for tax parcel nos. 
004-0082 and 004-0084-04(p)  

Report No. 004 – Stormwater Utility Annexation, Town of Oshkosh 
Amendatory Ordinance 07/04/16 – Annexation from the Town of Oshkosh to the City of Oshkosh for tax parcel nos. 
018-0014(p) and 018-0015(p)  

Report No. 005 – Multiple owners in the Town of Menasha  
Amendatory Ordinance 07/05/16 – Incorporation of the Town of Menasha to the Village of Fox Crossing 

 
Amendatory Ordinance No. 07-06-16 –Town of Clayton on behalf of Jason Ehrentraut for a zoning change from A-2 to R-2 for 
 tax parcel no. 006-0645-01-02. 
Amendatory Ordinance No. 07-07-16 –Town of Winchester on behalf of Ryan Overton for a zoning change from A-2 to R-1 for 
 tax parcel no. 028-0710-01-05. 
 

RESOLUTIONS AND ORDINANCES 
 
RESOLUTION NO. 027-62016:   AMENDED - Adopt the Winnebago County Employee Compensation Plan 
      Submitted by: 
      PERSONNEL & FINANCE COMMITTEE 

 
RESOLUTION NO. 028-72016:  Commendation for Gary Frank 
  Submitted by: 
  PERSONNEL & FINANCE COMMITTEE 

 
RESOLUTION NO. 029-72016:  Commendation for Mark Guldan 
   Submitted by: 
   PERSONNEL & FINANCE COMMITTEE 
    
RESOLUTION NO. 030-72016:  Disallow Claim of Paul Esslinger 
   Submitted by: 
   PERSONNEL & FINANCE COMMITTEE      
  
RESOLUTION NO. 031-72016:  Disallow Claim of Missy A. Krause 
   Submitted by: 
   PERSONNEL & FINANCE COMMITTEE 
 
RESOLUTION NO. 032-72016:  Disallow Claim of Debbie Piotter 
      Submitted by: 
      PERSONNEL & FINANCE COMMITTEE 
 
RESOLUTION NO. 033-72016:  Disallow Claim of American Family Insurance for Daniel and Susan L. Hanneman 
   Submitted by: 
   PERSONNEL & FINANCE COMMITTEE 
 
RESOLUTION NO. 034-72016:  Authorize Execution of Exposition Center Rental Agreement Between Winnebago County 

and Epona Enterprises, LLC 
   Submitted by: 
   PARKS & RECREATION COMMITTEE 
   PERSONNEL & FINANCE COMMITTEE 
 
RESOLUTION NO. 035-72016:  Amend the Table of Organization for the Winnebago County Facilities and Property 

Management Department  
   Submitted by: 
   PERSONNEL & FINANCE COMMITTEE 
 
 
 



ORDINANCE NO. 036-72016:   Amend Section 2.01, Exhibit A(9) and (10), of the General Code of Winnebago County: 
County Board Supervisory Districts 

   Submitted by: 
   JUDICIARY & PUBLIC SAFETY COMMITTEE 
 
RESOLUTION NO. 037-72016:  Authorize a Transfer of $144,777 from the 2016 Park View Health Center Fund Balance 

to a Park View Health Center Operating Expense Account for an Additional Parking Lot in 
2016 

   Submitted by: 
   PARK VIEW HEALTH CENTER COMMITTEE 
   PERSONNEL AND FINANCE COMMITTEE 
 
RESOLUTION NO. 038-72016:  Approve a Budget Transfer to the Highway Department in the Amount of $80,000 for 

Asphalt Maintenance on Butler Avenue from CTH Y to Park View Health Center 
   Submitted by: 
   HIGHWAY COMMITTEE  
   PERSONNEL AND FINANCE COMMITTEE 
 
RESOLUTION NO. 039-72016:  Amend Section 6.50 of the Rules of the Winnebago County Board of Supervisors:  

Provide the Public an Opportunity to Address Matters Not Included on the Agenda to be 
Included on all Future Agendas for Winnebago County Board of Supervisors Meetings 
and Subcommittee meetings 

   Submitted by: 
   AARON WOJCIECHOWSKI, DISTRICT 16 
   COUNTY BOARD SUPERVISOR 
 
 

Respectfully submitted, 
       Susan T. Ertmer 
       Winnebago County Clerk 
 
 

Upon request, provisions will be made for people with disabilities. 
(Times provided are estimates.  Any item on the agenda may be taken up by the Board after 6:00 P.M.) 

































Township

Rushford BY N/A 2016

Vinland MS/Transfer N/A installed

Algoma WA County installed

Poygan SP County 2017

Clayton Water-er EQIP 2016

Winneconne Livestock Crossings LWRM 2016

Wolf River WR County 2016

Winchester WR County/LWRM 2016

Winneconne WR CREP/LWRM 2016

Utica Milkhouse Waste ? 2016

Algoma WA County installed

Nekimi BY LWRM ?

Omro SP ? ?

Nekimi WW LWRM 2016

Utica MS ? 2016

Nekimi WW LWRM 2016

Rushford WW/MS ? 2016

Oshkosh SP/SHRUB County 2016

Oshkosh WR County/USFWS installed

Nepeuskun BY ? ?

Clayton Milkhouse Waste/WW ? 2016

C- Omro WA County installed

Wolf River WR County/USFWS 2016?

Oshkosh Water-er EQIP 2016

V-Fox Crossing WA County 2016

Wolf River SP County/DNR 2016

Oshkosh WA County installed

Vinland WW LWRM ?

Poygan SP County ?

Clayton MS EQIP? ?

Black Wolf SP?/SHRUB ? ?

Wolf River MS/Transfer ? ?

Algoma WA County installed

Vinland MS N/A ?

Clayton Rock Lined WW EQIP ?

Nekimi WW LWRM 2016

Nekimi WR County 2016

Winneconne SP ? ?

Vinland WW LWRM 2016

Poygan WW LWRM 2016

Omro WW ? ?

Rushford WR WRP 2016

Winchester Buffer? ? ?

Clayton BY/Roof Runoff System LWRM 2016

Oshkosh SP, SHRUB ? 2016

Wolf River SP, SHRUB County 2016

Algoma WA County installed

Nepeuskun Fencing ? 2016

Nepeuskun Feed/Milkhouse Waste N/A 2016

Omro MS/Transfer ? ?

Winneconne SP County 2016/2017

Black Wolf MS N/A 2016

Wolf River MS EQIP 2016-2017

Oshkosh SHRUB County installed

C-Omro WA County 2016

Menasha WA County installed

Vinland WR WRP 2016

Shaded area indicates the BMPs/Projects added to the list since the previous printing

Updated 6/30/2016

STATUS

2016 WINNEBAGO COUNTY LWCD PROJECT LIST
FUNDING SOURCE 

IF COST SHARED

PROJECT (BMP)

SHRUB - Shoreline Restoration Urban Site, FEED - Feed Storage Runoff, TRANSFER - Manure Transfer System, WA - Well Abandonment   

MS - Manure Storage, BY - Barnyard Runoff, WW- Waterway System, SP - Shoreline/Streambank Protection, WR - Wetland Restoration,

     LANDOWNER/OPERATOR             
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*AMENDED* 
 

 

Resolution Number:  027-62016  Page 1 

027-62016 1 

RESOLUTION: Adopt the Winnebago County Employee Compensation Plan 2 

 3 
 4 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 5 

 WHEREAS, the compensation systems used by Winnebago County have not been updated and revised for 6 

a substantial period of time, and have become outdated, inconsistent, and unnecessarily complex; and 7 

 WHEREAS, McGrath Consulting Group Inc, an organization which specializes in public sector consulting, 8 

was commissioned by Winnebago County to conduct a comprehensive classification and compensation study of all 9 

regular positions in Winnebago County other than positions in the Sheriff’s Office subject to collective bargaining and 10 

elected officials; and 11 

 WHEREAS, McGrath Consulting Group Inc performed an extensive study of Winnebago County’s 12 

compensation structures, including collection and consideration of public sector market research data, interviews with 13 

and questionnaires prepared by employees, meetings with department heads, and analysis of relevant factors; and 14 

 WHEREAS, McGrath Consulting Group Inc developed recommendations concerning Winnebago County’s 15 

compensation system in the form of its Classification and Compensation/Study Executive Report, which was 16 

presented to the Personnel and Finance Committee on June 2, 2016; and 17 

 WHEREAS, the Personnel and Finance Committee believes that adoption of the principal recommendations 18 

of the report, concerning consolidation of Winnebago County’s pay schedules into a single pay schedule as 19 

proposed, is in the best interests of Winnebago County. 20 

 21 
 NOW, THEREFORE, BE IT RESOLVED by the Winnebago County Board of Supervisors that it hereby 22 

adopts the Winnebago County Employee Compensation Plan, attached hereto, and made a part of this Resolution, 23 

effective immediately. 24 

 25 
      Respectfully submitted by: 26 

      PERSONNEL AND FINANCE COMMITTEE 27 

Committee Vote:  4-0 28 

Vote Required for Passage:  Majority of Those Present 29 

 30 

 Approved by the Winnebago County Executive this   day of      , 2016. 31 

 32 

               33 
      Mark L Harris 34 
      Winnebago County Executive 35 







WINNEBAGO COUNTY EMPLOYEE COMPENSATION PLAN 
Julyne 79, 2016 
 
Section 1 Purpose and Scope 
 
(a) This Compensation Plan is designed to provide for reasonable wages and salaries that 
are sufficient to attract and retain competent employees as needed to perform services for the 
residents of the County. 
 
(b) This Compensation Plan applies to all Full-Time Regular and Part-Time Regular 
employees of Winnebago County except for elected officials, contracted employees, and those 
whose compensation is subject to collective bargaining as a public safety employee.  It does not 
apply to temporary, project, casual, seasonal, or client/restitution employees. 
 
Section 2 Establishment of Compensation Schedule 
 
(a) The compensation schedule attached to this Plan as Appendix A is adopted, including 
the pay grades, recommended position titles, placement of covered positions in grades, and the 
minimum, control point, and other range points for each grade. 
 
(b) During a period of 120 days following adoption of this Plan, McGrath Consulting Group, 
Inc., in consultation with the Director of Human Resources, may make changes to correct any 
errors in position titles, omitted positions, or placement of positions in pay grades. 
 
(c) An appeal period will be established within this 120-day period a period of 90 days 
following adoption of this Plan during which appeals challenging position titles or placement of 
positions in pay grades may be filed.  Such appeals may be filed by either an employee in the 
affected position or by the department head for the position, and not by any other person.  
Appeals will be decided by McGrath Consulting Group, Inc., whose decisions regarding appeals 
will be final.Appeals may be filed by completing the form attached as Appendix B to this Plan 
and submitting the completed form to the Human Resources Department. 
 
(c) McGrath Consulting Group will make a decision with regard to each appeal that is filed, 
and will reflect its decisions in an amended compensation schedule, which will be submitted to 
the Personnel & Finance Committee.  Upon receiving the amended compensation schedule, the 
Personnel & Finance Committee may accept it or may take other action as the Committee sees 
fit. 
 
Section 3 Impact on Pay for Existing Employees 
 
(a) No employee’s pay will be changed directly as a result of adoption of this Compensation 
Plan except as authorized in this Section or through the operation of the Winnebago County 
Merit Pay Plan. 
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(b) Any employee whose current pay is above the maximum pay for the employee’s 
position as shown in Appendix A will not receive a reduction in pay, and the employee will 
continue to be eligible for merit pay in the form of a bonus pursuant to the provisions of the 
Winnebago County Merit Pay Plan. 
 
(c) Any employee whose pay is below the minimum pay for the employee’s position as of 
December 31, 2016 will receive a pay increase as of January 1, 2017 in the amount of one-third 
of the difference between the employee’s pay and the minimum pay for the employee’s 
position.  Any such employee will receive an additional increase on January 1, 2018 in the 
amount of half the remaining difference between the employee’s pay and the minimum pay for 
the position, and a final increase on January 1, 2019 for the remaining amount of the 
difference.  All such pay increases shall be in addition to any merit pay increases earned by the 
employee, and any merit pay increases earned after 2016 will not affect the calculation of the 
difference between the employee’s pay and the minimum pay for the employee’s position. 
 
Section 4 Changes to Merit Pay Plan 
 
(a) Section 5 (a) of the Winnebago County Merit Pay Plan is amended as follows: 
 

Section 5 Allocation of Merit Pool 
 
(a) Each year each employee subject to the Plan will be assigned a number of shares 
in the merit pool for the year.  The number of shares will depend on the total 
performance evaluation score and on where the employee’s current pay is within the 
pay range for the position.  Shares will be determined by the following table, where the 
left-hand column indicates the total performance evaluation score, and the top row 
refers to quarters of the applicable pay rangethe four ranges of the applicable pay 
grade: 
 

 
Q1Range 

A 
Q2Range 

B 
Q3Range 

C 
Q4Range 

D 

25-28 7 6 5 4 

18-24 6 5 4 3 

11-17 5 4 3 2 

0-10 0 0 0 0 

 
 
Section 5 New Positions 
 
(a) When a new position is established by the County, the Director of Human Resources will 
assign the position to a pay grade in the compensation schedule, using a point-factor evaluation 
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system provided by McGrath Consulting Group, Inc.  The Director of Human Resources may or 
may not request assistance from McGrath Consulting Group, Inc. in making this determination. 
 
Section 6 Starting Pay for New Employees 

(a) Newly hired employees should normally start at the minimum pay for the position as 
established by the compensation schedule. 
 
(b) In particular cases, when necessary to attract the best-qualified candidate for the 
position, the Director of Human Resources may authorize starting pay above the minimum, but 
not above the control point (Range B). 
 
(c) Starting pay above the control point (Range B) may be offered to a new employee only 
in extraordinary circumstances when specifically authorized by the County Executive. 
 
(d) Prior to January 1, 2019, if there are existing employees in the position whose pay is 
below the minimum, the Director of Human Resources may direct that starting pay be offered 
below the minimum in order to maintain internal equity.  Any employee who starts below the 
minimum pay for the position will receive additional increases on January 1 of each year, similar 
to the increases authorized by Section 3(c) of this Plan, so as to bring the employee’s pay above 
the minimum for the position no later than January 1, 2019. 
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©Copyright 2016 McGrath Human Resources Group. All rights reserved. 

No part of this document may be reproduced, stored in a retrieval system or transmitted in any form or 

by any means, electronic, mechanical, photocopy, recording or otherwise without the expressed written 

permission of McGrath Consulting Group, Inc. 
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Study Overview 
 

McGrath Consulting Group, Inc., an organization that specializes in public sector consulting, was 

commissioned by Winnebago County to conduct a comprehensive classification and compensation 

study of all non-union County positions, and all positions that were formerly unionized prior to Act 10, 

with the exception of union positions within the Sheriff’s Department. The County requested an 

evaluation of the positions in order to update the current non-union system, and incorporate pre-Act 10 

union positions into a single system. 

 

For the purposes of this report, the Consultant will refer to positions formerly under a collective 

bargaining agreement as ‘pre-Act 10 positions’.  This is not meant to imply the positions are still union 

or non-union, or whether they are currently represented or not.  This is purely a distinction between 

pre-Act 10 and post-Act 10. 

 

The purpose of this study is to: 

 

 Establish internal equity among positions within the County. 

 Obtain and establish compensation among the external comparable market. 

 Integrate the data from the external market, internal market, and job responsibilities to a 

classification and compensation system. 

 Reduce the current wage and classification schedules into a more uniform and manageable 

plan.  

 Ensure compliance with FLSA. 

 Evaluate and recommend other pay practices as appropriate. 

 Develop and recommend implementation options that meet the needs of the county’s fiscal 

pressures.  

 Evaluate and make placement of individual employees on the new salary schedule(s) 

addressing compression, below minimum, above maximum, and other placement challenges.  

 Provide for on-going maintenance of the system(s) in accordance with all applicable 

compensation practices, by the County (movement through the range; COLA; merit, etc.). 

 

The Consultant would like to extend appreciation to the County Executive, Human Resources Director, 

Department Heads, and employees for their time, cooperation, and sharing of information and 

perceptions with McGrath Consulting, Inc. 

 



McGrath Consulting Group, Inc.   6 

Definitions 
In order to ensure that all parties are ‘speaking the same language’, the following are definitions that 

helped guide the development of the Compensation System for Winnebago County. 

 

Benchmark Position: A job that is commonly found and defined, used to make pay comparisons, 

either within the organization or to comparable jobs outside the organization. 

 

Classifications:  Job titles. 

 

Compensation System:  A system developed to compensate employees.  This system includes a 

balance between internal equity and external competitiveness.   

 

Compensation Data:  Data derived from information regarding the salary range and the rate of pay of 

the incumbent(s) holding a benchmark position of the identified labor market. 

 

Comp Ratio:  The ratio of an actual pay range to the established control point (or average market 

rate).  The Comp Ratio is used to measure and monitor an individual’s actual rate of pay to the control 

point of the established pay range.  In Winnebago County, a 50% comp ratio (+/- 10%) indicates an 

individual is being paid approximate to the established control point (or average market rate). 

 

Compression:  Pay differentials too small to be considered equitable.  The term may apply to 

differences between (1) the pay of supervisors and subordinates; (2) the pay of experienced and newly 

hired personnel of the same job; and (3) pay range control points in successive job grades or related 

grades across pay structures. 

 

CPI-U:  Consumer Price Index – Urban:  A measure of the average change over time in the prices paid 

by urban consumers for a market of consumer goods and services.  It reflects spending pattern for two 

population groups:  all urban consumers, urban wage earners, and clerical workers.  This group 

represents approximately 87% of the total U.S. population. 

 

Demotion:  The (re)assignment of an employee to a position in a lower pay grade or range in the 

organization’s salary structure. 

 

Labor Market:  A location where labor is exchanged for wages.  These locations are identified and 

defined by a combination of the following factors:  geography; industry; education, experience and 

licensing or certification required; and job responsibilities. 

 

Market Data:  The technique of creating the financial value of a position based on the ‘going rate’ for 

benchmark positions in the relevant labor markets. 

 

Minimum Salary Range (Minimum): The minimum amount of compensation the organization has 

deemed appropriate for a position. 
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Maximum Salary Range (Maximum): The highest amount of compensation the organization has 

deemed appropriate for a position. 

 

Market Rate (Market): The organization’s best estimate of the wage rate that is prevailing in the 

external market for a given position. 

 

Market Average (Position Point):  Per the compensation philosophy of the governing board of 

Winnebago County, the philosophy to pay employees based upon the ‘average’ market rate; or the 

‘average’ prevailing wage rate in the external market. 

 

Market Average Range:  A pay range in which the minimum and maximum of the range is 

established around the Average Market Rate. 

   

Merit Increase:  An adjustment to an individual’s base pay rate based on performance or some other 

individual measure. 

 

Pay Grade:  The grade, or placement of a position within the salary structure. 

 

Pay Grade Evaluation: The (re)assignment of a job to a higher or lower pay grade or pay range in the 

salary structure due to a job content (re)evaluation and/or significant change in the average market rate 

in the external labor market. 

 

Promotion: The (re)assignment of an employee to a position in a higher pay grade or range in the 

organization’s salary structure. 

 

Salary Schedule Adjustment:  An adjustment to the salary structure; the increase or decrease of a pay 

range, minimum – maximum.  This is a method to maintain the Salary Range in relation to external 

market conditions. 

 

Step Schedule:  Standardized progression pay rates that are established within a pay range.  To move 

to the next step one must have met acceptable performance standards. 

 

Salary Schedule:  The hierarchy of job grades and pay ranges established within an organization. 

 

Spread: The range of pay rates, from minimum to maximum, established for a pay grade.  Typically 

used to set individual employee pay rates. 

 

 

Methodology 
 

Data Collection 

 

The project involved several steps: collection of data, interviews, and data analysis. The first step of 

this study involved the gathering of data that pertains to current compensation practices within 
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Winnebago County. The Consultant received information relating to current salaries, collected market 

data, specific policies, and current job descriptions. This provided a basis on which to build a 

Compensation System. 

 

Interviews were conducted with Department Heads within the County representing the various job 

titles within the organization.  The purpose of these meetings was to first, gain an understanding of the 

municipality’s current compensation practices and philosophy; second, solicit ideas and input from 

these stakeholders for future compensation methodologies and practices; and finally, determine if there 

were any ‘problem’ positions within the County that were difficult to recruit, retain, or were ‘unique’ 

in the positions responsibilities.  In addition, the Consultant met with representatives of employees 

within all departments to gain their perspectives on the current compensation structures. 

 

Labor Market 

 

With the assistance of Department Heads, the Consultant compiled a list of municipalities that would 

employ comparable positions. Each of the municipalities were initially contacted via telephone, then 

provided an online questionnaire.  Salary data for specific positions was solicited from the 

municipalities. The following organizations were contacted: 

Table 1: Comparable Organizations 

ADAMS COUNTY, WI 

BROWN COUNTY, WI 

CALUMET COUNTY, WI 

DANE COUNTY, WI 

DODGE COUNTY, WI 

DOOR COUNTY, WI 

EAU CLAIRE COUNTY, WI 

FOND DU LAC COUNTY, WI 

IOWA COUNTY, WI 

JEFFERSON COUNTY, WI 

JUNEAU COUNTY, WI 

KENOSHA COUNTY, WI 

MANITOWOC COUNTY, WI 

MARATHON COUNTY, WI 

MARQUETTE COUNTY, WI 

OUTAGAMIE COUNTY, WI 

OZAUKEE COUNTY, WI 
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PIERCE COUNTY, WI 

PORTAGE COUNTY, WI                                            

PRICE COUNTY, WI 

RACINE COUNTY, WI 

ROCK COUNTY, WI 

SAUK COUNTY, WI 

SHAWANO COUNTY, WI 

ST. CROIX COUNTY, WI 

WALWORTH COUNTY, WI 

WASHINGTON COUNTY, WI 

WAUKESHA COUNTY, WI 

WAUPACA COUNTY, WI 

WAUSHARA COUNTY, WI 

CITY OF APPLETON, WI 

CITY OF GREEN BAY, WI 

CITY OF NEENAH, WI 

CITY OF OSHKOSH, WI 

CITY OF WISCONSIN RAPIDS, WI 

VILLAGE OF PLOVER, WI 

SURVEY- NO RESPONSE 

GREEN LAKE COUNTY, WI 

KEWAUNEE COUNTY, WI 

SHEBOYGAN COUNTY, WI 

 

The Consultant was pleased with the response to the survey. All but three (3) of the organizations 

contacted provided data. When questions arose with responses to the survey, the Consultant was able 

to resolve the issue by looking at job descriptions, if available online.  

 

The collection of this compensation data was utilized to analyze the Average Market Minimum, 

Midpoint and Maximum rates per defined benchmark positions, as well as a comparison of the average 

salary of the positions to the salary of incumbents within Winnebago County. 

 

The labor market for Winnebago County was determined based upon a number of factors including 

location, size, recruitment areas, and discussions with Department Heads and employees. During 

interviews, each Department Head was asked if there were certain municipalities they felt had similar 

positions. If identified, the Consultant sought the salary and benefit data. Thus, the selected 

organizations were jointly identified. 
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The Consultant surveyed 322 positions within the County. In addition to the current positions within 

the County, the Consultant sought comparable data on positions that might have job responsibilities 

that are combined in Winnebago County but might be separate in other organizations.  These may be 

positions that have differentiated salaries due to required certifications, and positions that might be 

added in the future.  Further, in some cases, the titles were altered to better align with the industry. 

 

Market Data Solicited 

 

The market surveys gathered the following information: 2015 minimum, midpoint, and maximum 

salary for the position as well as the average salary of the incumbents. Positions with less than three (3) 

participants were excluded since it was considered an insufficient sample size. Further, salaries that 

were considered statistically too high or low were eliminated when determining the market average. 

 

In addition to compensation data, the Consultant solicited data on health insurance, dental insurance, 

vacation, holidays, and sick leave.  

 

Pay Range Market Analysis 
 

The County’s Minimum Salary Range was compared to the Average Market Minimum salary. 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, consultation to the average market 

minimum will ensure that the County’s minimums are within an acceptable range to Market. However, 

this analysis is only the beginning in the development of a compensation schedule.  

 

In analyzing the external market data, there are some concerns with the minimum salaries of the 

current Salary Ranges because 79 positions or 42.93% of the benchmark positions are below the 

Average Market Minimum.  From the data, it would appear that a portion of the starting salaries have 

fallen below the Average Market Minimum.  
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Market Rate Salary Comparison 

 

The next step in developing a compensation structure is to compare the current incumbent’s salaries to 

the average market rate. For this purpose, positions where there is more than one (1) incumbent in a 

position, an average of the current County employees is utilized. Later in the study, analysis was 

conducted for each individual County employee in relation to the recommended market rate, and is 

submitted under separate cover. 

 

It is standard compensation practice to establish a range around the average market rate to determine if 

the employee is being compensated ‘fairly.’ Often, employees assume if the average market rate is 

$25,000, then they should be making $25,000. However, compensation practices look at a range 

around the average market rate that an employee should be at by the time the employee is fully 

functioning within their position. Traditionally, organizations establish a 5-10% range around the 

market rate. Thus, if an employee is making between 40-60% of the market rate, the employee is fairly 

compensated. Overall, in comparing the average incumbent(s) salary to the average market rate, called 

the Comp Ratio, it appears that the County’s past compensation practices have maintained salaries 

within the average market rate. 

 Table 2: Average Market Rate Summary Full-time Positions 

AVERAGE MARKET 
RATE COMP RATIO 

NUMBER OF BENCHMARK 
POSITIONS PERCENTAGE OF POSITIONS 

10-19% 3 1.63% 

20-29% 2 1.09% 

30-39% 19 10.33% 

40-44% (borderline) 25 13.59% 

45-49 29 15.76% 

50-59 56 30.43% 

60-69 40 21.74% 

70+ 10 5.43% 

 

Seventy-three percent (135 of 184) of the County’s benchmark positions would be considered within 

an acceptable market rate. This leaves 27%, or 49 positions that are not within the market range.  

Included in this number are positions within the borderline 40% Comp-Ratio that need further 

evaluation.  It could mean that they are at or beginning to decline below the average market rate.  

When evaluating all of the positions within the salary structure compared to surrounding comparable 

municipalities, the majority of the Salary Schedules are beginning to fall below the average market rate 

for positions with similar education, skill, and experience. 
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Outagamie Comparison 

 

Many employees and supervisors discussed the difficulty in competing with Outagamie County.  There 

is a perception that Outagamie County pays considerably more than Winnebago County; hence a 

separate analysis of salaries in comparison to Winnebago was conducted. 

 

In a vast preponderance of the positions, Outagamie County pays higher than Winnebago County.  

Therefore, Winnebago needs to determine how competitive it wants to be not only to the average 

market rate, but also to this outlier to the average.  In conversation with the County Executive and 

Director of Human Resources, Winnebago County, although it has the desire to be as competitive, does 

not have the same fiscal resources to offer salaries as lucrative.   

 

In determining the average market rate, a statistical average is utilized that eliminates pay that is too 

high or too low; thus, not skewing the average.  The Consultant did not eliminate Outagamie when 

determining the market average even if the rate of pay fell outside of this statistical range.  Therefore, 

consideration of Outagamie County salaries was taken into account in determining the market average. 

 

Maximum Salary Analysis 

 

The Consultant has the information to compare the County’s Salary Range Maximum to the Average 

Market Maximum.  However, due to the various types of salary range construction, the data is not very 

revealing. 

 

 

 

Market Data Summary 

 

Overall, employee’s salaries have kept pace with the external market; however, with that said, the 

schedule, especially starting salaries, are beginning to fall behind the average starting rate.  Without 

adjustments to the Schedule, and with the number of compensation studies being conducted, it will 

continue to fall further behind the Market.   

 

Comparison to the external market is but one factor in the analysis of a Compensation System.  

Although the compensation, for the most part, has kept pace with the external market, a more 
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significant problem rests with internal problems within the Compensation Systems and lack of 

movement within the Salary Schedules. 

Current Compensation Systems 
 

There were sixteen (16) different Salary Schedules analyzed within Winnebago County.  Not included 

are pay scales for union positions.  Many of these schedules were from former collective bargaining 

agreements developed prior to Act 10.  The Consultant conducted an analysis of all of the salary 

structures. 

 

The following table is indicative of one of the problems with the Salary Schedules.  As Salary 

Schedules were originally developed independently for specific bargaining units or non-union groups, 

each one has a Minimum Salary Range, Minimum – Maximum Range, and Job Titles that were aligned 

to those bargaining unit members at that time, and it made sense.  However, when they are all 

compared within the County as a whole, there is significant amount of overlap, which causes 

compression and insignificant differences between similar positions.  As the table below illustrates, 

there are little differences between some of the Pay Grades and thus, a comprehensive review and 

redistribution of positions into a comprehensive schedule is a worthwhile endeavor for the County. 

Table 3: Comprehensive Review of All Pay Grades 

Pay Grade MIN Q1 MID Q3 MAX 

C1 $12.09 $13.25 $14.41 $15.57 $16.73 

CM1 $12.31 $13.43 $14.56 $15.69 $16.81 

CM2 $12.79 $13.95 $15.12 $16.29 $17.46 

C2 $12.95 $14.49 $16.03 $17.57 $19.11 

PV9 $13.24 $13.92 $14.60 $15.28 $15.96 

PV8 $13.39 $14.07 $14.76 $15.44 $16.13 

HSA1 $13.52 $14.36 $15.20 $16.04 $16.88 

C3 $13.68 $15.27 $16.85 $18.44 $20.03 

C3A $13.81 $15.40 $16.98 $18.56 $20.14 

AP1 $13.88 $14.77 $15.66 $16.55 $17.45 

PV7 $14.00 $14.73 $15.46 $16.19 $16.92 

CM3 $14.01 $15.24 $16.47 $17.70 $18.93 

C4 $14.23 $16.36 $18.48 $20.61 $22.74 

PV5 $14.24 $15.02 $15.80 $16.57 $17.35 

HSA2 $14.45 $15.35 $16.25 $17.15 $18.05 

PV6 $14.51 $15.24 $15.97 $16.70 $17.44 
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Pay Grade MIN Q1 MID Q3 MAX 

C5 $15.06 $17.42 $19.78 $22.14 $24.50 

HSA3 $15.09 $16.04 $17.00 $17.95 $18.91 

AP2 $15.26 $16.24 $17.22 $18.21 $19.19 

HSDA $15.56 $16.54 $17.52 $18.51 $19.49 

HSA4 $15.56 $16.54 $17.52 $18.51 $19.49 

HWA $15.82 $16.35 $16.89 $17.43 $17.96 

PV3 $15.84 $16.64 $17.44 $18.23 $19.03 

HSDB $16.08 $17.09 $18.10 $19.11 $20.12 

HSA5 $16.12 $17.14 $18.16 $19.18 $20.21 

PV2A $16.42 $17.20 $17.98 $18.75 $19.53 

AH1 $16.46 $18.18 $19.91 $21.63 $23.35 

HSDC $16.66 $17.67 $18.68 $19.69 $20.69 

HSA6 $16.76 $17.82 $18.88 $19.94 $21.01 

B1 $16.83 $17.33 $17.82 $18.32 $18.82 

AS01 $16.87 $19.26 $21.65 $24.04 $26.43 

AH2 $17.11 $18.91 $20.71 $22.51 $24.31 

HSA7 $17.38 $18.48 $19.58 $20.68 $21.78 

AH3 $17.76 $19.62 $21.48 $23.35 $25.21 

AT1 $17.81 $19.34 $20.87 $22.40 $23.93 

CM4 $17.98 $19.08 $20.18 $21.28 $22.38 

HWB $18.16 $18.65 $19.13 $19.62 $20.10 

AS02 $18.18 $20.75 $23.33 $25.90 $28.48 

AH4 $18.41 $20.34 $22.26 $24.19 $26.11 

AT2 $18.57 $20.23 $21.89 $23.55 $25.21 

AH5 $19.03 $21.04 $23.04 $25.04 $27.05 

AT3 $19.26 $20.97 $22.69 $24.40 $26.11 

HW0 $19.40 $19.87 $20.34 $20.81 $21.28 

AS03 $19.47 $22.23 $24.99 $27.75 $30.51 

AH6 $19.71 $21.77 $23.83 $25.90 $27.96 

AT4 $19.94 $21.80 $23.66 $25.52 $27.38 

D1 $20.08 $21.19 $22.29 $23.40 $24.50 

AH7 $20.33 $22.46 $24.60 $26.73 $28.86 

AP3 $20.48 $21.61 $22.74 $23.88 $25.01 

HW1 $20.54 $21.02 $21.50 $21.98 $22.46 

PV1 $20.62 $21.41 $22.20 $23.00 $23.79 

AS04 $20.77 $23.71 $26.65 $29.60 $32.54 

AT5 $20.83 $22.78 $24.73 $26.68 $28.63 

AH8 $20.97 $23.18 $25.39 $27.60 $29.81 

HW2 $21.57 $22.06 $22.55 $23.04 $23.53 

HSS1 $21.80 $23.95 $26.10 $28.25 $30.41 
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Pay Grade MIN Q1 MID Q3 MAX 

AS05 $22.07 $25.19 $28.32 $31.44 $34.57 

HW3 $22.09 $22.57 $23.05 $23.53 $24.01 

HW4 $22.30 $22.80 $23.30 $23.80 $24.30 

HSS2 $22.62 $24.85 $27.09 $29.32 $31.56 

AT6 $22.98 $25.45 $27.92 $30.39 $32.86 

AS06 $23.37 $26.68 $29.99 $33.30 $36.61 

HW5 $23.65 $24.16 $24.66 $25.17 $25.68 

AL1 $23.69 $26.61 $29.53 $32.46 $35.38 

HSB1 $23.82 $25.59 $27.37 $29.14 $30.92 

HSB5 $23.95 $26.50 $29.04 $31.59 $34.13 

HSS3 $23.96 $26.51 $29.05 $31.59 $34.13 

HSB4 $24.14 $26.53 $28.92 $31.31 $33.70 

AC1 $24.97 $26.67 $28.37 $30.08 $31.78 

AS07 $25.30 $28.89 $32.47 $36.06 $39.64 

AT7 $25.84 $29.02 $32.20 $35.38 $38.56 

AS08 $26.60 $30.37 $34.14 $37.90 $41.67 

AP4 $26.62 $28.28 $29.94 $31.59 $33.25 

AC2 $26.97 $28.81 $30.64 $32.47 $34.30 

HSB3 $26.98 $28.21 $29.43 $30.65 $31.87 

AP5 $27.12 $28.79 $30.46 $32.13 $33.80 

AT8 $27.22 $30.78 $34.34 $37.90 $41.46 

AP6 $27.72 $29.02 $30.33 $31.63 $32.93 

AS09 $27.90 $31.86 $35.81 $39.76 $43.72 

AC3 $28.37 $30.30 $32.24 $34.17 $36.10 

AP7 $28.88 $30.81 $32.73 $34.66 $36.58 

AC4 $29.13 $31.11 $33.09 $35.06 $37.04 

AS10 $29.19 $33.33 $37.46 $41.60 $45.73 

AS11 $30.50 $34.82 $39.14 $43.46 $47.78 

AS12 $33.09 $37.78 $42.47 $47.15 $51.84 

AL2 $33.17 $34.26 $35.36 $36.46 $37.55 

AP8 $34.11 $37.15 $40.18 $43.21 $46.25 

AL3 $34.52 $35.66 $36.80 $37.94 $39.08 

AS13 $35.69 $40.75 $45.80 $50.86 $55.92 

AS14 $38.29 $43.71 $49.13 $54.56 $59.98 

AL4 $40.42 $41.06 $41.71 $42.36 $43.01 

AS15 $40.88 $46.67 $52.46 $58.25 $64.04 

 

It is the overlapping of Pay Grades that provides insight into developing one (1) comprehensive Salary 

Schedule for all positions within the County. 
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Compression 

 

Compression is typically caused by three (3) factors:  the accumulation of base pay and overtime 

creates a situation where lower level positions are compensated higher than superior positions in the 

same department; the lack of movement within a Salary Range; and/or the structure of the Salary 

Schedule.  The section above discussed the structure of the Salary Schedules, and the issues associated 

with their construction.  Next, the Consultant evaluated the 2015 actual base pay and payment of 

overtime to ascertain if overtime is a problem. 

 

Overtime Compression 

 

There are four (4) departments in which Compression may be problematic and as such, need to be 

taken into consideration when developing the Salary Schedule and position placement – Facilities, 

Highway, Park View, and the Sheriff’s Office.   

 

Table 4: Facilities Department Compression Analysis 

Job Title 
2015 Actual 

Base Pay 

2015 Overtime 
Comp Time 

Payouts 2015 Total Comp 

DIRECTOR OF FACILITIES & PROP MGT $99,578.96  $99,578.96 

MASTER ELECTRICIAN $74,169.10 $4,613.91 $78,783.01 

BUILDING & GROUNDS MANAGER $76,831.04  $76,831.04 

HVAC SPECIALIST $66,201.84 $1,160.72 $67,362.56 

HVAC SPECIALIST $59,266.97 $1,539.06 $60,806.03 

CARPENTER $55,238.14 $729.55 $55,967.69 

MAINTENANCE TECHNICIAN $46,594.05 $8,569.95 $55,164.00 

ELECTRICIAN-MAINTENANCE $52,923.55  $52,923.55 

MAINTENANCE TECHNICIAN $45,122.16 $3,299.22 $48,421.38 

MAINTENANCE SUPERVISOR $47,543.08  $47,543.08 

MAINTENANCE SUPERVISOR $46,791.50 $81.52 $46,873.02 

PLUMBER $46,764.23  $46,764.23 

MAINTENANCE TECHNICIAN $44,146.01 $620.16 $44,766.17 

MAINTENANCE TECHNICIAN $37,309.86 $3,349.18 $40,659.04 

MAINTENANCE TECHNICIAN $36,602.70 $2,543.61 $39,146.31 

CUSTODIAN III $37,658.82 $461.59 $38,120.41 

CUSTODIAN III $35,641.60 $699.38 $36,340.98 

CUSTODIAN II $34,642.95 $487.98 $35,130.93 

CUSTODIAN II $34,358.32 $234.24 $34,592.56 



McGrath Consulting Group, Inc.   17 

Job Title 
2015 Actual 

Base Pay 

2015 Overtime 
Comp Time 

Payouts 2015 Total Comp 

CUSTODIAN II $34,269.94 $299.29 $34,569.23 

CUSTODIAN II $34,306.26 $208.21 $34,514.47 

CUSTODIAN II $34,250.23 $208.21 $34,458.44 

CUSTODIAN II $34,061.90 $331.82 $34,393.72 

CUSTODIAN II $34,290.85  $34,290.85 

CUSTODIAN II $34,144.11  $34,144.11 

CUSTODIAN II $33,194.01 $871.84 $34,065.85 

CUSTODIAN I - COURTHOUSE $32,921.76 $269.45 $33,191.21 

CUSTODIAN I - COURTHOUSE $32,957.65  $32,957.65 

CUSTODIAN III $30,797.31 $1,719.16 $32,516.47 

PAINTER $30,883.85  $30,883.85 

CUSTODIAN II $30,019.04 $244.94 $30,263.98 

CUSTODIAN I - COURTHOUSE $29,901.70  $29,901.70 

CUSTODIAN I - COURTHOUSE $28,933.48 $235.91 $29,169.39 

CUSTODIAN I - COURTHOUSE $28,864.00 $181.05 $29,045.05 

MAINTENANCE TECHNICIAN $27,993.63 $272.47 $28,266.10 

CUSTODIAN SUPERVISOR $27,140.58  $27,140.58 

MAINTENANCE TECHNICIAN $16,381.00 $112.91 $16,493.91 

MAINTENANCE TECHNICIAN $12,994.31 $65.42 $13,059.73 

 

The Facilities Maintenance Department has a couple of issues to address in the development of the 

new Compensation System.  First, the inconsistent base pay and overtime distribution of the 

Maintenance Technician position.  Further, there are supervisory positions that earn less that some of 

the maintenance positions.  The HVAC Specialists and the Master Electrician positions earn more, 

without overtime than supervisor positions.  This will need further investigation into the 

responsibilities of the supervisory positions.  With that said, the trade positions – HVAC, Carpenter, 

and Electrician, are commanding higher salaries due to a shortage in the industry.  Thus, there needs to 

be a balance between these wages and the responsibilities of supervisory positions. 

 

Table 5: Highway Compression Analysis 

Job Title 
2015 Actual Base 

Pay 

2015 Overtime 
Comp Time 

Payouts 
2015 Total 

Comp 

HIGHWAY COMMISSIONER $90,645.10  $90,645.10 

HIGHWAY MAINTENANCE SUPT $80,129.92  $80,129.92 

HIGHWAY MAINTENANCE SUPT $73,912.02  $73,912.02 

HIGHWAY EQUIPMENT SUPT $64,982.06  $64,982.06 

ENG.TECH./BRIDGE OPER SUPERVISOR $61,559.94  $61,559.94 
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Job Title 
2015 Actual Base 

Pay 

2015 Overtime 
Comp Time 

Payouts 
2015 Total 

Comp 

TRAFFIC OPERATIONS SUPERVISOR $60,466.90  $60,466.90 

FOREMAN $52,900.17 $5,515.87 $58,416.04 

FOREMAN $52,930.01 $2,659.57 $55,589.58 

FOREMAN $52,874.71 $1,889.68 $54,764.39 

CLASSIFICATION 2 OPERATOR $48,470.45 $6,097.92 $54,568.37 

CLASSIFICATION 2 OPERATOR $48,306.57 $6,155.43 $54,462.00 

CLASS #3 OPER/HVY EQUIP OPERATOR $49,657.36 $4,774.93 $54,432.29 

FOREMAN $52,762.67 $1,561.50 $54,324.17 

FOREMAN $52,900.16 $1,412.50 $54,312.66 

CLASS #3 OPER/HVY EQUIP OPERATOR $49,393.06 $4,497.24 $53,890.30 

CLASS #3 OPER/HVY EQUIP OPERATOR $49,646.46 $3,876.48 $53,522.94 

CLASSIFICATION 2 OPERATOR $48,381.11 $4,790.73 $53,171.84 

JANITOR/WATCHMAN $48,190.96 $4,872.76 $53,063.72 

    

 

The Highway Department also has a small problem with Overtime Compression.  The Compression 

does not impact supervisory positions, as all superintendents earn more than positions lower in the 

organization.  There are two (2) Foreman positions however, who earn less than those they supervise, 

when overtime is added to salaries and therefore, need to be further examined.  

 

Table 6: Park View Compression Analysis 

Job Title Department 
2015 Actual 

Base Pay 

2015 
Overtime 

Comp Time 
Payouts 2015 Total Comp 

DIRECTOR OF FINANCIAL 
SERVICES 

PVHC-ADMINISTRATION $90,432.49  $90,432.49 

DIRECTOR OF NURSING PVHC-NURSING SERVICE $81,799.90  $81,799.90 

RN UNIT MANAGER PVHC-NURSING SERVICE $81,111.94  $81,111.94 

RN UNIT MANAGER PVHC-NURSING SERVICE $81,111.94  $81,111.94 

RN UNIT MANAGER PVHC-NURSING SERVICE $81,111.94  $81,111.94 

RN SHIFT COORDINATOR PVHC-NURSING SERVICE $79,114.10  $79,114.10 

DIRECTOR, FOOD & 
NUTRITION SERVICES 

PVHC-FOOD & 
NUTRITION SERVICES 

$77,788.10  $77,788.10 

RN UNIT MANAGER PVHC-NURSING SERVICE $77,134.98  $77,134.98 

REGISTERED NURSE PVHC-NURSING SERVICE $72,472.12 $4,621.15 $77,093.27 

REGISTERED NURSE PVHC-NURSING SERVICE $73,015.79 $3,552.24 $76,568.03 

RN UNIT MANAGER PVHC-NURSING SERVICE $74,144.98  $74,144.98 

MEDICAL SOCIAL WORKER PVHC-SOCIAL SERVICES $70,669.04  $70,669.04 

RN SHIFT COORDINATOR PVHC-NURSING SERVICE $70,383.04  $70,383.04 

MEDICAL SOCIAL WORKER PVHC-SOCIAL SERVICES $69,617.08  $69,617.08 

REGISTERED NURSE PVHC-NURSING SERVICE $66,734.19 $2,867.63 $69,601.82 
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Job Title Department 
2015 Actual 

Base Pay 

2015 
Overtime 

Comp Time 
Payouts 2015 Total Comp 

REGISTERED NURSE PVHC-NURSING SERVICE $68,387.22 $279.05 $68,666.27 

REGISTERED NURSE PVHC-NURSING SERVICE $64,383.04 $3,377.10 $67,760.14 

RN SHIFT COORDINATOR PVHC-NURSING SERVICE $66,463.02  $66,463.02 

NURSE AIDE PVHC-NURSING SERVICE $37,098.24 $28,641.77 $65,740.01 

REGISTERED NURSE PVHC-NURSING SERVICE $63,710.28 $1,972.19 $65,682.47 

REGISTERED NURSE PVHC-NURSING SERVICE $61,925.01 $3,005.27 $64,930.28 

MEDICAL SOCIAL WORKER PVHC-SOCIAL SERVICES $64,673.96  $64,673.96 

REGISTERED NURSE PVHC-NURSING SERVICE $61,713.71 $2,934.57 $64,648.28 

NURSE AIDE PVHC-NURSING SERVICE $37,506.06 $26,792.47 $64,298.53 

REGISTERED NURSE PVHC-NURSING SERVICE $60,271.88 $2,203.67 $62,475.55 

REGISTERED NURSE PVHC-NURSING SERVICE $59,777.98 $2,002.46 $61,780.44 

REGISTERED NURSE PVHC-NURSING SERVICE $60,273.33 $1,466.30 $61,739.63 

REGISTERED NURSE PVHC-NURSING SERVICE $59,327.56 $1,841.20 $61,168.76 

REGISTERED NURSE PVHC-NURSING SERVICE $58,787.22 $1,917.81 $60,705.03 

REGISTERED NURSE PVHC-NURSING SERVICE $58,084.47 $2,564.01 $60,648.48 

REGISTERED NURSE PVHC-NURSING SERVICE $56,137.22 $4,109.71 $60,246.93 

REGISTERED NURSE PVHC-NURSING SERVICE $56,154.86 $3,848.25 $60,003.11 

REGISTERED NURSE PVHC-NURSING SERVICE $54,521.08 $4,917.74 $59,438.82 

ADMINISTRATIVE 
COORDINATOR 

PVHC-ADMINISTRATION $58,446.77 $210.06 $58,656.83 

REGISTERED NURSE PVHC-NURSING SERVICE $56,512.02 $1,435.42 $57,947.44 

DIETETIC TECH/REG. 
DIETITIAN 

PVHC-FOOD & 
NUTRITION SERVICES 

$55,412.70  $55,412.70 

NURSE AIDE PVHC-NURSING SERVICE $37,756.42 $17,365.50 $55,121.92 

REGISTERED NURSE PVHC-NURSING SERVICE $54,251.98 $839.41 $55,091.39 

PURCHASING COORDINATOR PVHC-ADMINISTRATION $53,459.12  $53,459.12 

L.P.N. PVHC-NURSING SERVICE $49,076.16 $4,135.22 $53,211.38 

MEDICAL DIRECTOR PVHC-ADMINISTRATION $52,520.00  $52,520.00 

REGISTERED NURSE PVHC-NURSING SERVICE $49,802.48 $2,181.48 $51,983.96 

MEDICAL RECORDS 
COORDINATOR 

PVHC-ADMINISTRATION $51,698.92  $51,698.92 

NURSE AIDE PVHC-NURSING SERVICE $34,317.01 $17,309.02 $51,626.03 

REGISTERED NURSE PVHC-NURSING SERVICE $47,960.66 $3,349.89 $51,310.55 

ACCOUNTANT-PARK VIEW PVHC-ADMINISTRATION $50,033.10  $50,033.10 

REGISTERED NURSE PVHC-NURSING SERVICE $49,209.80 $747.60 $49,957.40 

REGISTERED NURSE PVHC-NURSING SERVICE $47,393.62 $1,942.70 $49,336.32 

REGISTERED NURSE PVHC-NURSING SERVICE $46,781.85 $2,462.27 $49,244.12 

NURSE AIDE PVHC-NURSING SERVICE $36,317.16 $11,952.17 $48,269.33 

NURSE AIDE PVHC-NURSING SERVICE $37,717.38 $10,022.38 $47,739.76 

NURSE AIDE PVHC-NURSING SERVICE $33,536.76 $13,492.80 $47,029.56 

REGISTERED NURSE PVHC-NURSING SERVICE $43,760.87 $3,036.24 $46,797.11 

ACCOUNTANT-MEDICARE PVHC-ADMINISTRATION $46,775.04  $46,775.04 

NURSE AIDE PVHC-NURSING SERVICE $37,292.38 $9,472.36 $46,764.74 

NURSE AIDE PVHC-NURSING SERVICE $36,984.56 $9,463.25 $46,447.81 

NURSE AIDE PVHC-NURSING SERVICE $37,680.16 $7,623.36 $45,303.52 

REGISTERED NURSE PVHC-NURSING SERVICE $44,269.09 $941.51 $45,210.60 

REGISTERED NURSE PVHC-NURSING SERVICE $43,424.72 $1,785.83 $45,210.55 
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Job Title Department 
2015 Actual 

Base Pay 

2015 
Overtime 

Comp Time 
Payouts 2015 Total Comp 

REGISTERED NURSE PVHC-NURSING SERVICE $43,607.05 $1,485.53 $45,092.58 

REGISTERED NURSE PVHC-NURSING SERVICE $42,665.03 $2,388.38 $45,053.41 

L.P.N. PVHC-NURSING SERVICE $40,586.65 $4,157.05 $44,743.70 

NURSING SCHEDULAR PVHC-ADMINISTRATION $44,116.62 $263.59 $44,380.21 

HOUSEKEEPING SUPERVISOR PVHC-HOUSEKEEPING $43,395.88  $43,395.88 

REGISTERED NURSE PVHC-NURSING SERVICE $41,538.48 $936.20 $42,474.68 

NURSE AIDE PVHC-NURSING SERVICE $37,106.99 $5,249.92 $42,356.91 

LEAD ACTIVITY SPECIALIST PVHC-ACTIVITIES $39,889.44 $1,808.62 $41,698.06 

NURSE AIDE PVHC-NURSING SERVICE $34,042.76 $7,376.11 $41,418.87 

DIETETIC TECH/REG. 
DIETITIAN 

PVHC-FOOD & 
NUTRITION SERVICES 

$41,175.85 $200.04 $41,375.89 

NURSE AIDE PVHC-NURSING SERVICE $34,481.25 $6,862.91 $41,344.16 

NURSE AIDE PVHC-NURSING SERVICE $35,970.36 $4,413.39 $40,383.75 

ACTIVITY SPECIALIST PVHC-ACTIVITIES $38,957.36 $548.44 $39,505.80 

UNIT ASSISTANT/LPN PVHC-NURSING SERVICE $39,498.61  $39,498.61 

NURSE AIDE PVHC-NURSING SERVICE $37,255.72 $2,168.01 $39,423.73 

ACTIVITY SPECIALIST PVHC-ACTIVITIES $38,957.37 $112.50 $39,069.87 

ACTIVITY SPECIALIST PVHC-ACTIVITIES $38,957.36 $91.41 $39,048.77 

NURSE AIDE PVHC-NURSING SERVICE $36,460.09 $2,431.86 $38,891.95 

NURSE AIDE PVHC-NURSING SERVICE $36,778.64 $2,018.42 $38,797.06 

NURSE AIDE PVHC-NURSING SERVICE $36,675.40 $2,020.67 $38,696.07 

ACTIVITY SPECIALIST PVHC-ACTIVITIES $37,844.10 $389.56 $38,233.66 

NURSE AIDE PVHC-NURSING SERVICE $35,416.96 $2,203.34 $37,620.30 

NURSE AIDE PVHC-NURSING SERVICE $37,056.38 $554.07 $37,610.45 

NURSE AIDE PVHC-NURSING SERVICE $36,521.04 $989.47 $37,510.51 

NURSE AIDE PVHC-NURSING SERVICE $36,493.09 $993.92 $37,487.01 

REGISTERED NURSE PVHC-NURSING SERVICE $36,882.69 $594.71 $37,477.40 

NURSE AIDE PVHC-NURSING SERVICE $36,446.24 $1,030.82 $37,477.06 

NURSE AIDE PVHC-NURSING SERVICE $36,791.36 $657.15 $37,448.51 

NURSE AIDE PVHC-NURSING SERVICE $36,665.29 $751.49 $37,416.78 

NURSE AIDE PVHC-NURSING SERVICE $36,662.38 $566.96 $37,229.34 

NURSE AIDE PVHC-NURSING SERVICE $35,186.55 $2,008.38 $37,194.93 

NURSE AIDE PVHC-NURSING SERVICE $36,787.07 $405.89 $37,192.96 

NURSE AIDE PVHC-NURSING SERVICE $36,672.97 $439.62 $37,112.59 

NURSE AIDE PVHC-NURSING SERVICE $34,043.20 $3,067.14 $37,110.34 

NURSE AIDE PVHC-NURSING SERVICE $36,359.43 $724.94 $37,084.37 

L.P.N. PVHC-NURSING SERVICE $35,699.20 $1,367.87 $37,067.07 

NURSE AIDE PVHC-NURSING SERVICE $36,575.09 $476.75 $37,051.84 

NURSE AIDE PVHC-NURSING SERVICE $36,373.24 $528.28 $36,901.52 

NURSE AIDE PVHC-NURSING SERVICE $36,868.08  $36,868.08 

NURSE AIDE PVHC-NURSING SERVICE $36,826.48  $36,826.48 

NURSE AIDE PVHC-NURSING SERVICE $36,819.36  $36,819.36 

NURSE AIDE PVHC-NURSING SERVICE $35,657.68 $1,088.78 $36,746.46 

NURSE AIDE PVHC-NURSING SERVICE $30,432.80 $6,285.82 $36,718.62 

NURSE AIDE PVHC-NURSING SERVICE $35,939.40 $711.90 $36,651.30 

NURSE AIDE PVHC-NURSING SERVICE $36,444.89 $159.92 $36,604.81 

NURSE AIDE PVHC-NURSING SERVICE $36,422.16 $82.83 $36,504.99 
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Job Title Department 
2015 Actual 

Base Pay 

2015 
Overtime 

Comp Time 
Payouts 2015 Total Comp 

NURSE AIDE PVHC-NURSING SERVICE $35,691.84 $639.70 $36,331.54 

NURSE AIDE PVHC-NURSING SERVICE $36,105.68 $19.33 $36,125.01 

NURSE AIDE PVHC-NURSING SERVICE $30,600.71 $5,069.52 $35,670.23 

NURSE AIDE PVHC-NURSING SERVICE $35,622.89 $6.23 $35,629.12 

NURSE AIDE PVHC-NURSING SERVICE $32,477.54 $3,043.62 $35,521.16 

 

There are several issues of concern with the current Schedule for the Park View Health Center.  There 

is considerable overlap among a number of the Salary Schedules, thus, RN Unit managers earn the 

same as the Director of Nursing and overtime is not even a factor.   

 

The amount of overtime earned by Nurse Aides cause some to earn more than Registered Nurses.  A 

compensation schedule can help minimize some compression issues, but it cannot account for overtime 

in excess of $9,000.  There are some Nurse Aides earning $17,000 - $28,000 in overtime.  Policies 

regarding the distribution of overtime and staffing levels need to be evaluated to minimize these 

extraordinary amounts of overtime.  Unfortunately, the salary schedule and policy evaluation will only 

slightly reduce overtime until such time as the staffing shortage can be alleviated. 

 

Table 7: Sheriff's Office Compression Analysis 

Job Title Department 
2015 Actual 

Base Pay 

2015 
Overtime 

Comp Time 
Payouts 2015 Total Comp 

SHERIFF SHERIFF ADMINISTRATION $96,281.90  $96,281.90 

CORRECTIONS OFFICER SHERIFF JAIL $60,368.03 $33,105.72 $93,473.75 

POLICE OFFICER SHERIFF PATROL $65,655.32 $24,046.06 $89,701.38 

CHIEF DEPUTY SHERIFF SHERIFF ADMINISTRATION $88,128.04  $88,128.04 

POLICE OFFICER SHERIFF PATROL $62,285.13 $19,793.54 $82,078.67 

POLICE OFFICER SHERIFF PATROL $62,019.95 $19,706.50 $81,726.45 

DETECTIVE SHERIFF DETECTIVE $68,418.18 $13,160.84 $81,579.02 

CAPTAIN-ADMINISTRATION SHERIFF 911 $80,083.12  $80,083.12 

CAPTAIN-CORRECTIONS SHERIFF JAIL $80,083.12  $80,083.12 

CAPTAIN-DETECTIVE 
DIVISION 

SHERIFF DETECTIVE $80,083.12  $80,083.12 

CAPTAIN-PATROL SHERIFF PATROL $80,083.12  $80,083.12 

LIEUTENANT SHERIFF PATROL $79,926.45  $79,926.45 

LIEUTENANT SHERIFF PATROL $79,926.45  $79,926.45 

LIEUTENANT SHERIFF PATROL $79,909.64  $79,909.64 

LIEUTENANT SHERIFF PATROL $79,909.64  $79,909.64 

DETECTIVE SHERIFF DETECTIVE $67,238.28 $12,612.57 $79,850.85 

LIEUTENANT SHERIFF DETECTIVE $79,317.28 $69.66 $79,386.94 
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Job Title Department 
2015 Actual 

Base Pay 

2015 
Overtime 

Comp Time 
Payouts 2015 Total Comp 

POLICE OFFICER SHERIFF PATROL $64,649.35 $13,725.45 $78,374.80 

CORRECTIONS OFFICER SHERIFF JAIL $60,314.98 $17,662.72 $77,977.70 

POLICE OFFICER SHERIFF PATROL $59,712.74 $17,923.59 $77,636.33 

LIEUTENANT SHERIFF JAIL $77,551.94  $77,551.94 

LIEUTENANT SHERIFF PATROL $77,551.94  $77,551.94 

LIEUTENANT SHERIFF PATROL $77,551.94  $77,551.94 

LIEUTENANT SHERIFF PATROL $77,551.94  $77,551.94 

LIEUTENANT SHERIFF 911 $76,951.94  $76,951.94 

LIEUTENANT SHERIFF 911 $76,951.94  $76,951.94 

LIEUTENANT SHERIFF JAIL $76,951.94  $76,951.94 

LIEUTENANT SHERIFF PATROL $76,951.94  $76,951.94 

LIEUTENANT SHERIFF PATROL $76,951.94  $76,951.94 

SERGEANT SHERIFF JAIL $64,889.59 $11,380.27 $76,269.86 

CORRECTIONS OFFICER SHERIFF JAIL $60,314.99 $15,656.94 $75,971.93 

POLICE OFFICER SHERIFF PATROL $65,028.22 $10,553.96 $75,582.18 

LT CORRECTIONS SHERIFF JAIL $74,763.79 $769.10 $75,532.89 

PATROL DETECTIVE SHERIFF PATROL $61,395.96 $13,565.41 $74,961.37 

CORRECTIONS OFFICER SHERIFF JAIL $61,042.42 $13,671.39 $74,713.81 

CORRECTIONS OFFICER SHERIFF JAIL $45,956.15 $28,609.22 $74,565.37 

DETECTIVE SHERIFF DETECTIVE $66,244.69 $8,110.83 $74,355.52 

POLICE OFFICER SHERIFF PATROL $64,073.42 $9,368.41 $73,441.83 

DETECTIVE SHERIFF DETECTIVE $65,646.97 $7,081.92 $72,728.89 

SERGEANT SHERIFF JAIL $64,302.86 $8,425.58 $72,728.44 

CORRECTIONS OFFICER SHERIFF JAIL $58,881.22 $13,105.74 $71,986.96 

POLICE OFFICER SHERIFF PATROL $60,542.32 $11,365.32 $71,907.64 

DETECTIVE SHERIFF DETECTIVE $64,335.12 $7,489.33 $71,824.45 

POLICE OFFICER SHERIFF PATROL $64,033.91 $7,571.09 $71,605.00 

SERGEANT SHERIFF JAIL $63,062.35 $8,489.89 $71,552.24 

CORRECTIONS OFFICER SHERIFF JAIL $59,937.59 $11,014.11 $70,951.70 

 

There is Compression in the Corrections Officer and Police Officer ranks.  However, both of these 

groups are still under union contract and subject to contract negotiations.  It is suggested that in future 

contract negotiations, the County consider a revision of the Salary Schedules to provide greater 

distance between ranks to help minimize Compression.  The Compression, although not as significant 

as seen in other organizations, does exist between those represented and the non-represented ranks 

within the Sheriff’s Office.  Some of this Compression exists due to the make-up of the Salary 

Schedule in relation to the union schedules; however, much of it is due to the inability of non-union 

employees to move through the Schedule and the large overtime amounts received by a number of 

Police Officers and Correction Officers.  Overtime in excess of $7,000-$9,000 cannot be adjusted for 

within a Salary Schedule.  As evidenced within this abbreviated table, some Officers have received 
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overtime in excess of $13,000 up to $33,000.  The level of overtime is within the control of the Sheriff 

and Chief Deputy, as well as within contract language. 

 

In Range Compression 

 

In Range Compression occurs when employees do not move through the Salary Range, and individuals 

who are hired start or move faster through the range than those with longer tenure.  This has definitely 

occurred, as prior to approximately 2005, the Salary Ranges were comprised of steps, and the steps 

were then eliminated.  Further, individuals were ‘frozen’ within the Salary Ranges with little to no 

movement.  The practice for some new hires in some position has been to ‘negotiate’ their starting 

wage; so many new hires have started higher within a Salary Range than the first step or Minimum of 

the range.  These negotiations have been difficult due to the inconsistencies of the pay ranges and the 

placement of individuals within the ranges. 

 

In an analysis, it would appear that a majority of employees with five or more years of service are 

below the Midpoint of their Salary Range, although, there are a number of employees with less years 

of experience who have higher salaries within the range. 

  

Summary 

 

Overall, the County has competed comparatively well to the external market, and although there are a 

number of positions that need to be adjusted, the vast majority are within an acceptable market range.  

If employees compare their salaries only to Outagamie County, there are a significant number of 

Winnebago positions that will be lower, as Outagamie County in most cases, pays higher than most 

counties in the region.  Starting salaries for Winnebago are beginning to lag behind the Market and are 

in need of adjustment.  Along with the establishment of market competitive Salary Ranges and starting 

salaries, are establishing rules for starting salaries to minimize the amount of In Range Compression. 

 

The areas the County needs to be concerned with is the construction of the current Salary Ranges, 

especially since the County wants to utilize these ranges in a merit-based system.  The inconsistent 

construction of the ranges has caused inconsistencies in share distribution as the range widths vary.   

 

An analysis of all of the pay ranges shows significant overlap of the ranges, some of them with the 

same starting rate, but different Minimum to Maximum widths.  Within departments, this range 
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overlap is very problematic, compounded with positions working either 37.5 or 40 hours, and are 

exempt or hourly.  This has also caused problems with Compression between supervisor and 

subordinate positions.  In some cases, supervisors earn less than those they supervise.  

 

Finally, Overtime Compression is definitely something to be taken into consideration when building 

the compensation schedule(s), especially within the identified departments.  Although how the 

schedule is built will help minimize Compression problems, until overtime is curbed by other means, 

the structure alone will not solve Overtime Compression. 

Schedule Recommendation 
 

The Consultant recommends the consolidation of all non-union schedules into one (1) comprehensive 

Salary Schedule.  This consolidation will alleviate the internal equity problem currently created by 

having a number of different Salary Schedules.   

 

The average market rate (the control point) of the Salary Schedule has been skewed toward the lower 

end of the Salary Range, at 10% above Minimum, to assist the County in moving employees closer to 

Market.  Two issues identified during the study and discussed are the declining starting salaries as 

compared to the external market, and the limited or nonexistent movement of employees through the 

Salary Range.  It is the intent that aligning the average market rate (control point) closer to the 

beginning of the Salary Range, this increases the starting salaries, as well as allows a shorter range to 

move employees to the Market Rate. 

 

The percentage between Pay Grades allows for sufficient space between Pay Grades to alleviate 

internal compression between superior and subordinate Pay Grades, and to allow sufficient room for 

salary plus overtime compression.  With that said, the Schedule does have some overlap, so 

Compression due to overtime and new supervisor/longer-tenured employees may still occur in some 

occupations.  The recommended Schedule minimizes these two (2) types of Compression. 

  

The development of the Salary Schedule does not clean up In Range Compression.  This has been 

caused by years of employees not moving through the Salary Range, and new employees starting at or 

higher than current employees have.  Unless the County commits to spend dollars to the current merit 

system and begin to move employees through the system, this type of Compression will continue to be 



McGrath Consulting Group, Inc.   25 

a problem in this pay system.  Thus, regardless of the Schedule, the County needs to commit to move 

employees through the Salary Schedule.   

 

 

Schedule Implementation 

 

Positions have initially been placed on the pay schedules based upon the relationship of the position to 

the external market rate. Positions were then adjusted to ensure internal equity. To make the internal 

equity adjustments, the Consultant developed a point factor system. All future placements will initially 

begin with an analysis of the points assigned to factors such as the job responsibilities, education, 

experience, etc. and then final placement will be dependent upon eternal market factors and internal 

equity. 

 

For purposes of implementation, employees were placed to the Minimum of the pay range if under the 

Minimum. If the employee’s current pay was above the Minimum, they retain their current pay, 

regardless of time in the position. In most organizations, this type of placement is met with some 

resistance, as employees feel if they have more tenure in the position, they should be higher within the 

Salary Range.  There is merit to this argument.   However, placement within the Salary Range based 

upon years in the position is extremely costly – something most municipalities cannot afford. This is 

especially true if the entity has fallen significantly behind the Market in minimum pay. Since In Range 

Compression is a significant issue within Winnebago County, the Consultant will recommend a phased 

approach whereby scheduled movement can be planned over multiple years to give extra schedule 

movement to longer tenured employees, providing a phased implementation and easing range 

compression over time, assuming the County has the fiscal means to provide dollars above the merit 

increases. 

 

Once the schedule is approved, there will be a short window where employees or supervisors can 

appeal either the pay grade placement and/or the job title.  Human Resources will communicate the 

methodology and timeline for the appeal process. 
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Position Considerations 
 

During the course of the study, there was an opportunity to better align Job Titles and responsibilities.   

Clerical – Administrative positions have been cleaned up not only with titles, but also in the types of 

duties, skills, and education the position requires have been delineated.  The County can utilize this 

information for incorporation into the job descriptions.  This has also been completed with the 

Facilities department. 

 

 

37.5 vs 40 hours 

 

There are a variety of reasons, but there is a mixture of employees within the same department that 

work either 37.5 or 40 hours per week.  This has caused a number of issues, let alone confusion among 

employees, especially those who work similar positions – but have different hours.  This becomes a 

financial issue to remedy, as moving individuals from 37.5 to 40 hours increases dollars to the budget.  

It is recommended, however, that as budget dollars become available, departments begin to move 

employees to 40 hours for internal consistency. 

 

FLSA Status 

 

The Fair Labor Standards Act (FLSA) has guidelines for determining overtime regulations.  Positions 

are to be paid time and one-half for working over 40 hours in a defined work week unless it meets 

criteria established to be ‘exempt’ from overtime.  The Consultant conducted an analysis of the 

position questionnaires to determine if the position was non-exempt (eligible for overtime) or exempt – 

(exempt from overtime).   Human Resources has been given a listing of positions and their FLSA 

exemption status. 

 

 

Out of Class Pay 

 

At the present time, there are two (2) different ways in which the County pays employees for working 

in different positions.  Many of these are rules are holdovers from previously negotiated contracts. 

 

In the Highway Department, employees receive $0.25 per hour for working in a higher classification; 

or for acting in the capacity of Foreman.  The Courthouse provides $1.00 per hour to an employee who 
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performs the duties of another who is on a leave of absence greater than two (2) weeks.  The 

Consultant recommends gradually eliminating this practice unless the employee is taking over a 

position for longer than six (6) weeks.  Then, pay should be adjusted temporarily to the Minimum of 

the pay range of the temporary position; or provide an additional 5% or 10% for the duration of the 

assignment.  Assuming other positions during the course of the day should become an expectation of 

the position and rewarded as part of the merit program, not additional hourly compensation. 

 

A Dispatcher receives $1.00 per hour for hours worked as the Dispatcher-in-Charge.  The 

recommended Salary Schedule has the position of Lead Dispatcher.  Thus, if a Dispatcher acts in the 

capacity of a Lead Dispatcher for the entire shift, he/she would be eligible for the $1.00 of acting pay.  

Such pay would only be utilized for an entire shift coverage. 

 

The Park View Health Center provides $2.00 per hour for Registered Nurses when acting in the 

capacity as a building supervisor. Due to the difficulties of staffing, this practice should continue.   

 

Public Health Nurses receive a $2.00 premium when working in the correctional facilities.  Due to 

staffing and the difficulties of the position, the premium should continue. 

 

On-Call Pay 

 

On-call pay practices vary by department, and again, is a product of various contact negotiations.  With 

that said, there are more similarities than there are differences.   

Department Practice Amount 

Public Health 24 hour period 
24 hour period supervisor 

$25/day 
$17/day 

Courthouse 24 hour period nights & weekends $15/24 hour period 

Human Services 

Child Welfare May assign an on-call person $75 lump sum 

BH/On Call 4:30pm – 8:00am Monday - Friday $2.00 per hour 

4:30pm – 8:00am Friday, Saturday, or Sunday $3.00 per hour 

 

As much as the Consultant would like to standardize the on-call pay to one rate for all employees, 

there is no one way that would be fiscally feasible and beneficial to each of these departments.  The 

only recommendation would be to increase the Public Health supervisory on-call to $20 per 24-hour 

period to be more in line with the subordinate on-call pay.  Further, add a $3.50 per hour rate for 

individual on call in Behavioral Health on Holidays.   
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Call In Pay 

 

Call in pay varies from a one-hour minimum in the Health Center; one and one half hours for a Bridge 

tender; two-hour minimum for Courthouse and Dispatchers; and a three-hour minimum for Highway 

employees.  The Consultant recommends one (1) policy to cover all departments.  The policy for call 

in, to address urgent needs, should be a minimum of two (2) hours of pay (straight time or overtime 

depending upon number of hours worked during that defined workweek).  Most of the Counties current 

practices have a two (2) hour provision if called in with less than 24 hours advanced notice.  This 

should be consistent for all departments. 

 

Consideration may be given to other classifications that are required to be on.  Prior to awarding a 

stipend or hourly rate for being on call, a study of the amount of time that the employee is ‘on-call’ 

versus the amount of time the employee is then ‘called’ into to work should be undertaken.  Thus 

factual information based on the time needed to be on duty versus that actually called in will determine 

if a stipend to compensate the employee for waiting time is warranted as well as the amount of the 

stipend. 

 

 

 

Shift Differential 

 

There are four (4) departments that currently receive a shift differential – Public Health and the Health 

Center, which provide a $1.00 shift differential for weekends starting at 6:00am Saturday – Monday; 

and $2.00 daily starting at 2:30pm. 

 

Positions within Human Services that work a non-traditional work schedule and were previously on a 

separate Pay Grade should be moved to a shift differential concept.  A $2.00 shift differential for 

working a non-traditional work schedule is recommended.  If needed, a holiday shift differential can be 

developed; however, before instituting such a pay rate, consideration of the need should be determined. 

 

Bridgetenders also receive a shift differential of $0.25 for the shift of 4:00 pm – midnight.  No change 

is recommended; however, consideration should be given to eliminate this differential altogether. 
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Training Pay 

 

Courthouse employees receive $0.25 for hours spent training other employees.  It is recommended that 

this pay cease as lead positions, or positions that have training responsibilities have been recognized 

within the Salary Schedule. 

 

In departments where there is no lead personnel or training position, the $0.25 training pay may be 

available with authorization of Human Resources.  Training must be a bona fide training that occurs a 

minimum of 7.5 hours. 

 

CNA’s and Dispatchers who are designated as a trainer receive $1.00 per hour for hours utilized as a 

trainer.  If this incentive is needed to retain trainers, then the training stipend should continue. 

 

 

 

 

Life Cycle of Salary Schedule 

 

One of the main concerns in any salary schedule is the ability to keep it current.  Often, an organization 

spends a lot of time and money to review and re-evaluate their Salary Schedule, resulting in giving 

employees or Pay Grades significant increases because either the position or the schedule is 

disharmonious with the external market.  Therefore, when developing a Salary Schedule, one must 

build in some mechanism for maintaining the system with the average cost-of-living increases. 

 

A Salary Schedule has a typical life span of five (5) years, at which time market conditions typically 

dictate a review.  The County can attempt to prolong the life of the Schedule if it commits to 

maintaining its competitiveness with the external market.   

 

Benefit Statements 

 

Employees, especially in government where salaries and benefits are typically above those in the 

private sector, do not realize the true cost to the municipality for providing benefits.  It is suggested the 
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County create an annual benefit statement that details the total cost of compensation for an employee.  

Typical benefits statements include: 

Gross Salary 

 Employer cost of FICA, FUTA 

 Employer cost of federal and state taxes 

 Employer cost of insurances (health, life, LTD, etc.) 

 Employer cost for employees to participate in a sponsored EAP, wellness 

 Employer cost of unemployment 

 Employer cost of worker’s compensation 

 Employer cost of pension fund(s) 

 Employer cost of other benefits provided 

 Total compensation for the employee 

 

This often has a dramatic effect on employees who only see their net pay, rather than the total cost an 

employer actually pays for an employee.   

Appeal Process 
 

Upon approval of the Compensation System, and notification of the appropriate Pay Grade and Title to 

employees, employees will be given a specific time frame to appeal either their job title or pay grade.  

A copy of the appeal form is in appendix C. Placement within the salary range, or placement to the 

minimum of the salary range will not be eligible for appeal, as this has fiscal ramifications to the 

County in regards to the implementation of the Salary Schedule. 

 

The Consultant will be looking for new information – not presented in the original placement of the 

position to determine if a change is warranted.  The Consultant will make the final determination.  

There has been discussion that the Winnebago County Personnel and Finance Committee may have 

discussion on the appeals and/or a presentation to the County Board.  Once either the Consultant, 

Committee and/or the County Board has approved the final schedule, the decision is final and will be 

implemented. 

 

Benefit Analysis 
 

In addition to compensation, the County asked that a comparison of other benefits also be conducted.  

This included the following:  health insurance, dental, vacation, holidays, and sick leave.  The 
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following is a summary of these comparisons.   Ten municipalities responded to parts or all of the 

benefits survey.   

 

Health Insurance 

 

It is extremely difficult to compare health insurance, as plan design is significantly different among 

organizations.  What can be compared is the amount the County contributes toward the cost of that 

insurance.  As one knows, the cost of health insurance is a large budget item for any organization.  In 

fact, most municipal employees within the last five (5) years complain that the percentage increase in 

health insurance exceeds the percentage increase to wages – resulting in a net loss of income.  During 

employee meetings, this was a recurring and consistent concern brought up by County employees.  The 

employees understand the need for recent plan design and premium changes (although disappointed in 

the loss of the Health Reimbursement Account), but are upset they have not been provided wage 

increases to help offset the rising insurance costs in recent years, resulting in less net (take home) pay.    

 

Winnebago County currently pays 85% of the current health plan.  The County also offers a premium 

incentive program that allows employees the opportunity to decrease their premium contributions by 

participating in an annual health risk assessment.    The County will pay up to 90% the health plan for 

employees who participate in the incentive program and a vast majority of employees are at this level.   

 

Table 8: Health Insurance Comparison 

Health Insurance Premium Sharing 

Percentages of Premium Paid by Employee with No 
Wellness 

COUNTY EMPLOYEE PERCENTAGE  

MANITOWOC COUNTY, WI 2-7% 

ST. CROIX COUNTY, WI 10% 

SHAWANO COUNTY, WI 11% 

PORTAGE COUNTY, WI                                  11-17% 

SAUK COUNTY, WI 12% 

EAU CLAIRE COUNTY, WI 12% 

WINNEBAGO COUNTY, WI 15% 

WAUPACA COUNTY, WI 15% 

BROWN COUNTY, WI 17% 

WASHINGTON COUNTY, WI 20% 

MARATHON COUNTY, WI 15-23% 
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When the Health Risk Assessment incentive is included, premium comparisons are made based on 

10% employee contribution.   If individual employees maximize the incentive plan, there were only 

two (2) counties with less (lower) employee contributions than Winnebago County.     

 

Table 9: Health Insurance Premium Sharing Comparison 

Health Insurance Premium Sharing 

Percentages of Premium Paid by Employee with  
Wellness 

COUNTY 
EMPLOYEE 

PERCENTAGE  

MANITOWOC COUNTY, WI 2-7% 

PORTAGE COUNTY, WI                              6-12% 

WINNEBAGO COUNTY, WI 10% 

ST. CROIX COUNTY, WI 10% 

SAUK COUNTY, WI 12% 

EAU CLAIRE COUNTY, WI 12% 

WAUPACA COUNTY, WI 12% 

MARATHON COUNTY, WI 14-19% 

BROWN COUNTY, WI 12% 

WASHINGTON COUNTY, WI 20% 

 

 

Therefore, the County is relying on good consumerism and employee behaviors to increase the 

County’s contribution amount to a competitive amount against other municipalities.  This is often 

difficult for new hires/applicants to understand, but the County treats new hires as participants to 

provide them the benefit of a reduced premium until the next participation in the Health Risk 

Assessment is made available to them.   

 

Currently, the County offers a $250/$500 deductible.  In comparison to the comparable data, 

deductibles reportedly ranged from $1,000 - $2,500 for single, and $2,500-$4,000 for family plans. 

Winnebago County’s deductibles are the lowest in comparison, and the Plan’s overall out of pocket 

maximums for in-network are also low, at $1,500/$3,000.  Combining the deductible expense for the 

County’s Plan with percentage contribution for the Plan, the County’s Plan is overall very competitive 

as compared to other reporting organizations.    With that said, employee feedback indicated the recent 

changes to the health plan that resulted in the loss of the County funded Health Reimbursement 
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Arrangement was a significant loss for them.  This loss forces the employees to pay for all out of 

pocket costs, when utilizing the health plan, which is an additional cost ranging from $750-$1,500 

annually.  If the County had been providing regular wage increases, this loss would likely not feel as 

significant.  Given employees have had inconsistent increases along with benefit changes, the impact 

to employees feels much more significant.  

 

Table 10: Health Deductible Comparison 

COUNTY DEDUCTIBLE 

BROWN COUNTY, WI $2,000/$4,000 

PORTAGE COUNTY, WI            $1,500/$3,000 

MARATHON COUNTY, WI $1,500/$3,000 

EAU CLAIRE COUNTY, WI $1,300/$2600 

SHAWANO COUNTY, WI $1,000/$2,500 

MANITOWOC COUNTY, WI $2,500 

WINNEBAGO COUNTY, WI $250/$500 

 

As stated above, employees expressed disappointment in the loss of the Health Reimbursement 

Account in 2016, and would like to see that, or an equivalent Health Savings Account option.  Given 

the low out of pocket maximums in place, an HSA is not necessary.  The County would need to 

develop a High Deductible Health Plan option for employees to take advantage of an HSA.  When this 

was explained to employees, employees were not receptive to increasing out of pocket expense to 

qualify the health plan for an HSA for their health care needs.   This would be an option, should the 

County need to make plan design changes in the future, because low deductibles such as Winnebago’s 

are becoming the exception in the public sector.  

 

Overall, the Consultant recommends the County work to increase the base contribution, without 

wellness incentives, up to 88% , over the next two (2) years or stay within the high 80% level and then 

reassess the County’s contribution levels again. The County will likely find that a high 80s 

contribution rate will keep the County competitive with this benefit without employees relying on the 

wellness initiative to achieve a more competitive premium. 

 

With the Affordable Care Act as a major employer concern across the nation, health insurance is a 

fluid benefit that will need constant review to ensure the plan design and contribution levels remain in 

compliance with the federal standards in order to avoid costly penalties, so this should be watched 
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carefully by the County, as well as their insurance broker, if applicable.   The County will also need to 

evaluate the total cost of their plan against the Cadillac Tax maximums to ensure the County is not on 

pace to incur this 40% excise tax penalty in 2020 (recent activity has delayed this provision by two 

years).    In addition, offering health insurance benefits to employees working less than 30 hours per 

week may prevent them from obtaining other affordable coverage offered under the ACA.  The County 

should revisit part time health insurance participation in the future. 

 

Wellness Incentives  

The County currently offers a wellness incentive, which provides for reduced premium contributions.   

This program improves the County’s competiveness in the market with insurance premiums (when 

employees participate).  There may be some challenges in making this sound attractive for new hires, 

although the program’s intent is meant to be beneficial to the employee’s health and pocketbook.  

Under this program, the County will pay up to 90% of the health plan for employees who participate in 

the County’s annual Health Risk Assessment.  If the employee experiences a specific score threshold 

or less, he/she is referred for a follow up.  The employees will only receive the premium change if they 

follow through on that referral.  This program is managed by the Human Resources Department, 

although a third party handles all medical information in a confidential manner and simply report to the 

Human Resources Department who has complied with the program.   

 

Dental Insurance  

 

The County offers dental insurance with the employee paying 10% of the premium.  The County’s 

current premium contribution to the dental plan puts the County at the high end of contribution levels 

comparatively from the municipalities that provided data. There is no recommendation to change this 

benefit. 

 

 

Sick Leave 

 

An employee earns 8 days of sick time per year and can earn unlimited days.  This is low against 

comparables to other municipality accrual rates, with most reporting counties accruing a day per 

month.  Winnebago County does not cap the accrual, but the actual payout of time, at a rate of pay that 

was previously frozen in 2005 or 2013, depending on the position.    All forms of paid time off are 
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counted in days, as some positions work 8.0 hours per day, while others work different amounts.  

Employees terminating can receive a payout of up to 35% of their frozen hours at their frozen hourly 

rate, while retiring employees can receive a payout of up to 65% of frozen hours at their frozen hourly 

rate.  Employees may elect to place their payout in the form of a payment to a post retirement payment 

system.  This is a vehicle source for employees to use their payouts toward health expenses after 

termination.   The payment system is discussed in a separate section.   

 

Employees appreciate the payout option, but are disappointed that previous union positions were able 

to gain eight (8) years of salary increases onto their wages before it was frozen for the purposes of 

payouts; and employees do not see any incentive in maintaining a high balance of sick time, since their 

hours for payout have already been determined.  Employees did indicate an incentive program for non-

use of sick time would be one way to curb potential sick time abuse, and reward employees further due 

to the current payout restrictions in place.  

 

The County’s sick time provision falls short of the Market.  The County should consider both 

increasing the sick time to 12 days per year, and determine if a sick incentive provision is financially 

feasible, such as paying out a certain number of hours per year in the form of a bonus, or allowing a 

percentage of unused hours to be added to the frozen accounts for future payout. 

 

Vacation 

 

The Consultant reviewed five (5) vacation schedules currently in place at the County.    These 

schedules have five (5) levels of vacation, based on years of service, and most were previously 

included in collective bargaining agreements in place prior to Act 10.  The County previously had 

twelve (12) vacation schedules and has been working to consolidate these schedules. 

 

Winnebago County vacation schedules are either based on anniversary date of hire, or employees 

receive hours on January 1st for the subsequent year, depending on the rules of the previous bargaining 

unit.  For those employees just hired, their first year of vacation is prorated, and their first full calendar 

year for vacation is based on hours worked in their first year.  An employee, as a result, may only have 

a few days of vacation for an entire year, because they were hired late in the year, the previous 

calendar year.  This type of a vacation system makes it difficult to attract and retain quality workforce, 



McGrath Consulting Group, Inc.   36 

when they are told they will have minimal vacation.  Under this current process, the majority of 

employees do not receive a full vacation benefit until the second full year of employment.  In addition, 

there is a large time span with most schedules on tier 3, in which years 10-19 receive the same amount 

of vacation.  

 

Organizations that provided vacation information reported having a single schedule for all general 

employees.    Their schedules range from 4-17 levels of accrual within their systems.  The amount of 

vacation varies between organizations, but most municipalities offer a vacation range earned between 

80 hours for new hires, up to 216 hours for 20+ years of service.  There was one (1) exception, in 

which one (1) organization provides for 40 hours of vacation upon hire. 

 

Based on reporting municipalities, the County is not in alignment with other organizations given the 

number of schedules currently in place and the proration of vacation in the first full year of service.  

The County is recommended to have the following vacation schedules: 

 General employee schedule 

o Highway on the same schedule but an anniversary calculation 

 Park View remain on its current schedule 

 Sheriff Officer staff remain on a schedule consistent with that negotiated with 

patrol/corrections (Note: Non-sworn sheriff employee’s move to the County General employee 

schedule) 

 Department Head Schedule 

 

The table below illustrates vacation schedule for all general employees.  The only proration of this 

benefit should occur at time of hire, based on number of months expected to work in that year.  The 

employees first full calendar year should have full vacation, and not be prorated.  This is a small but 

impactful change identifying the County as a more flexible employer, when looking to recruit and 

retain talent.  Finally, all employees should be either on a January 1 effective date; whereas highway 

employees will be on an anniversary date.  
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Table 11: Proposed Vacation schedule for Current Employees 

YEARS OF 
SERVICE 

VACATION 
DAYS 

      < 4 years 10 days 

4 – <7 years 15 days 

7– <11 years 18 days 

11 – <15 years 20 days 

15 - <20 years 22 days 

20+ years 25 days 

 

The County may consider an alternative schedule for new hires that slows the accrual of vacation, 

allowing employees to reach the maximum accruals at 25 years, instead of 20 years.  This schedule, 

Table 32, is recommended for new hires only: 

 

Table 12: Proposed Vacation Schedule for Future Hires 

YEARS OF 
SERVICE 

VACATION 
DAYS 

      < 5 years 10 days 

5 – <10 years 15 days 

10– <15 years 18 days 

15 – <20 years 20 days 

20 – <25 years 22 days 

25+ years 25 days 

 

It is not uncommon for higher-level employees to negotiate for a time off schedule that is different, 

resulting in a higher schedule.  Positions classified as Department Heads should receive three (3) 

weeks of vacation for the first five (5) years, and then increase vacation at five (5) years, ten (10) 

years, and fifteen (15) years.  This schedule is accelerated ahead of the standard vacation schedule, 

with less incremental increases.   

 

Table 13: Proposed Vacation Schedule for Department Heads 

 

 

 

 

 

 

 

 

YEARS OF 
SERVICE 

VACATION 
DAYS 

VACATION 
HOURS 

< 5 years 15 days 120 hours  

5 – <10 years 20 days 160 hours 

10 -<15 years 25 days 200 hours 

15+ years 30 days 240 hours 
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Holidays & Floating Holidays  

 

The Consultant reviewed two (2) Holiday schedules.  One schedule is for the Health Care Center (7 

holidays) and the other for all other employees (10 holidays).  In addition, there are additional rules for 

health care center employees based on the position held, which determines if holiday pay is provided.  

Not all employees at receive holiday pay.  Some are only compensated for actual hours worked for the 

holiday, or are provided floating holidays.  Given there is 24/7 operations to consider, the County 

should review its holiday policies to provide a holiday benefit to all employees who work (include 

dispatch operations and other 24/7 positions that are non-represented in this analysis as well), 

regardless of their FTE equivalent, or ensure hours worked on the holiday will be compensated at a 

rate above straight time.     

 

It is recommended the County determine its Holiday schedule, and if any positions, because of 

scheduling or department restrictions, must have less holidays, supplement the difference with floating 

holidays.  Employees should be provided a combined total of 10 days per year, between observed 

holidays and floating holidays.  

 

  Alternative Paid Time Off Program 

 

As Counties have reviewed their benefits post Act 10, one of the programs often reviewed is its time 

off policies.  Winnebago County’s current time off policies parallel traditional collective bargaining 

agreements, and little has changed since those agreements expired.  The time off benefits are varied 

and inconsistent between employees now that bargaining unit lines no longer exist, and each benefit 

has a set of rules used to manage the benefit, which is an administrative burden and difficult for 

managers who spend a great deal of time managing employee time off, instead of the employee and 

their programs.  Since Act 10, several Counties have transitioned to a PTO (Paid Time Off) program.  

PTO is a single bank of time off, which is then used for sick, vacation, floating holiday, and 

bereavement time, instead of having different banks of time for different 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.   The benefit is 

administrative ease, simplification, and new flexibility for employees.   
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Payout Provisions 

 

Winnebago County could consider vacation and sick payout options (or future PTO) at 

termination/retirement in a way that will assist employees with their health care needs, because the 

largest reason employees choose not to retire, is that they financially are not able to, or cannot afford to 

continue health care coverage.  Currently, sick time payouts exceeding $5,000 are either placed into a 

401A or post retirement account held by the County for future health premium payments.  Vacation is 

simply taxed (employee and employer both), and placed on the employee’s final paycheck.   

 

A medical trust can be created for the employee in which all payout deposits are tax-free for both the 

employee and employer, is not considered income to the employee, and it to be used for medical 

expenses by the employee/qualified beneficiaries, not just insurance premiums.    These dollars are 

held by a Third Party Administrator, not the County, and often are interest bearing accounts for 

employees.  The County should maintain the 401A, and could as an alternative, use a deferred 

compensation 457(b) program, in which the payouts could be placed into a qualified tax deferred 

retirement plan for the employee.  This option however, may be restrictive, as the IRS provides for 

annual contribution limits on individual deferred compensation accounts, and large payouts may 

exceed annual IRS limits.   The County should also reduce the minimum payout to this type of plan to 

$1,000, down from $5,000.   This will result in cost savings for both the employer and employee, in tax 

savings.  

 

Deferred Compensation 

 

During employee meetings, several employees brought up the County’s Deferred Compensation 

program.  The County has one Plan Administrator for the Deferred Compensation program.  Deferred 

Compensation is an additional retirement savings option for employees to voluntarily invest their 

income for tax advantages.  This program has voluntary participation, and there is no employer 

contribution.  It was noted from several employees the current provider’s investment fees seem high.  

These fees are deducted directly from employee accounts held by the Plan Administrator.  Currently 

about 31% of employees participate in this voluntary benefit program. 

 

Because the County has determined Deferred Compensation is a benefit they want to offer employees, 

the County should ensure the fees charged to the plan are reasonable.  Plan fees and expenses should 
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be monitored regularly to determine whether they continue to be reasonable, and be transparent to 

participants about these costs.  

 

The County has not considered changing plan providers for many years.  The County should evaluate 

the fee structure affecting employees, and ask other providers to provide their fee structures, including 

the current plan administrator.  Doing this every few years, like shopping for auto or homeowners 

insurance, helps ensure the consumer is maintaining a competitive edge with the current provider, and 

negotiate better fees for employees.  It may be determined in the future that a new plan administrator is 

necessary.  Although it could arguably be a challenge for all participants to transfer accounts to a new 

provider, transparency will help current participants understand why a new provider is the most 

fiscally sound decisions to make, as it is their retirement funds paying the fees.  The risk of a loss of a 

multi-million dollar account may also keep the current provider more competitive with fees. 

  

Bridgetender 

 

The Bridgetender position, a seasonal position, is allowed sick time and vacation.  This is likely 

because the position was previously represented with full time highway positions.  The County should 

first evaluate the status of this position, and whether it should remain a seasonal position.  If so, the 

County should discontinue providing regular status benefits to this position so it is consistent with 

other seasonal positions.  This would be implemented for all future hires into this position.  

 

Summary 
 

Overall, when comparing salaries to the external market, Winnebago has fared well.  There are three 

(3) areas; however, that need attention: 

 Minimum salaries, as compared to the external market, are falling behind.  The recommended 

Schedule has moved Minimum salaries in line with the Average Market Minimums. 

 Internal equity inconsistencies.  With multiple schedules, there are internal equity problems 

with positions overlapping, and Compression among subordinate/superior ranks.  Placing all 

positions within one Compensation System minimizes this compression problem. 

 In Range Compression.  There is a significant problem where individuals are placed within the 

Salary Range compared to their years in the position.  Unfortunately, unless the County is 
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willing to allocate dollars to movement within the Salary Range to fix the problem, as well as 

allocate dollars annually to continually move employees through the range, this will continue to 

be a problem. 

 

The compensation study has cleaned up a number of Job Titles for either consistency throughout the 

County, or making them more up to date.  Further, some departments took advantage of the 

compensation study to better align positions within the department with current and future job 

responsibilities.  These re-alignments have been allocated into the proper Pay Grades. 

 

Finally, an analysis of other pays have been completed, and recommendations made. 

 

Benefit Summary 

 

The County’s health insurance premiums, when relying on wellness incentives to reduce their 

percentage contributions, are aligned with the Market.  The County’s deductibles and out of pocket 

expenses are among the lowest with comparable organizations, but lack of salary increases have led to 

even the smallest plan design changes to have a large response from employees.    Wellness incentives 

are used for reduction in their premium contribution costs, so the County is encouraged to continue the 

wellness incentives, but develop a business relationship with a TPA to navigate potential liability areas 

with the ADA and EEOC. 

 

The County can also enhance the sick time by increasing the sick time accrual to better align with the 

Market.    

 

The County’s current vacation schedules should be reduced to four (4) schedules – General employees, 

PVHC, Sheriff officer’s and one (1) schedule for Department Heads.  An alternate schedule was also 

developed for future new hires to slow the accrual of vacation.  The County should only pro-rate 

vacation upon hire through the end of that first calendar year, and move all employees to anniversary 

January 1 schedule with the exception of the Highway Department which would remain on an 

anniversary schedule.  

 

Finally, the County should adopt a single holiday schedule for all employees.  This schedule has been 

outlined above.   Floating holiday should only be used to supplement specific holidays a department 
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cannot accommodate.  The provisions of holidays versus holiday pay should be evaluated so all 

positions are either paid holiday time, or compensated at a rate of pay higher than straight time for 

those days.  

 

As an alternative to the sick and vacation recommendations, Winnebago County should consider 

overhauling its time off programs into a single program.  PTO is a single bank of time off, which is 

then used for sick, vacation, floating holiday, and bereavement time, instead of having different banks 

of time for different purposes.  At the same time, the County could pay out the frozen sick banks to 

employees as part of the transition process.   

 

The County should consider enhancing the current sick time payout option to include vacation (or 

PTO), develop a formal medical trust program with a TPA to hold former employee funds, and lower 

the minimum participation rate for tax savings by both the employee and employer.  A medical trust 

gives employees more flexibility with the use of their funds. 

 

The County should eliminate sick and vacation benefits for future Bridgetender positions, so this 

seasonal position is consistent with other county seasonal positions.  



Appendix A:  2016 Salary Schedule 

PG Current Title Dept Recommended Title   Min Range A Range B-CP Range C Range D 

                    

10 No Position       $12.70 $13.33 $14.00 $15.58 $15.87 

          $26,412.70 $27,733.33 $29,120.00 $32,410.56 $33,015.87 

                    

11 Custodian/Room Attnd PVHC Custodian    $13.33 $14.00 $14.70 $16.36 $16.67 

11 Custodian I 
Facilities & 
Prop Mgmt Custodian    $27,733.33 $29,120.00 $30,576.00 $34,031.09 $34,666.67 

11 Food Service Worker PVHC 
Food Service 
Assistant             

11 Receptionist/Clerk Child Support Administrative Aide             

11 Clerk Receptionist PVHC Administrative Aide             

                    

12 Cook PVHC Cook   $14.00 $14.70 $15.44 $17.18 $17.50 

12 Unit Assistant PVHC Unit Assistant   $29,120.00 $30,576.00 $32,104.80 $35,732.64 $36,400.00 

12 Activity Support Assistant PVHC 
Volunteer & Activity 
Associate             

                    

13P Nurse Aide PVHC Nurse Aide   $14.49 $15.21 $15.98 $16.93 $18.11 

          $30,139.20 $31,646.16 $33,228.47 $35,222.18 $37,674.00 

                    

13 Clerk Typist II 
Clerk of 
Courts 

Administrative 
Associate I   $14.49 $15.21 $15.98 $17.78 $20.00 

13 Receptionist/Typist DA 
Administrative 
Associate I   $30,139.20 $31,646.16 $33,228.47 $36,983.28 $41,592.10 

13 Clerk Typist II Finance 
Administrative 
Associate I             

13 Clerk Typist I 
Human 
Services 

Administrative 
Associate I             

13 Clerk Receptionist 
Human 
Services - AD 

Administrative 
Associate I             

13 Clerk Typist II 
Human 
Services - ES 

Administrative 
Associate I             

13 Custodian II 
Facilities & 
Prop Mgmt Facilities Assistant             

13 Public Health Aide Health Public Health Aide             

13 Clerk Typist II - Tax Lister 
Planning & 
Zoning Tax Listing Associate             

                    

14 Records Clerk 
Register of 
Deeds Records Associate   $15.44 $16.21 $17.02 $18.95 $21.31 

14 Tax Listing Specialist 
Planning & 
Zoning Tax Listing Specialist   $32,113.32 $33,718.98 $35,404.93 $39,405.69 $44,316.38 
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PG Current Title Dept Recommended Title   Min Range A Range B-CP Range C Range D 

                    

15 Account Clerk/Typist County Clerk 
Administrative 
Associate II   $16.29 $17.10 $17.96 $19.99 $22.48 

15 Legal Secretary Family Court 
Administrative 
Associate II   $33,879.55 $35,573.53 $37,352.20 $41,573.00 $46,753.78 

15 Bridgetender Highway Bridgetender             

15 Account Clerk Corrections Sheriff 
Corrections 
Financial Associate             

15 Records & Retention Clk 
Clerk of 
Courts 

Court Record 
Associate             

15 Custodian III 
Facilities & 
Prop Mgmt Facilities Specialist             

15 Account Clerk II Highway Financial Associate I             

15 Account Clerk PVHC Financial Associate I             

15 Account Clerk  Traffic Sheriff Financial Associate I             

15 
Account Clerk-
Jail/Corrections Sheriff Financial Associate I             

15 Account Clerk I Treasurer Financial Associate I             

15 Secretary/Account Clerk Highway Financial Associate I             

15 Records Clerk Sheriff 
Public Safety 
Records Associate             

15 
Records Clerk II-Traffic & 
Warrant Sheriff 

Traffic & Warrant 
Associate             

                    

16 AODA/IDP Secretary 
Human 
Services 

Administrative 
Associate - AODA   $16.94 $17.96 $18.86 $20.99 $23.38 

16 
Legal Secretary/Deputy Ct 
Clerk 

Clerk of 
Courts 

Administrative 
Associate III   $35,237.93 $37,352.20 $39,219.81 $43,651.65 $48,628.34 

16 Secretary II 
Clerk of 
Courts 

Administrative 
Associate III             

16 County Clerk Secretary County Clerk 
Administrative 
Associate III             

16 Secretary II Health 
Administrative 
Associate III             

16 
Payroll/Human Resource 
Clerk 

Human 
Resources 

Administrative 
Associate III             

16 Support Specialist 
Human 
Services 

Administrative 
Associate III             

16 Extension Secretary 
UW-
Extension 

Administrative 
Associate III             

16 Secretary I Veterans 
Administrative 
Associate III             

16 Account Clerk II Child Support Financial Associate II             

16 Account Clerk II Finance Financial Associate II             
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16 Account Clerk  
Human 
Services - AD Financial Associate II             

16 Account Clerk 
Clerk of 
Courts Financial Associate II             

16 Account Clerk II Treasurer Financial Associate II             

16 Jury Clerk 
Clerk of 
Courts Jury Clerk             

16 Word Processing Operator Sheriff 

Records & 
Transcription 
Associate             

16 Small Claims Clerk 
Clerk of 
Courts 

Small Claims 
Specialist             

16 Scaleperson Solid Waste 
Solid Waste 
Associate             

16 Medical Transcriptionist 
Human 
Services - AD 

Transcriptionist 
Associate             

16 Word Processing Operator 
Human 
Services - AD 

Transcriptionist 
Associate             

  
Warrant & Electronic 
Monitoring Clerk Sheriff 

Warrant & 
Electronic 
Monitoring 
Associate             

16 Zoning secretary 
Planning & 
Zoning Zoning Associate             

                    

17 Economic Support Specialist  
Human 
Services-ES 

Economic Support 
Specialist I   $17.79 $18.86 $19.80 $22.04 $24.55 

17 Mental Health Technician 
Human 
Services 

Mental Health 
Technician   $36,999.82 $39,219.81 $41,180.80 $45,834.24 $51,059.76 

17 
Program Spec - Summit 
House 

Human 
Services-BH 

Program Spec - 
Summit House             

17 
Program Spec - Towards 
Tomorrow 

Human 
Services-BH 

Program Spec - 
Towards Tomorrow             

17 Activity Specialist PVHC Activity Specialist             

17 
WIC Breastfeeding Peer 
Counselor Health 

WIC Breastfeeding 
Peer Counselor             

                    

18 Secretary I Coroner 
Admin Associate - 
Co Coroner   $18.68 $19.80 $20.79 $23.14 $25.78 

18 LWCD Secretary 
Land & Water 
Consv 

Admin Associate - 
LWCD   $38,849.82 $41,180.80 $43,239.85 $48,125.95 $53,612.75 

18 Airport Secretary Airport 
Administrative 
Associate - Airport             

18 Administrative Coordinator 
Facilities & 
Prop Mgmt 

Administrative 
Associate - Facilities             



McGrath Consulting Group, Inc.   46 

PG Current Title Dept Recommended Title   Min Range A Range B-CP Range C Range D 

18 Administrative Assistant 
Human 
Services - AD 

Administrative 
Associate - Human 
Services             

18 Confidential Secretary 
Human 
Services - AD 

Administrative 
Associate - Human 
Services             

18 Parks Secretary Parks 
Administrative 
Associate - Parks             

18 Planning Secretary 
Planning & 
Zoning 

Administrative 
Associate - Planning             

18 Administrative Coordinator Public Health 

Administrative 
Associate - Public 
Health             

18 Conf Program Assistant Sheriff 
Administrative 
Associate - Sheriff             

18 
Confidential Secretary-Solid 
Waste Solid Waste 

Administrative 
Associate - Solid 
Waste             

18 Lead Secretary 
Human 
Services-AD 

Administrative 
Associate IV             

18 Secretary 
Human 
Services-AD 

Administrative 
Associate IV             

18 Support Staff Sec II 
UW-
Extension 

Administrative 
Associate -UW Ext             

18 
Master Ctrol/Bkg/Prop Rec 
Clk Sheriff 

Booking Security 
Associate             

18 Child Support Specialist Child Support 
Child Support 
Specialist             

18 Civil Process/Sherif Sales Clk Sheriff 
Civil Process 
Associate             

18 Court Assistant 
Clerk of 
Courts Court Assistant             

18 Deputy County Clerk County Clerk Deputy County Clerk             

18 Deputy County Treasurer Treasurer 
Deputy County 
Treasurer             

18 Deputy Register Probate Courts 
Deputy Register 
Probate             

18 
Economic Support Specialist 
II 

Human 
Services-ES 

Economic Support 
Specialist II             

18 Secretary I 
Emergency 
Management 

Emergency Mgmt 
Associate             

18 ESS Problem Resolution 
Human 
Services-ES 

ESS Problem 
Resolution Specialist             

18 Evidence Technician Sheriff  Evidence Technician             
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18 
Confidential 
Secretary/Receptionist 

Human 
Resources 

Human Resource 
Associate             

18 Human Service Case Aide 
Human 
Services-CW 

Human Service Case 
Aide             

18 Janitor/Watchman Highway Janitor-Watchman             

18 Legal Secretary DA Legal Secretary             

18 Lead Mental Health Tech 
Human 
Services - BH 

Mental Health Tech-
Lead             

18 Nurse Scheduler PVHC Nurse Scheduler             

18 Painter 
Facilities & 
Prop Mgmt 

Painter-
Maintenance             

18 Painter 
PVHC - 
Housekeeping 

Painter-
Maintenance             

18 Legal Secretary DA 
Victim Witness 
Specialist             

                    

19 Lead Activity Specialist PVHC 
Activity Specialist - 
Lead   $19.80 $20.99 $22.04 $24.53 $27.32 

19 Administrative Assistant DA 
Administrative 
Associate V   $41,180.80 $43,651.65 $45,834.24 $51,013.50 $56,829.51 

19 Lead Child Support Specialist Child Support 
Child Support 
Specialist - Lead             

19 Court Reporter Courts Court Reporter             

19 Account Clerk Health 
Financial Associate - 
Lead             

19 Home Consultant 
Human 
Services Home Consultant             

19 Inmate Classification Coord Sheriff-Jail 
Inmate Classification 
Associate             

19 
Juvenile Restitution Program 
Coord 

Human 
Services - CW 

Juvenile Restitution 
Program Coord             

19 
Medical Records 
Coordinator PVHC 

Medical Records 
Associate             

19 
Confidential Secretary - 
Paralegal Corp Counsel Paralegal             

19 
Confidential Secretary - 
Paralegal DA Paralegal             

19 Purchasing Coordinator PVHC 
Purchasing 
Associate             

19 Benefits Specialist Veterans 
Veterans Benefits 
Specialist             

                    

20 Accountant PVHC 
Accounting 
Associate   $20.79 $22.04 $23.14 $25.75 $28.69 
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20 Administrative Coordinator PVHC 
Administrative 
Coordinator   $43,239.85 $45,834.24 $48,125.95 $53,564.18 $59,670.99 

20 Disability Benefit Specialist 
Human 
Services- Lts 

Disability Benefit 
Specialist             

20 Dispatcher 
Sheriff-
Dispatch Dispatcher             

20 ESS Lead Worker 
Human 
Services - ES 

Economic Support 
Specialist - Lead             

20 Elderly Benefit Specialist 
Human 
Services - LTS 

Elderly Benefit 
Specialist             

20 Classification 2 Operator Highway 
Equipment Operator 
I             

20 
Class #3 Oper/Hvy Equip 
Oper SW 

Equipment Operator 
I             

20 GPS Coordinator Sheriff GPS Coordinator             

20 
Telecommunications/Budget 
Asst IS IS Accountant             

20 Judicial Assistant Circuit Court 
Judicial Associate - 
Lead             

20 Custodian/Groundsperson Airport 
Maint Equip 
Operator             

20 Maintenance Equip Oper Airport 
Maint Equip 
Operator             

20 Maintenance Tech 
Facilities & 
Prop Mgmt 

Maintenance 
Technician             

20 Parks Caretaker Parks Parks Caretaker             

20 Payroll & Benefits Specialist 
Human 
Resources 

Payroll & Benefits 
Specialist             

20 User Support Specialist IS 
User Support 
Specialist             

                    

21 
AODA Intervention 
Counselor-In Training 

Human 
Services - BH 

AODA Intervention 
Counselor-In 
Training   $22.87 $24.24 $25.45 $28.33 $31.56 

21 
Communications 
Coordinator Health 

Communications 
Specialist   $47,563.83 $50,417.66 $52,938.54 $58,920.60 $65,638.08 

21 Crime Data Specialist DA 
Crime Data 
Specialist             

21 Custodian Supervisor Facilities 
Custodian 
Supervisor             

21 Environmental Technician SW 
Environmental 
Technician             

21 
Class #3 Oper/Hvy Equip 
Oper Highway 

Equipment Operator 
II             
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21 
Construction Site Erosion 
Control Tech 

Planning & 
Zoning Erosion Control Tech             

21 Executive Assistant Co Exec Executive Assistant             

21 Dietetic Tech/Reg Dietician PVHC 
Food Service 
Supervisor             

21 Housekeeping Supervisor PVHC 
Housekeeping 
Supervisor             

21 LPN - Psychiatric Nurse 
Human 
Services - BH 

LPN - Psychiatric 
Nurse             

21 Prevention Services Coord 
Human 
Services - BH 

Prevention Services 
Coord             

21 Deputy Register of Deeds ROD 
Register of Deeds 
Supervisor             

21 Reg in Prob/Prob Register Courts Register of Probate             

21 Risk Assessment Specialist DA 
Risk Assessment 
Specialist             

21 
Senior User Support 
Specialist IS 

User Support 
Specialist - Lead             

21 
Victim Witness Program 
Coordinator DA 

Victim Witness 
Program Coord             

21 WI Well Women Prog Coord Health 
WI Well Women 
Prog Specialist             

21 WIC Program Nutritionist Health 
WIC Program 
Nutritionist             

                    

21P LPN PVHC LPN   $22.87 $24.24 $25.45 $26.98 $28.58 

          $47,563.83 $50,417.66 $52,938.54 $56,114.85 $59,454.79 

                    

22 Program Accountant 
Human 
Services - AD Accountant   $24.01 $25.45 $26.72 $29.74 $33.13 

22 Accountant Sheriff Accountant   $49,942.02 $52,938.54 $55,585.47 $61,866.63 $68,919.99 

22 Accounting Supervisor 
Clerk of 
Courts Accountant             

22 Agronomist 
Land & Water 
Consv Agronomist             

22 Carpenter Facilities Carpenter             

22 
Case Mgr - Safe Streets 
Program 

Human 
Services - BH Case Manager             

22 
Case Manager - Justice 
Program 

Human 
Services - BH 

Case Manager - 
Justice Program             

22 Code Enforcement Officer 
Planning & 
Zoning 

Code Enforcement 
Officer             

22 Conservation Technician 
Land & Water 
Consv 

Conservation 
Technician             
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22 CSP Professional 
Human 
Services - BH CSP Professional              

22 
4-H Youth & Science 
Educator 

UW-
Extension 

Educator - 4H Youth 
& Science             

22 Family Living Educator 
UW-
Extension 

Educator - Family 
Living             

22 
Drug Free Comm Grant 
Coord Health Educator - Health             

22 Health Educator Health Educator - Health             

22 
Environmental Health 
Specialist Health 

Environmental 
Health Specialist I             

22 
Evidence/Records 
Coordinator Sheriff 

Evidence/Records 
Supervisor             

22 Foreman Highway Foreman             

22 Lead Operator SW Foreman             

22 GIS Technician 
Land & Water 
Consv GIS Technician             

22 Mechanic Airport Mechanic             

22 Mechanic Highway Mechanic             

22 Night Mechanic Highway Mechanic             

22 
Parks Maintenance 
Supervisor Parks 

Parks Maintenance 
Supervisor             

22 
Tax Listing & Assessment 
Coord 

Planning & 
Zoning 

Real Property Listing 
Supervisor             

22 Adm Crd/Exec Asst Sheriff 

Records 
Administrative 
Supervisor             

22 Dietetic Tech/Reg Dietician PVHC Registered Dietician             

22 Maintenance Technician SW 

Solid Waste 
Mechanical 
Technician             

22 Team Case Manager 
Human 
Services - BH Team Case Manager             

22 
Team Case Manager/Voc 
Specialist 

Human 
Services - BH 

Team Case 
Manager/Voc 
Specialist             

22 
Work Release Unit 
Supervisor Sheriff 

Work Release Unit 
Supervisor             

                    

23 ADRC Specialist 
Human 
Services - LTS ADRC Specialist   $25.45 $26.72 $28.06 $31.39 $35.12 

23 
AODA Intervention 
Counselor 

Human 
Services - BH AODA Counselor   $52,938.54 $55,585.47 $58,364.74 $65,298.47 $73,055.19 

23 APS Worker 
Human 
Services - LTS APS Specialist             
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23 APS/Crisis Worker 
Human 
Services - LTS APS Specialist             

23 EM Planner/Deputy Director 
Emergency 
Mgmt 

Deputy Director - 
EM             

23 Electrician - Maintenance Facilities 
Electrician - 
Maintenance             

23 GIS Specialist  
Land & Water 
Consv GIS Specialist              

23 GIS Specialist  
Planning & 
Zoning GIS Specialist I             

23 
Intensive In-Home Case 
Manager 

Human 
Services - BH 

Intensive In-Home 
Case Specialist             

23 
Domestic Violence 
Investigator DA Investigator             

23 Investigator DA Investigator             

23 
Juvenile Court Intake 
Worker 

Human 
Services - CW 

Juvenile Court 
Intake Specialist             

23 Maintenance Supervisor Facilities 
Maintenance 
Supervisor             

23 Crisis Worker After Hours 
Human 
Services - BH 

Mental Health Crisis 
Specialist             

23 Mental Health Crisis Worker 
Human 
Services - BH 

Mental Health Crisis 
Specialist             

23 Network Technician IS Network Technician             

23 
Public Safety Application 
Admin Sheriff 

Public Safety 
Application Admin             

23 Resident Counselor-Summit 
Human 
Services - BH 

Resident Counselor-
Summit             

23 
Residential Program 
Professional 

Human 
Services - BH 

Residential Program 
Counselor             

23 Resource Conservationist 
Land & Water 
Consv 

Resource 
Conservationist             

23 Social Worker 
Human 
Services - CW 

Social Work 
Specialist             

23 Social Worker Specialist 
Human 
Services - CW 

Social Work 
Specialist             

23 Service Coord/Social Worker 
Human 
Services - LTS 

Social Work 
Specialist             

23 Social Worker - Medical PVHC 
Social Worker - 
Medical             

23 Special Projects Coordinator 
Human 
Services - AD 

Special Projects 
Coordinator             

23 Telecommunications Coord IS 
Telecommunications 
Specialist             
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23 
Traffic Operations 
Supervisor Highway 

Traffic Operations 
Supervisor             

23 
Deputy Veterans Service 
Officer Veterans 

Veterans Services 
Supervisor             

23 Youth CCS Worker 
Human 
Services - BH 

Youth CCS Case 
Specialist             

                    

24 
General Accounting 
Supervisor Finance 

Accounting 
Supervisor   $26.98 $28.33 $29.74 $33.28 $37.23 

24 Asst Child Support Attorney Child Support 
Asst Child Support 
Attorney   $56,114.85 $58,920.60 $61,866.63 $69,216.38 $77,438.50 

24 
Office Manager/Chief 
Deputy 

Clerk of 
Courts Chief Deputy             

24 Crime Analyst Sheriff Crime Analyst             

24 Diversion Program Coord DA 
Diversion Program 
Coord             

24 
Environmental Health 
Specialist Health 

Environmental 
Health Specialist II             

24 Family Court Counselor Courts 
Family Court 
Mediator             

24 
Director Food & Nutrition 
Services PVHC 

Food & Nutrition 
Manager             

24 GIS Specialist 
Planning & 
Zoning GIS Specialist II             

24 Human Resource Specialist 
Human 
Resources 

Human Resource 
Advisor             

24 HVAC Specialist Facilities HVAC Specialist             

24 Associate Planner 
Planning & 
Zoning Land Use Planner             

24 Supt of Maint & Operations Airport 
Maint & Operations 
Manager             

24 Master Electrician Facilities Master Electrician             

24 
Support Specialist 
Supervisor 

Human 
Services - AD Office Supervisor             

24 Office Supervisor Child Support Office Supervisor             

24 Office Manager DA Office Supervisor             

24 Accountant/Office Manager Highway Office Supervisor             

24 

Office Systems & 
Confidential Records 
Supervisor 

Human 
Services Office Supervisor             

24 Parts Supervisor Highway Parts Supervisor             

24 Plumber Facilities Plumber             

24 
Purchasing 
Agent/Accountant Finance Purchasing Manager             
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24 Psychiatric Nurse 
Human 
Services - BH Psychiatric Nurse             

24 WIC-Prevention Nurse Health Public Health Nurse             

24 Public Health Nurse Health Public Health Nurse             

24 
Public Health Preparedness 
Coord Health 

Public Health 
Preparedness 
Specialist             

24 
Qualified Therapist - In 
Training 

Human 
Services - BH 

Qualified Therapist - 
In Training             

24 Recycling Coordinator SW 
Recycling Program 
Manager             

24 Registered Nurse PVHC Registered Nurse             

24 
Staff Development 
Coordinator PVHC 

Staff Development 
Coordinator             

24 Summit House Coordinator 
Human 
Services - BH 

Summit House 
Supervisor             

24 Suport Services Supervisor 
Human 
Services - AD 

Support Staff 
Supervisor             

24 System Analyst IS System Analyst             

                    

24P Registered Nurse PVHC Registered Nurse   $28.19 $29.60 $31.08 $32.95 $35.24 

          $58,640.02 $61,572.02 $64,650.63 $68,529.66 $73,300.03 

                    

25 
Adult Sub Abuse/Safe Str 
Supv 

Human 
Services - BH 

Adult AODA 
Supervisor   $29.68 $31.16 $32.72 $36.60 $40.95 

25 Adult CSP/CSS Supervisor 
Human 
Services - BH 

Adult CSP/CSS 
Supervisor   $61,726.34 $64,812.66 $68,053.29 $76,138.02 $85,182.35 

25 Behavior Specialist 
Human 
Services - BH Behavior Specialist             

25 Eng Tech/Bridge Oper Supv Highway 
Bridge & Engineer 
Manager             

25 
Crisis Inter/Adult Access 
Supv 

Human 
Services - BH 

Crisis Intervention 
Manager             

25 
Environmental Health 
Supervisor Health 

Environmental 
Health Manager             

25 ESD Assistant Manager 
Human 
Services - ES 

Economic Support 
Supervisor             

25 Dir Family Court Services Courts 
Family Court 
Services Mgr             

25 Family Services Therapist 
Human 
Services - BH 

Family Services 
Therapist             

25 Financial Supervisor 
Human 
Services - AD Financial Supervisor             

25 GIS System Analyst/Admin 
Planning & 
Zoning 

GIS System 
Analyst/Admin             
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25 Highway Equipment Supt Highway 
Highway Equipment 
Manager             

25 Highway Maintenance Supt Highway 

Highway 
Maintenance 
Manager             

25 Intensive In-Home Therapist 
Human 
Services - BH 

Intensive In-Home 
Therapist             

25 Network Administrator IS 
Network 
Administrator             

25 Assistant Parks Director Parks Parks Manager             

25 Payroll & Benefits Manager 
Human 
Resources 

Payroll & Benefits 
Manager             

25 Program Manager Parks Program Manager             

25 
Program Supervisor/Team 
Ldr/Elderly 

Human 
Services - LTS 

Program Supervisor 
- Elderly             

25 
Program Supervisor - Human 
Services 

Human 
Services - CW 

Program Supervisor 
- Human Services             

25 
Prog Supv/Team Ldr/Fam 
Supp 

Human 
Services - LTS 

Program Supervisor 
-Family Support             

25 Juvenile Intake Supervisor 
Human 
Services - CW 

Program Supervisor 
-Juvenile Intake              

25 Psychotherapist 
Human 
Services - BH Psychotherapist             

25 Public Health Planner Health 
Public Health 
Planner             

25 Social Wellness Manager PVHC 
Social Wellness 
Manager             

25 Special Investigator DA Special Investigator             

25 Facility Manager SW 
SW Operation 
Manager             

25 Sr. System Analyst IS 
System Analyst - 
Lead             

25 
WIC Program 
Director/Nutritionist Health 

WIC Program 
Manager             

25 Zoning Administrator 
Planning & 
Zoning 

Zoning 
Administrator             

                    

26 Adult Therapist Supervisor 
Human 
Services - BH 

Adult Therapist 
Supervisor   $33.53 $35.21 $36.97 $41.36 $46.28 

26 Assistant Corp Counsel Corp Counsel 
Assistant Corp 
Counsel   $69,750.76 $73,238.30 $76,900.22 $86,035.96 $96,256.06 

26 Assistant Finance Director Finance 
Assistant Finance 
Director             

26 Development Supervisor IS 
Development 
Supervisor             
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26 
Director of Emergency 
Mgmt 

Emergengy 
Mgmt 

Director of 
Emergency Mgmt             

26 Director of Veteran Services Veterans 
Director of Veteran 
Services             

26 
Building & Grounds 
Manager Facilities 

Facilities & Grounds 
Manager             

26 Human Resource Manager 
Human 
Resources 

Human Resource 
Manager             

26 Lieutenant Sheriff Lieutenant             

26 RN Unit Manager PVHC 

Nurse 
Neighborhood 
Supervisor             

26 RN Shift Coordinator PVHC RN Shift Supervisor             

26 Public Health Supervisor Health 
Public Health 
Supervisor             

26 
Chronic Disease Prevention 
Supervisor Health 

Public Health 
Supervisor             

26 
Technical Support 
Supervisor IS 

Technical Support 
Supervisor             

26 
Youth Mental Health 
Supervisor 

Human 
Services - BH 

Youth Mental 
Health Supervisor             

                    

27 Airport Director Airport Airport Director   $38.56 $40.49 $42.52 $47.57 $53.22 

27 Captain Sheriff Captain   $80,213.38 $84,224.05 $88,435.25 $98,941.36 $110,694.46 

27 Chief Psych-Clinical Super 
Human 
Services - BH 

Chief Psych-Clinical 
Manager             

27 Court Commissioner Courts Court Commissioner             

27 Court Commissioner-Family Courts Court Commissioner             

27 
Land & Water Conservation 
Director 

Land & Water 
Consv 

Director Land 
Conservation & 
Water             

27 
Child Support 
Director/Attorney Child Support 

Director of Child 
Support             

27 Behavior Health Svc Div Mgr 
Human 
Services - BH 

Division Mgr - 
Behavior Health             

27 Child Welfare Div Serv Mgr 
Human 
Services - CW 

Division Mgr - Child 
Welfare             

27 
Economic Support Division 
Manager 

Human 
Services - ES 

Division Mgr - 
Economic Support             

27 Division Mgr - LTS Division 
Human 
Services - LTS 

Division Mgr - LTS 
Division             

27 Director of Financial Services PVHC 
Financial Services 
Manager             

                    

28 Chief Deputy Sheriff Sheriff Chief Deputy Sheriff   $42.42 $44.54 $46.77 $52.32 $58.54 
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28 Deputy Director 
Human 
Services - AD Deputy Director   $88,234.72 $92,646.45 $97,278.78 $108,835.49 $121,763.91 

28 
Director of Facilities & Prop 
Mgmt Facilities Director of Facilities              

28 
Director of Information 
Systems IS 

Director of 
Information Systems             

28 Director of Nursing PVHC Director of Nursing             

28 
Parks Director/Expo Site 
Mgr Parks 

Director of Parks & 
Expo Center             

28 
Planning Zoning & GIS 
Director 

Planning & 
Zoning 

Director of Planning 
& Zoning             

28 Director of Public Health Health 
Director of Public 
Health             

28 Director of Solid Waste SW 
Director of Solid 
Waste             

                    

29 Administrator PVHC Administrator   $45.81 $48.10 $50.51 $56.51 $63.22 

29 
Director of Human 
Resources 

Human 
Resources 

Director of Human 
Resources   $95,293.49 $100,058.17 $105,061.08 $117,542.33 $131,505.02 

29 Finance Director Finance Director of Finance             

29 Highway Commissioner Highway 
Highway 
Commissioner             

                    

30 Corporation Counsel Corp Counsel Corporation Counsel   $49.48 $51.95 $54.55 $61.03 $68.28 

30 Human Services Director 
Human 
Services - AD 

Director of Human 
Services   $102,916.97 $108,062.82 $113,465.96 $126,945.72 $142,025.42 
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Old 
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10 No Position             $12.70 $13.33 $14.00 $15.58 $15.87 

                $26,412.70 $27,733.33 $29,120.00 $32,410.56 $33,015.87 

                          

11 Custodian/Room Attnd PVHC Custodian    $13.39 $16.13   $13.33 $14.00 $14.70 $16.36 $16.67 

11 Custodian I 
Facilities & Prop 
Mgmt Custodian    $12.31 $16.81   $27,733.33 $29,120.00 $30,576.00 $34,031.09 $34,666.67 

11 Food Service Worker PVHC Food Service Assistant   $13.39 $16.13             

11 Receptionist/Clerk Child Support Administrative Aide   $12.95 $19.11             

11 Clerk Receptionist PVHC Administrative Aide   $13.24 $15.96             

                          

12 Cook PVHC Cook   $14.00 $16.92   $14.00 $14.70 $15.44 $17.18 $17.50 

12 Unit Assistant PVHC Unit Assistant   $14.00 $16.92   $29,120.00 $30,576.00 $32,104.80 $35,732.64 $36,400.00 

12 Activity Support Assistant PVHC 
Volunteer & Activity 
Associate   $14.00 $16.92             

                          

13P Nurse Aide PVHC Nurse Aide   $14.51 $17.44   $14.49 $15.21 $15.98 $16.93 $18.11 

                $30,139.20 $31,646.16 $33,228.47 $35,222.18 $37,674.00 

                          

13 Clerk Typist II Clerk of Courts 
Administrative 
Associate I   $12.95 $19.11   $14.49 $15.21 $15.98 $17.78 $20.00 

13 Receptionist/Typist DA 
Administrative 
Associate I   $12.95 $19.11   $30,139.20 $31,646.16 $33,228.47 $36,983.28 $41,592.10 

13 Clerk Typist II Finance 
Administrative 
Associate I   $12.95 $19.11             

13 Clerk Typist I Human Services 
Administrative 
Associate I   $13.52 $16.88             

13 Clerk Receptionist 
Human Services - 
AD 

Administrative 
Associate I   $14.45 $18.05             

13 Clerk Typist II 
Human Services - 
ES 

Administrative 
Associate I   $12.95 $19.11             

13 Custodian II 
Facilities & Prop 
Mgmt Facilities Assistant   $12.79 $17.46             

13 Public Health Aide Health Public Health Aide   $14.51 $17.44             

13 Clerk Typist II - Tax Lister 
Planning & 
Zoning Tax Listing Associate   $12.95 $19.11             

                          

14 Records Clerk Register of Deeds Records Associate   $12.95 $19.11   $15.44 $16.21 $17.02 $18.95 $21.31 

14 Tax Listing Specialist 
Planning & 
Zoning Tax Listing Specialist   $13.81 $20.14   $32,113.32 $33,718.98 $35,404.93 $39,405.69 $44,316.38 

                          

15 Account Clerk/Typist County Clerk 
Administrative 
Associate II   $12.95 $19.11   $16.29 $17.10 $17.96 $19.99 $22.48 

15 Legal Secretary Family Court 
Administrative 
Associate II   $13.81 $20.14   $33,879.55 $35,573.53 $37,352.20 $41,573.00 $46,753.78 
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15 Bridgetender Highway Bridgetender   $16.83 $18.82             

15 Account Clerk Corrections Sheriff 
Corrections Financial 
Associate   $13.81 $20.14             

15 Records & Retention Clk Clerk of Courts Court Record Associate   $13.81 $20.14             

15 Custodian III 
Facilities & Prop 
Mgmt Facilities Specialist   $14.01 $18.93             

15 Account Clerk II Highway Financial Associate I   $13.68 $20.03             

15 Account Clerk PVHC Financial Associate I   $14.24 $17.35             

15 Account Clerk  Traffic Sheriff Financial Associate I   $13.81 $20.14             

15 
Account Clerk-
Jail/Corrections Sheriff Financial Associate I   $13.81 $20.14             

15 Account Clerk I Treasurer Financial Associate I   $12.95 $19.11             

15 Secretary/Account Clerk Highway Financial Associate I                   

15 Records Clerk Sheriff 
Public Safety Records 
Associate   $14.23 $22.74             

15 
Records Clerk II-Traffic & 
Warrant Sheriff 

Traffic & Warrant 
Associate   $13.81 $20.14             

                          

16 AODA/IDP Secretary Human Services 
Administrative 
Associate - AODA   $15.56 $19.49   $16.94 $17.96 $18.86 $20.99 $23.38 

16 
Legal Secretary/Deputy Ct 
Clerk Clerk of Courts 

Administrative 
Associate III   $12.95 $19.11   $35,237.93 $37,352.20 $39,219.81 $43,651.65 $48,628.34 

16 Secretary II Clerk of Courts 
Administrative 
Associate III   $13.81 $20.14             

16 County Clerk Secretary County Clerk 
Administrative 
Associate III   $12.95 $19.11             

16 Secretary II Health 
Administrative 
Associate III   $13.81 $20.14             

16 
Payroll/Human Resource 
Clerk 

Human 
Resources 

Administrative 
Associate III   $17.76 $25.21             

16 Support Specialist Human Services 
Administrative 
Associate III   $15.09 $18.91             

16 Extension Secretary UW-Extension 
Administrative 
Associate III   $12.95 $19.11             

16 Secretary I Veterans 
Administrative 
Associate III   $12.95 $19.11             

16 Account Clerk II Child Support Financial Associate II   $13.68 $20.03             

16 Account Clerk II Finance Financial Associate II   $13.68 $20.03             

16 Account Clerk  
Human Services - 
AD Financial Associate II   $15.09 $18.91             

16 Account Clerk Clerk of Courts Financial Associate II   $13.81 $20.14             

16 Account Clerk II Treasurer Financial Associate II   $13.68 $20.03             

16 Jury Clerk Clerk of Courts Jury Clerk   $13.68 $20.03             

16 Word Processing Operator Sheriff 
Records & Transcription 
Associate   $12.95 $19.11             

16 Small Claims Clerk Clerk of Courts Small Claims Specialist   $13.81 $20.14             

16 Scaleperson Solid Waste Solid Waste Associate   $12.95 $19.11             

16 Medical Transcriptionist 
Human Services - 
AD 

Transcriptionist 
Associate   $14.45 $18.05             
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16 Word Processing Operator 
Human Services - 
AD 

Transcriptionist 
Associate                   

  
Warrant & Electronic 
Monitoring Clerk Sheriff 

Warrant & Electronic 
Monitoring Associate   $14.23 $22.74             

16 Zoning secretary 
Planning & 
Zoning Zoning Associate   $12.95 $19.11             

                          

17 Economic Support Specialist  
Human Services-
ES 

Economic Support 
Specialist I         $17.79 $18.86 $19.80 $22.04 $24.55 

17 Mental Health Technician Human Services 
Mental Health 
Technician   $15.56 $19.49   $36,999.82 $39,219.81 $41,180.80 $45,834.24 $51,059.76 

17 
Program Spec - Summit 
House 

Human Services-
BH 

Program Spec - Summit 
House   $16.08 $20.12             

17 
Program Spec - Towards 
Tomorrow 

Human Services-
BH 

Program Spec - Towards 
Tomorrow   $16.08 $20.12             

17 Activity Specialist PVHC Activity Specialist   $15.84 $19.03             

17 
WIC Breastfeeding Peer 
Counselor Health 

WIC Breastfeeding Peer 
Counselor   $15.26 $19.19             

                          

18 Secretary I Coroner 
Admin Associate - Co 
Coroner   $12.95 $19.11   $18.68 $19.80 $20.79 $23.14 $25.78 

18 LWCD Secretary 
Land & Water 
Consv 

Admin Associate - 
LWCD   $12.95 $19.11   $38,849.82 $41,180.80 $43,239.85 $48,125.95 $53,612.75 

18 Airport Secretary Airport 
Administrative 
Associate - Airport   $13.81 $20.14             

18 Administrative Coordinator 
Facilities & Prop 
Mgmt 

Administrative 
Associate - Facilities   $18.41 $26.11             

18 Administrative Assistant 
Human Services - 
AD 

Administrative 
Associate - Human 
Services   $18.41 $26.11             

18 Confidential Secretary 
Human Services - 
AD 

Administrative 
Associate - Human 
Services   $18.41 $26.11             

18 Parks Secretary Parks 
Administrative 
Associate - Parks   $12.95 $19.11             

18 Planning Secretary 
Planning & 
Zoning 

Administrative 
Associate - Planning   $13.68 $20.03             

18 Administrative Coordinator Public Health 

Administrative 
Associate - Public 
Health                   

18 Conf Program Assistant Sheriff 
Administrative 
Associate - Sheriff   $18.41 $26.11             

18 
Confidential Secretary-Solid 
Waste Solid Waste 

Administrative 
Associate - Solid Waste   $18.41 $26.11             

18 Lead Secretary 
Human Services-
AD 

Administrative 
Associate IV   $16.12 $20.21             

18 Secretary 
Human Services-
AD 

Administrative 
Associate IV   $15.09 $18.91             

18 Support Staff Sec II UW-Extension 
Administrative 
Associate -UW Ext   $13.81 $20.14             
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18 
Master Ctrol/Bkg/Prop Rec 
Clk Sheriff 

Booking Security 
Associate   $13.81 $20.14             

18 Child Support Specialist Child Support Child Support Specialist   $15.06 $24.50             

18 Civil Process/Sherif Sales Clk Sheriff Civil Process Associate   $14.23 $22.74             

18 Court Assistant Clerk of Courts Court Assistant   $14.23 $22.74             

18 Deputy County Clerk County Clerk Deputy County Clerk   $14.23 $22.74             

18 Deputy County Treasurer Treasurer 
Deputy County 
Treasurer   $14.23 $22.74             

18 Deputy Register Probate Courts Deputy Register Probate   $14.23 $22.74             

18 
Economic Support Specialist 
II 

Human Services-
ES 

Economic Support 
Specialist II   $16.76 $21.01             

18 Secretary I 
Emergency 
Management 

Emergency Mgmt 
Associate   $12.95 $19.11             

18 ESS Problem Resolution 
Human Services-
ES 

ESS Problem Resolution 
Specialist   $16.76 $21.01             

18 Evidence Technician Sheriff  Evidence Technician   $18.41 $26.11             

18 
Confidential 
Secretary/Receptionist 

Human 
Resources 

Human Resource 
Associate   $18.41 $26.11             

18 Human Service Case Aide 
Human Services-
CW 

Human Service Case 
Aide   $15.56 $19.49             

18 Janitor/Watchman Highway Janitor-Watchman   $20.54 $22.46             

18 Legal Secretary DA Legal Secretary   $13.81 $20.14             

18 Lead Mental Health Tech 
Human Services - 
BH 

Mental Health Tech-
Lead   $16.66 $20.69             

18 Nurse Scheduler PVHC Nurse Scheduler   $17.76 $25.21             

18 Painter 
Facilities & Prop 
Mgmt Painter-Maintenance   $14.01 $18.93             

18 Painter 
PVHC - 
Housekeeping Painter-Maintenance   $16.42 $19.53             

18 Legal Secretary DA 
Victim Witness 
Specialist   $13.81 $20.14             

                          

19 Lead Activity Specialist PVHC Activity Specialist - Lead         $19.80 $20.99 $22.04 $24.53 $27.32 

19 Administrative Assistant DA 
Administrative 
Associate V   $19.03 $27.05   $41,180.80 $43,651.65 $45,834.24 $51,013.50 $56,829.51 

19 Lead Child Support Specialist Child Support 
Child Support Specialist 
- Lead                   

19 Court Reporter Courts Court Reporter   $18.41 $26.11             

19 Account Clerk Health 
Financial Associate - 
Lead   $13.68 $20.03             

19 Home Consultant Human Services Home Consultant   $16.12 $20.21             

19 Inmate Classification Coord Sheriff-Jail 
Inmate Classification 
Associate   $17.76 $25.21             

19 
Juvenile Restitution Program 
Coord 

Human Services - 
CW 

Juvenile Restitution 
Program Coord   $17.38 $21.78             

19 
Medical Records 
Coordinator PVHC 

Medical Records 
Associate   $18.18 $28.48             

19 
Confidential Secretary - 
Paralegal Corp Counsel Paralegal   $19.03 $27.05             
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19 
Confidential Secretary - 
Paralegal DA Paralegal   $19.03 $27.05             

19 Purchasing Coordinator PVHC Purchasing Associate   $18.41 $26.11             

19 Benefits Specialist Veterans 
Veterans Benefits 
Specialist   $13.68 $20.03             

                          

20 Accountant PVHC Accounting Associate   $20.77 $32.54   $20.79 $22.04 $23.14 $25.75 $28.69 

20 Administrative Coordinator PVHC 
Administrative 
Coordinator   $20.97 $29.81   $43,239.85 $45,834.24 $48,125.95 $53,564.18 $59,670.99 

20 Disability Benefit Specialist 
Human Services- 
Lts 

Disability Benefit 
Specialist   $16.76 $21.01             

20 Dispatcher Sheriff-Dispatch Dispatcher   $20.08 $24.50             

20 ESS Lead Worker 
Human Services - 
ES 

Economic Support 
Specialist - Lead   $17.38 $21.78             

20 Elderly Benefit Specialist 
Human Services - 
LTS 

Elderly Benefit 
Specialist   $16.12 $20.21             

20 Classification 2 Operator Highway Equipment Operator I   $21.57 $23.53             

20 
Class #3 Oper/Hvy Equip 
Oper SW Equipment Operator I   $22.09 $24.01             

20 GPS Coordinator Sheriff GPS Coordinator   $19.03 $27.05             

20 
Telecommunications/Budget 
Asst IS IS Accountant   $22.98 $32.86             

20 Judicial Assistant Circuit Court Judicial Associate - Lead   $19.03 $27.05             

20 Custodian/Groundsperson Airport Maint Equip Operator   $20.54 $22.46             

20 Maintenance Equip Oper Airport Maint Equip Operator   $21.57 $23.53             

20 Maintenance Tech 
Facilities & Prop 
Mgmt Maintenance Technician   $17.98 $22.38             

20 Parks Caretaker Parks Parks Caretaker   $21.57 $23.53             

20 Payroll & Benefits Specialist 
Human 
Resources 

Payroll & Benefits 
Specialist   $22.07 $34.57             

20 User Support Specialist IS User Support Specialist   $19.94 $27.38             

                          

21 
AODA Intervention 
Counselor-In Training 

Human Services - 
BH 

AODA Intervention 
Counselor-In Training         $22.87 $24.24 $25.45 $28.33 $31.56 

21 
Communications 
Coordinator Health 

Communications 
Specialist         $47,563.83 $50,417.66 $52,938.54 $58,920.60 $65,638.08 

21 Crime Data Specialist DA Crime Data Specialist                   

21 Custodian Supervisor Facilities Custodian Supervisor   $22.07 $34.57             

21 Environmental Technician SW 
Environmental 
Technician   $18.41 $26.11             

21 
Class #3 Oper/Hvy Equip 
Oper Highway Equipment Operator II   $22.09 $24.01             

21 
Construction Site Erosion 
Control Tech 

Planning & 
Zoning Erosion Control Tech   $20.77 $32.54             

21 Executive Assistant Co Exec Executive Assistant   $19.47 $30.51             

21 Dietetic Tech/Reg Dietician PVHC Food Service Supervisor   $20.77 $32.54             

21 Housekeeping Supervisor PVHC 
Housekeeping 
Supervisor   $22.07 $34.57             

21 LPN - Psychiatric Nurse 
Human Services - 
BH LPN - Psychiatric Nurse   $21.80 $30.41             
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21 Prevention Services Coord 
Human Services - 
BH 

Prevention Services 
Coord   $22.62 $31.56             

21 Deputy Register of Deeds ROD 
Register of Deeds 
Supervisor   $14.23 $22.74             

21 Reg in Prob/Prob Register Courts Register of Probate   $20.77 $32.54             

21 Risk Assessment Specialist DA 
Risk Assessment 
Specialist   $20.97 $29.81             

21 
Senior User Support 
Specialist IS 

User Support Specialist - 
Lead   $19.03 $27.05             

21 
Victim Witness Program 
Coordinator DA 

Victim Witness Program 
Coord   $20.77 $32.54             

21 WI Well Women Prog Coord Health 
WI Well Women Prog 
Specialist   $20.48 $25.01             

21 WIC Program Nutritionist Health 
WIC Program 
Nutritionist   $22.07 $34.57             

                          

21P LPN PVHC LPN   $20.62 $23.79   $22.87 $24.24 $25.45 $26.98 $28.58 

                $47,563.83 $50,417.66 $52,938.54 $56,114.85 $59,454.79 

                          

22 Program Accountant 
Human Services - 
AD Accountant   $22.07 $34.57   $24.01 $25.45 $26.72 $29.74 $33.13 

22 Accountant Sheriff Accountant   $20.77 $32.54   $49,942.02 $52,938.54 $55,585.47 $61,866.63 $68,919.99 

22 Accounting Supervisor Clerk of Courts Accountant   $20.77 $32.54             

22 Agronomist 
Land & Water 
Consv Agronomist   $20.77 $32.54             

22 Carpenter Facilities Carpenter   $24.97 $31.78             

22 
Case Mgr - Safe Streets 
Program 

Human Services - 
BH Case Manager   $21.80 $30.41             

22 
Case Manager - Justice 
Program 

Human Services - 
BH 

Case Manager - Justice 
Program                   

22 Code Enforcement Officer 
Planning & 
Zoning 

Code Enforcement 
Officer   $22.07 $34.57             

22 Conservation Technician 
Land & Water 
Consv Conservation Technician   $20.77 $32.54             

22 CSP Professional 
Human Services - 
BH CSP Professional    $21.80 $30.41             

22 
4-H Youth & Science 
Educator UW-Extension 

Educator - 4H Youth & 
Science   $20.77 $32.54             

22 Family Living Educator UW-Extension Educator - Family Living   $22.07 $34.57             

22 
Drug Free Comm Grant 
Coord Health Educator - Health   $22.07 $34.57             

22 Health Educator Health Educator - Health   $22.07 $34.57             

22 
Environmental Health 
Specialist Health 

Environmental Health 
Specialist I   $22.07 $34.57             

22 
Evidence/Records 
Coordinator Sheriff 

Evidence/Records 
Supervisor   $19.47 $30.51             

22 Foreman Highway Foreman   $23.65 $25.68             

22 Lead Operator SW Foreman   $23.65 $25.68             

22 GIS Technician 
Land & Water 
Consv GIS Technician   $20.83 $28.63             
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22 Mechanic Airport Mechanic   $22.30 $24.30             

22 Mechanic Highway Mechanic   $22.30 $24.30             

22 Night Mechanic Highway Mechanic   $22.30 $24.30             

22 
Parks Maintenance 
Supervisor Parks 

Parks Maintenance 
Supervisor   $22.07 $34.57             

22 
Tax Listing & Assessment 
Coord 

Planning & 
Zoning 

Real Property Listing 
Supervisor   $20.77 $32.54             

22 Adm Crd/Exec Asst Sheriff 
Records Administrative 
Supervisor   $19.47 $30.51             

22 Dietetic Tech/Reg Dietician PVHC Registered Dietician   $20.77 $32.54             

22 Maintenance Technician SW 
Solid Waste Mechanical 
Technician   $22.30 $24.30             

22 Team Case Manager 
Human Services - 
BH Team Case Manager   $21.80 $30.41             

22 
Team Case Manager/Voc 
Specialist 

Human Services - 
BH 

Team Case 
Manager/Voc Specialist   $21.80 $30.41             

22 
Work Release Unit 
Supervisor Sheriff 

Work Release Unit 
Supervisor   $22.07 $34.57             

                          

23 ADRC Specialist 
Human Services - 
LTS ADRC Specialist   $23.82 $30.92   $25.45 $26.72 $28.06 $31.39 $35.12 

23 
AODA Intervention 
Counselor 

Human Services - 
BH AODA Counselor   $21.80 $30.41   $52,938.54 $55,585.47 $58,364.74 $65,298.47 $73,055.19 

23 APS Worker 
Human Services - 
LTS APS Specialist   $26.98 $31.87             

23 APS/Crisis Worker 
Human Services - 
LTS APS Specialist   $26.98 $31.87             

23 EM Planner/Deputy Director Emergency Mgmt Deputy Director - EM   $20.77 $32.54             

23 Electrician - Maintenance Facilities 
Electrician - 
Maintenance                   

23 GIS Specialist  
Land & Water 
Consv GIS Specialist                    

23 GIS Specialist  
Planning & 
Zoning GIS Specialist I                   

23 
Intensive In-Home Case 
Manager 

Human Services - 
BH 

Intensive In-Home Case 
Specialist   $23.82 $30.92             

23 
Domestic Violence 
Investigator DA Investigator   $20.77 $32.54             

23 Investigator DA Investigator   $20.77 $32.54             

23 
Juvenile Court Intake 
Worker 

Human Services - 
CW 

Juvenile Court Intake 
Specialist   $26.98 $31.87             

23 Maintenance Supervisor Facilities Maintenance Supervisor   $22.07 $34.57             

23 Crisis Worker After Hours 
Human Services - 
BH 

Mental Health Crisis 
Specialist   $21.80 $30.41             

23 Mental Health Crisis Worker 
Human Services - 
BH 

Mental Health Crisis 
Specialist   $21.80 $30.41             

23 Network Technician IS Network Technician   $22.98 $32.86             

23 
Public Safety Application 
Admin Sheriff 

Public Safety 
Application Admin   $20.77 $32.54             
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23 Resident Counselor-Summit 
Human Services - 
BH 

Resident Counselor-
Summit   $21.80 $30.41             

23 
Residential Program 
Professional 

Human Services - 
BH 

Residential Program 
Counselor                   

23 Resource Conservationist 
Land & Water 
Consv 

Resource 
Conservationist   $22.07 $34.57             

23 Social Worker 
Human Services - 
CW Social Work Specialist   $23.82 $30.92             

23 Social Worker Specialist 
Human Services - 
CW Social Work Specialist   $26.98 $31.87             

23 Service Coord/Social Worker 
Human Services - 
LTS Social Work Specialist   $23.82 $30.92             

23 Social Worker - Medical PVHC Social Worker - Medical   $23.37 $36.61             

23 Special Projects Coordinator 
Human Services - 
AD 

Special Projects 
Coordinator   $22.07 $34.57             

23 Telecommunications Coord IS 
Telecommunications 
Specialist   $22.98 $32.86             

23 
Traffic Operations 
Supervisor Highway 

Traffic Operations 
Supervisor   $22.07 $34.57             

23 
Deputy Veterans Service 
Officer Veterans 

Veterans Services 
Supervisor   $14.23 $22.74             

23 Youth CCS Worker 
Human Services - 
BH 

Youth CCS Case 
Specialist                   

                          

24 
General Accounting 
Supervisor Finance Accounting Supervisor   $23.37 $36.61   $26.98 $28.33 $29.74 $33.28 $37.23 

24 Asst Child Support Attorney Child Support 
Asst Child Support 
Attorney   $23.37 $36.61   $56,114.85 $58,920.60 $61,866.63 $69,216.38 $77,438.50 

24 
Office Manager/Chief 
Deputy Clerk of Courts Chief Deputy   $22.07 $34.57             

24 Crime Analyst Sheriff Crime Analyst   $22.07 $34.57             

24 Diversion Program Coord DA 
Diversion Program 
Coord   $22.07 $34.57             

24 
Environmental Health 
Specialist Health 

Environmental Health 
Specialist II                   

24 Family Court Counselor Courts Family Court Mediator   $25.30 $39.64             

24 
Director Food & Nutrition 
Services PVHC 

Food & Nutrition 
Manager   $27.90 $43.72             

24 GIS Specialist 
Planning & 
Zoning GIS Specialist II                   

24 Human Resource Specialist 
Human 
Resources 

Human Resource 
Advisor   $23.37 $36.61             

24 HVAC Specialist Facilities HVAC Specialist   $29.13 $37.04             

24 Associate Planner 
Planning & 
Zoning Land Use Planner   $23.37 $36.61             

24 Supt of Maint & Operations Airport 
Maint & Operations 
Manager   $25.30 $39.64             

24 Master Electrician Facilities Master Electrician   $28.37 $36.10             

24 
Support Specialist 
Supervisor 

Human Services - 
AD Office Supervisor   $23.37 $36.61             
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24 Office Supervisor Child Support Office Supervisor   $22.07 $34.57             

24 Office Manager DA Office Supervisor                   

24 Accountant/Office Manager Highway Office Supervisor   $22.07 $34.57             

24 

Office Systems & 
Confidential Records 
Supervisor Human Services Office Supervisor   $23.37 $36.61             

24 Parts Supervisor Highway Parts Supervisor   $18.18 $28.48             

24 Plumber Facilities Plumber   $29.13 $37.04             

24 
Purchasing 
Agent/Accountant Finance Purchasing Manager   $22.07 $34.57             

24 Psychiatric Nurse 
Human Services - 
BH Psychiatric Nurse   $23.96 $34.13             

24 WIC-Prevention Nurse Health Public Health Nurse   $27.12 $33.80             

24 Public Health Nurse Health Public Health Nurse   $27.12 $33.80             

24 
Public Health Preparedness 
Coord Health 

Public Health 
Preparedness Specialist                   

24 
Qualified Therapist - In 
Training 

Human Services - 
BH 

Qualified Therapist - In 
Training                   

24 Recycling Coordinator SW 
Recycling Program 
Manager   $23.37 $36.61             

24 Registered Nurse PVHC Registered Nurse   $27.72 $32.93             

24 
Staff Development 
Coordinator PVHC 

Staff Development 
Coordinator   $25.30 $39.64             

24 Summit House Coordinator 
Human Services - 
BH 

Summit House 
Supervisor   $26.60 $41.67             

24 Suport Services Supervisor 
Human Services - 
AD Support Staff Supervisor   $23.69 $35.38             

24 System Analyst IS System Analyst   $25.84 $38.56             

                          

24P Registered Nurse PVHC Registered Nurse   $27.72 $32.93   $28.19 $29.60 $31.08 $32.95 $35.24 

                $58,640.02 $61,572.02 $64,650.63 $68,529.66 $73,300.03 

                          

25 
Adult Sub Abuse/Safe Str 
Supv 

Human Services - 
BH Adult AODA Supervisor   $27.90 $43.72   $29.68 $31.16 $32.72 $36.60 $40.95 

25 Adult CSP/CSS Supervisor 
Human Services - 
BH 

Adult CSP/CSS 
Supervisor   $29.19 $45.73   $61,726.34 $64,812.66 $68,053.29 $76,138.02 $85,182.35 

25 Behavior Specialist 
Human Services - 
BH Behavior Specialist   $23.96 $34.13             

25 Eng Tech/Bridge Oper Supv Highway 
Bridge & Engineer 
Manager   $23.37 $36.61             

25 
Crisis Inter/Adult Access 
Supv 

Human Services - 
BH 

Crisis Intervention 
Manager   $29.19 $45.73             

25 
Environmental Health 
Supervisor Health 

Environmental Health 
Manager   $22.07 $34.57             

25 ESD Assistant Manager 
Human Services - 
ES 

Economic Support 
Supervisor   $27.90 $43.72             

25 Dir Family Court Services Courts 
Family Court Services 
Mgr   $26.60 $41.67             

25 Family Services Therapist 
Human Services - 
BH 

Family Services 
Therapist   $23.96 $34.13             
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25 Financial Supervisor 
Human Services - 
AD Financial Supervisor   $25.30 $39.64             

25 GIS System Analyst/Admin 
Planning & 
Zoning 

GIS System 
Analyst/Admin   $26.60 $41.67             

25 Highway Equipment Supt Highway 
Highway Equipment 
Manager   $25.30 $39.64             

25 Highway Maintenance Supt Highway 
Highway Maintenance 
Manager   $26.60 $41.67             

25 Intensive In-Home Therapist 
Human Services - 
BH 

Intensive In-Home 
Therapist   $23.96 $34.13             

25 Network Administrator IS Network Administrator   $29.19 $45.73             

25 Assistant Parks Director Parks Parks Manager   $25.30 $39.64             

25 Payroll & Benefits Manager 
Human 
Resources 

Payroll & Benefits 
Manager   $26.60 $41.67             

25 Program Manager Parks Program Manager   $25.30 $39.64             

25 
Program Supervisor/Team 
Ldr/Elderly 

Human Services - 
LTS 

Program Supervisor - 
Elderly   $27.90 $43.72             

25 
Program Supervisor - Human 
Services 

Human Services - 
CW 

Program Supervisor - 
Human Services   $29.19 $45.73             

25 
Prog Supv/Team Ldr/Fam 
Supp 

Human Services - 
LTS 

Program Supervisor -
Family Support   $29.19 $45.73             

25 Juvenile Intake Supervisor 
Human Services - 
CW 

Program Supervisor -
Juvenile Intake    $25.30 $39.64             

25 Psychotherapist 
Human Services - 
BH Psychotherapist   $23.96 $34.13             

25 Public Health Planner Health Public Health Planner                   

25 Social Wellness Manager PVHC 
Social Wellness 
Manager                   

25 Special Investigator DA Special Investigator   $23.69 $35.38             

25 Facility Manager SW SW Operation Manager   $25.30 $39.64             

25 Sr. System Analyst IS System Analyst - Lead   $27.22 $41.46             

25 
WIC Program 
Director/Nutritionist Health WIC Program Manager   $25.30 $39.64             

25 Zoning Administrator 
Planning & 
Zoning Zoning Administrator   $26.60 $41.67             

                          

26 Adult Therapist Supervisor 
Human Services - 
BH 

Adult Therapist 
Supervisor   $29.19 $45.73   $33.53 $35.21 $36.97 $41.36 $46.28 

26 Assistant Corp Counsel Corp Counsel Assistant Corp Counsel   $26.60 $41.67   $69,750.76 $73,238.30 $76,900.22 $86,035.96 $96,256.06 

26 Assistant Finance Director Finance 
Assistant Finance 
Director   $26.60 $41.67             

26 Development Supervisor IS 
Development 
Supervisor   $29.19 $45.73             

26 
Director of Emergency 
Mgmt 

Emergengy 
Mgmt 

Director of Emergency 
Mgmt   $29.19 $45.73             

26 Director of Veteran Services Veterans 
Director of Veteran 
Services   $25.30 $39.64             

26 
Building & Grounds 
Manager Facilities 

Facilities & Grounds 
Manager   $29.19 $45.73             
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PG Current Title Dept Recommended Title   
Old 
Min 

Old 
Max   Min Range A Range B-CP Range C Range D 

26 Human Resource Manager 
Human 
Resources 

Human Resource 
Manager   $26.60 $41.67             

26 Lieutenant Sheriff Lieutenant   $25.30 $39.64             

26 RN Unit Manager PVHC 
Nurse Neighborhood 
Supervisor                   

26 RN Shift Coordinator PVHC RN Shift Supervisor   $25.30 $39.64             

26 Public Health Supervisor Health Public Health Supervisor   $25.30 $39.64             

26 
Chronic Disease Prevention 
Supervisor Health Public Health Supervisor                   

26 
Technical Support 
Supervisor IS 

Technical Support 
Supervisor   $29.19 $45.73             

26 
Youth Mental Health 
Supervisor 

Human Services - 
BH 

Youth Mental Health 
Supervisor   $27.90 $43.72             

                          

27 Airport Director Airport Airport Director   $35.69 $55.92   $38.56 $40.49 $42.52 $47.57 $53.22 

27 Captain Sheriff Captain   $29.19 $45.73   $80,213.38 $84,224.05 $88,435.25 $98,941.36 $110,694.46 

27 Chief Psych-Clinical Super 
Human Services - 
BH 

Chief Psych-Clinical 
Manager   $35.69 $55.92             

27 Court Commissioner Courts Court Commissioner   $30.50 $47.78             

27 Court Commissioner-Family Courts Court Commissioner   $30.50 $47.78             

27 
Land & Water Conservation 
Director 

Land & Water 
Consv 

Director Land 
Conservation & Water   $30.50 $47.78             

27 
Child Support 
Director/Attorney Child Support 

Director of Child 
Support   $29.19 $45.73             

27 Behavior Health Svc Div Mgr 
Human Services - 
BH 

Division Mgr - Behavior 
Health   $33.09 $51.84             

27 Child Welfare Div Serv Mgr 
Human Services - 
CW 

Division Mgr - Child 
Welfare   $33.09 $51.84             

27 
Economic Support Division 
Manager 

Human Services - 
ES 

Division Mgr - Economic 
Support   $29.19 $45.73             

27 Division Mgr - LTS Division 
Human Services - 
LTS 

Division Mgr - LTS 
Division   $33.09 $51.84             

27 Director of Financial Services PVHC 
Financial Services 
Manager                   

                          

28 Chief Deputy Sheriff Sheriff Chief Deputy Sheriff   $33.09 $51.84   $42.42 $44.54 $46.77 $52.32 $58.54 

28 Deputy Director 
Human Services - 
AD Deputy Director   $35.69 $55.92   $88,234.72 $92,646.45 $97,278.78 $108,835.49 $121,763.91 

28 
Director of Facilities & Prop 
Mgmt Facilities Director of Facilities    $33.09 $51.84             

28 
Director of Information 
Systems IS 

Director of Information 
Systems   $35.69 $55.92             

28 Director of Nursing PVHC Director of Nursing   $33.09 $51.84             

28 
Parks Director/Expo Site 
Mgr Parks 

Director of Parks & Expo 
Center   $33.09 $51.84             

28 
Planning Zoning & GIS 
Director 

Planning & 
Zoning 

Director of Planning & 
Zoning   $35.69 $55.92             

28 Director of Public Health Health 
Director of Public 
Health   $33.09 $51.84             

28 Director of Solid Waste SW Director of Solid Waste   $33.09 $51.84             
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29 Administrator PVHC Administrator   $29.19 $45.73   $45.81 $48.10 $50.51 $56.51 $63.22 

29 
Director of Human 
Resources 

Human 
Resources 

Director of Human 
Resources   $35.69 $55.92   $95,293.49 $100,058.17 $105,061.08 $117,542.33 $131,505.02 

29 Finance Director Finance Director of Finance   $35.69 $55.92             

29 Highway Commissioner Highway Highway Commissioner   $33.09 $51.84             

                          

30 Corporation Counsel Corp Counsel Corporation Counsel   $38.29 $59.98   $49.48 $51.95 $54.55 $61.03 $68.28 

30 Human Services Director 
Human Services - 
AD 

Director of Human 
Services   $43.48 $68.12   $102,916.97 $108,062.82 $113,465.96 $126,945.72 $142,025.42 

 



Appendix C:  Appeal Form 
Winnebago County 

Pay Grade Appeal Form 

 

Employee Name   ______________________  Department ______________________ 

 

Job Title  ______________________  Supervisor _____________________ 

 

Please indicate the reason for your appeal, attach supporting information, and submit to Human Resources no 

later than ____________________________.   

 

 

__ Title change appeal 

 

 __________________________Current Title 

 

 __________________________ Proposed Title 

 

Reason for title change: 

 

 

 

 

__ Pay grade placement does not reflect my job responsibilities.  Evidence to explain why and 

examples/evidence must be submitted.  Proposed outcomes should be included. 

 

____ Current Pay Grade in New Plan    _____ Proposed Pay grade (Must be completed) 

 

Pay Grade Appeals Supplementary Information Required: 

 

Include an organization chart of the department – highlight your current position and where it should be placed.  

If this is a supervisory position, or requesting placement as a lead/supervisory position – indicate the 

number of positions supervised and the type of supervision responsibilities provided. 

 

 

Explanation for the Pay Grade Change: Include documentation to show what responsibilities have 

changed since your original submission (please attach additional sheets and evidence) 

 

 

 

 

 

What position(s) do you believe perform the same or similar work as the proposed position? 

 

 

 

Are there any other municipalities that you believe perform similar functions to the proposed position?  

If so, what municipalities?  (You do not need to perform an external market analysis; rather, this is only if you 

know of other positions) 
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Other information that will be helpful in making a determination of the position’s responsibilities. 

 

 

Employee ______________________________________  Date __________________________ 

 

 

Supervisor’s Comments: (Agree and/or disagree with evidence provided and other information that would 

deem to be beneficial) 

 

 

 

 

 

 

 

 

 

Supervisor ______________________________________  Date _________________________ 

 

 

Comments from Second Level Supervisor (if appropriate): 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Supervisor _________________________________________ Date _______________________ 

 

 

 

Human Resources: 

    Date reviewed:  ________________ 

 

    Explanation and/or additional information:   

 

 



 
Resolution Number:  028-72016  Page 1 

028-72016 1 

RESOLUTION: Commendation for Gary Frank 2 

 3 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 4 

 5 

 WHEREAS, Gary Frank has been employed with the Winnebago County Facilities and Property 6 

Management Department for the past thirty-one (31) years, and during that time has been a most conscientious and 7 

devoted County employee; and 8 

 WHEREAS, Gary Frank has now retired from those duties, and it is appropriate for the Winnebago County 9 

Board of Supervisors to acknowledge his years of service. 10 

 11 

 NOW, THEREFORE, BE IT RESOLVED by the Winnebago County Board of Supervisors that sincere 12 

appreciation and commendation be and is hereby extended to Gary Frank for the fine services he has rendered to 13 

Winnebago County. 14 

 15 

 BE IT FURTHER RESOLVED that the Winnebago County Clerk send a copy of this Resolution to  16 

Gary Frank. 17 

Respectfully submitted by: 18 

PERSONNEL AND FINANCE COMMITTEE 19 

 20 

Committee Vote:  5-0 21 

Vote Required for Passage:  Majority of Those Present 22 

 23 

 24 

 Approved by the Winnebago County Executive this    day of     , 2016. 25 

 26 

               27 
      Mark L Harris 28 
      Winnebago County Executive 29 



 
Resolution Number:  029-72016  Page 1 

029-72016 1 

RESOLUTION: Commendation for Mark Guldan 2 

 3 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 4 

 5 

 WHEREAS, Mark Guldan has been employed with the Winnebago County Facilities and Property 6 

Management Department for the past thirty-six (36) years, and during that time has been a most conscientious and 7 

devoted County employee; and 8 

 WHEREAS, Mark Guldan has now retired from those duties, and it is appropriate for the Winnebago County 9 

Board of Supervisors to acknowledge his years of service. 10 

 11 

 NOW, THEREFORE, BE IT RESOLVED by the Winnebago County Board of Supervisors that sincere 12 

appreciation and commendation be and is hereby extended to Mark Guldan for the fine services he has rendered to 13 

Winnebago County. 14 

 15 

 BE IT FURTHER RESOLVED that the Winnebago County Clerk send a copy of this Resolution to  16 

Mark Guldan. 17 

Respectfully submitted by: 18 

PERSONNEL AND FINANCE COMMITTEE 19 

 20 

Committee Vote:  5-0 21 

Vote Required for Passage:  Majority of Those Present 22 

 23 

 24 

 Approved by the Winnebago County Executive this    day of     , 2016. 25 

 26 

               27 
      Mark L Harris 28 
      Winnebago County Executive 29 



 
Resolution Number:   030-72016  Page 1 

030-72016 1 

RESOLUTION: Disallow Claim of Paul Esslinger 2 

 3 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 4 

 WHEREAS, your Personnel and Finance Committee has had the claim of Paul Esslinger referred to it for 5 

attention; and 6 

 WHEREAS, your Committee has investigated the claim and recommends disallowance of same by 7 

Winnebago County. 8 

 NOW, THEREFORE, BE IT RESOLVED by the Winnebago County Board of Supervisors that the claim of 9 

Paul Esslinger, filed with the County Clerk on May 13, 2016, be and the same is hereby disallowed for the reason 10 

that there is no basis for liability on the part of Winnebago County. 11 

 12 

Submitted by: 13 

PERSONNEL AND FINANCE COMMITTEE 14 

Committee Vote:  5-0 15 

Vote Required for Passage:  Majority of Those Present 16 

 17 

 Approved by the Winnebago County Executive this   day of      , 2016. 18 

 19 

               20 
      Mark L Harris 21 
      Winnebago County Executive 22 



  



  



  



 



 
Resolution Number:   031-72016  Page 1 

031-72016 1 

RESOLUTION: Disallow Claim of Missy A Krause 2 

 3 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 4 

 WHEREAS, your Personnel and Finance Committee has had the claim of Missy A Krause referred to it for 5 

attention; and 6 

 WHEREAS, your Committee has investigated the claim and recommends disallowance of same by 7 

Winnebago County. 8 

 NOW, THEREFORE, BE IT RESOLVED by the Winnebago County Board of Supervisors that the claim of 9 

Missy A Krause, filed with the County Clerk on May 26, 2016, be and the same is hereby disallowed for the reason 10 

that there is no basis for liability on the part of Winnebago County. 11 

 12 

Submitted by: 13 

PERSONNEL AND FINANCE COMMITTEE 14 

Committee Vote:  5-0 15 

Vote Required for Passage:  Majority of Those Present 16 

 17 

 Approved by the Winnebago County Executive this   day of      , 2016. 18 

 19 

               20 
      Mark L Harris 21 
      Winnebago County Executive 22 



 
Resolution Number:   032-72016  Page 1 

032-72016 1 

RESOLUTION: Disallow Claim of Debbie Piotter 2 

 3 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 4 

 WHEREAS, your Personnel and Finance Committee has had the claim of Debbie Piotter referred to it for 5 

attention; and 6 

 WHEREAS, your Committee has investigated the claim and recommends disallowance of same by 7 

Winnebago County. 8 

 NOW, THEREFORE, BE IT RESOLVED by the Winnebago County Board of Supervisors that the claim of 9 

Debbie Piotter, filed with the County Clerk on June 3, 2016, be and the same is hereby disallowed for the reason that 10 

there is no basis for liability on the part of Winnebago County. 11 

 12 

Submitted by: 13 

PERSONNEL AND FINANCE COMMITTEE 14 

Committee Vote:  5-0 15 

Vote Required for Passage:  Majority of Those Present 16 

 17 

 Approved by the Winnebago County Executive this   day of      , 2016. 18 

 19 

               20 
      Mark L Harris 21 
      Winnebago County Executive 22 



  



  



  



 
 



 



 
Resolution Number:   033-72016  Page 1 

033-72016 1 

RESOLUTION: Disallow Claim of American Family Insurance for Daniel and Susan L Hanneman 2 

 3 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 4 

 WHEREAS, your Personnel and Finance Committee has had the claim of American Family Insurance for 5 

Daniel and Susan L Hanneman referred to it for attention; and 6 

 WHEREAS, your Committee has investigated the claim and recommends disallowance of same by 7 

Winnebago County. 8 

 NOW, THEREFORE, BE IT RESOLVED by the Winnebago County Board of Supervisors that the claim of 9 

American Family Insurance for Daniel and Susan L Hanneman, filed with the County Clerk on June 3, 2016, be and 10 

the same is hereby disallowed for the reason that there is no basis for liability on the part of Winnebago County. 11 

 12 

Submitted by: 13 

PERSONNEL AND FINANCE COMMITTEE 14 

Committee Vote:  5-0 15 

Vote Required for Passage:  Majority of Those Present 16 

 17 

 Approved by the Winnebago County Executive this   day of      , 2016. 18 

 19 

               20 
      Mark L Harris 21 
      Winnebago County Executive 22 



  



  



  



  



  



  



  



  



  



  



  



  



  



  



 



  



  



  



  



  



  



 



 

Resolution Number:  034-72016  Page 1 

034-72016 1 

RESOLUTION: Authorize Execution of Exposition Center Rental Agreement Between 2 

Winnebago County and Epona Enterprises LLC 3 

 4 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 5 

WHEREAS, Winnebago County recognizes that Epona Enterprises LLC, wishes to obtain the rights to hold 6 

its annual Dressage Horse Show event at the Sunnyview Exposition Center for a period of three (3) consecutive 7 

years; and 8 

WHEREAS, Epona Enterprises LLC has been a tenant in good standing of the Sunnyview Exposition Center 9 

facilities for four (4) years while presenting an annual Dressage Horse Show event; and  10 

WHEREAS, the Dressage Horse Show presented by Epona Enterprises LLC is open to the public and is an 11 

event of merit for the Sunnyview Exposition Center facilities; and 12 

WHEREAS, excluding Pepsi Bottling Group sales totals to be post-billed as per amount used, Winnebago 13 

County will profit from the Dressage Horse Show in the following amounts annually; Total use fee for 2017: 14 

$4,003.87; Total use fee for 2018:  $4,326.17; and Total use fee for 2019:  $4,440; and 15 

WHEREAS, it is in the best interests of Winnebago County to permit the long range scheduling of such 16 

events to allow the promoter to secure necessary agreements with subcontractors; and 17 

WHEREAS, the long range scheduling of events at the Sunnyview Exposition Center allows Winnebago 18 

County staff to efficiently program the Exposition Center in a manner that helps maximize its use and ensures the 19 

generation of revenue. 20 

 21 
NOW, THEREFORE, BE IT RESOLVED, by the Winnebago County Board of Supervisors that it hereby 22 

authorizes the Winnebago County Executive and the Winnebago County Clerk to execute the rental agreement 23 

between Winnebago County and Epona Enterprises LLC for a period of three (3) consecutive years.  A copy of the 24 

agreement shall be available upon request to the Winnebago County Parks Department Director or the Winnebago 25 

County Corporation Counsel. 26 

 27 

Fiscal Impact:  Anticipated revenue to be received over the 3 year term of contract - $12,770.  Approximate 28 
overhead costs excluding administrative expenses as well as depreciation on equipment/ 29 
buildings/grounds – $5,208.06.  Estimated net revenue over 3 year term of contract = $7,651.94. 30 

 31 

      Respectfully submitted by: 32 

      PARKS AND RECREATION COMMITTEE 33 

Committee Vote:  4-0 34 

      Respectfully submitted by: 35 

      PERSONNEL AND FINANCE COMMITTEE 36 

Committee Vote:  5-0 37 

Vote Required for Passage:  Majority of Those Present  38 

 39 
 Approved by the Winnebago County Executive this   day of      , 2016. 40 

 41 

               42 
      Mark L Harris 43 
      Winnebago County Executive 44 



 

Resolution Number:  035-72016  Page 1 

035-72016 1 

RESOLUTION: Amend the Table of Organization for the Winnebago County Facilities 2 

and Property Management Department 3 

 4 
 5 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 6 

 WHEREAS, the Table of Organization for the Winnebago County Facilities and Property Management 7 

Department currently includes two Maintenance Supervisor positions and once Custodial Supervisor position; and 8 

 WHEREAS, the Custodial Supervisor position is currently vacant, and the Department would be better 9 

served by hiring an additional Maintenance Supervisor instead of a Custodial Supervisor, which would provide the 10 

Department with greater flexibility to meet a multitude of needs. 11 

 12 
 NOW, THEREFORE, BE IT RESOLVED by the Winnebago County Board of Supervisors that it hereby 13 

amends the Table of Organization for the Winnebago County Facilities and Property Management Department, 14 

effective immediately, by deleting one full time Custodial Supervisor position and adding one full-time Maintenance 15 

Supervisor position. 16 

 17 
No Fiscal Impact 18 
 19 

      Respectfully submitted by: 20 

      PERSONNEL AND FINANCE COMMITTEE 21 

Committee Vote:  5-0 22 

Vote Required for Passage:  Majority of Those Present 23 

 24 

 Approved by the Winnebago County Executive this   day of      , 2016. 25 

 26 

               27 
      Mark L Harris 28 
      Winnebago County Executive 29 



 
Ordinance Number:  036-72016  Page 1 

036-72016 1 

 2 

ORDINANCE: Amend Section 2.01, Exhibit A(9) and (10), of the General Code of Winnebago 3 

County:  County Board Supervisory Districts 4 

 5 

 6 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 7 

 WHEREAS, Section 59.10(3)(c)1., Wis Stats, provides that a county board may amend a supervisory district 8 

plan to reflect municipal annexations; and 9 

 WHEREAS, on May 4, 2016, the City of Neenah passed an Ordinance annexing certain property from within 10 

the Town of Neenah; and 11 

 WHEREAS, as a result of said annexation, the boundaries of Supervisory Districts 9 and 10 should be 12 

amended so as to include the area annexed within Supervisory District 10, which is a Supervisory District lying 13 

entirely within the City of Neenah; and to exclude that area annexed from Supervisory District 9; and 14 

 WHEREAS, failure to amend the Supervisory District boundaries would likely result in proposed homes 15 

being built in the area straddling both Supervisory District lines. 16 

 17 
 NOW, THEREFORE, BE IT ORDAINED by the Winnebago County Board of Supervisors that it hereby 18 

amends Section 2.01, Exhibit A(9) and (10), of the General Code of Winnebago County to read as follows: 19 

DISTRICT 9: 20 

Those parts of the City of Neenah and Town of Neenah which lie within the following area: Commencing at 21 

the intersection of the southern municipal boundary of the Town of Menasha and the centerline of Lake 22 

Street; thence southerly along the centerline of Lake Street to its intersection with the centerline of 23 

Winneconne Avenue; thence southwesterly along the centerline of Winneconne Avenue to its intersection 24 

with the centerline of Green Bay Road; thence southerly along the centerline of Green Bay Road to its 25 

intersection with the centerline of Cecil Street; thence westerly along the centerline of Cecil Street to its 26 

intersection with the centerline of Southbound US Highway 41; thence southerly along the centerline of 27 

Southbound US Highway 41 to its intersection with the easterly extension of the centerline of Byrd Avenue; 28 

thence westerly along said extended centerline of Byrd Avenue to its intersection with the centerline of 29 

Gillingham Road; thence northerly along the centerline of Gillingham Road to its intersection with the 30 

centerline of Gay Drive; thence westerly along the centerline of Gay Drive to its intersection with the 31 

centerline of Tullar Road; thence northerly along the centerline of Tullar Road to its intersection with the 32 

centerline of Cecil Street; thence westerly along the centerline of Cecil Street and its westerly extension to its 33 

intersection with the corporate boundary of the City of Neenah; thence southerly along the corporate 34 

boundary of the City of Neenah to its intersection with the centerline of Breezewood Lane; thence westerly 35 

along the centerline of Breezewood Lane to its intersection with the western municipal boundary of the Town 36 

of Neenah; thence northerly along the western municipal boundary of the Town of Neenah to its intersection 37 

with southern municipal boundary of the Town of Menasha; thence easterly along the southern municipal 38 

boundary of the Town of Menasha to the point of beginning, excluding that part of the City of Neenah island 39 

territory which lies within the following area: Commencing at the intersection of the northern right-of-way line 40 

of County Road JJ and the eastern right-of-way line of Dell Court, also being a point on the corporate 41 

boundary of the City of Neenah; thence northerly, easterly, southerly, and westerly along said corporate 42 
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boundary of the City of Neenah to the point of beginning. Also excluding that area annexed to the City of 43 

Neenah as per Annexation Ordinance No. 2016-02A adopted May 4, 2016 and recorded with the Winnebago 44 

County Register of Deeds May 19, 2016 as Document No. 1713377. Said annexed territory being a part of 45 

the Northeast 1/4 and the Southeast 1/4 of the Fractional Northwest 1/4 of Section 31, Township 20 North, 46 

Range 17 East, Town of Neenah, Winnebago County, Wisconsin, containing 1.001 acres of land and is 47 

described as follows: 48 

Commencing at the North 1/4 corner of said Section 31; thence S00º05’37”E, 1158.38 feet along the 49 

east line of the said Northwest 1/4; thence S89º54’23”W, 210.00 feet along the south line of Outlot 5 50 

Cottages at Woodside Green, to the point of beginning; thence S03º22’52”E, 138.74 feet; thence 51 

N79º55’17”W, 130.00 feet to an east line of said Cottages at Woodside Green and Point A; thence 52 

S00º05’37”E, 50.80 feet along said east line; thence S79º55’17”E, 140.92 feet; thence S19º56’58”W, 53 

404.72 feet to the said east line and the east line of Certified Survey Map Number 7034; thence 54 

N00º05’37”W, 455.90 feet along said east lines to said point A; thence continue N00º05’37”W, 115.56 55 

feet along the east line of Cottages at Woodside Green to a corner of said Outlot 5; thence 56 

N89º54’23”E, 120.00 feet along the south line of said Outlot 5 to the Point of Beginning. 57 

DISTRICT 10: 58 

That part of the City of Neenah which lies within the following area: Commencing at the centerline of Gay 59 

Drive and the centerline of Tullar Road; thence northerly along the centerline of Tullar Road to its intersection 60 

with the centerline of Cecil Street; thence westerly along the centerline of Cecil Street and its westerly 61 

extension to its intersection with the corporate boundary of the City of Neenah; thence southerly and easterly 62 

along the corporate boundary of the City of Neenah to its intersection with the centerline of Southbound US 63 

Highway 41; thence northerly along the centerline of Southbound US Highway 41 to its intersection with the 64 

easterly extension of the centerline of Byrd Avenue; thence westerly along said extended centerline of Byrd 65 

Avenue to its intersection with the centerline of Gillingham Road; thence northerly along the centerline of 66 

Gillingham Road to its intersection with the centerline of Gay Drive; thence westerly along the centerline of 67 

Gay Drive to the point of beginning, excluding all of the Town of Neenah island territory described as tax 68 

parcels 010005202, 010005405, 0100056, 020005601, 010005602, 010005603, 010005701, 010005702, 69 

010006002, 010007902, and 010009301. In addition, including that part of the City of Neenah island territory 70 

which lies within the following area: Commencing at the intersection of the northern right-of-way line of 71 

County Road JJ and the eastern right-of-way line of Dell Court, also being a point on the corporate boundary 72 

of the City of Neenah; thence northerly, easterly, southerly, and westerly along said corporate boundary of 73 

the City of Neenah to the point of beginning. Also including that area annexed to the City of Neenah as per 74 

Annexation Ordinance No. 2016-02A adopted May 4, 2016 and recorded with the Winnebago County 75 

Register of Deeds May 19, 2016 as Document No. 1713377. Said annexed territory being a part of the 76 

Northeast 1/4 and the Southeast 1/4 of the Fractional Northwest 1/4 of Section 31, Township 20 North, 77 

Range 17 East, Town of Neenah, Winnebago County, Wisconsin, containing 1.001 acres of land and is 78 

described as follows: 79 

Commencing at the North 1/4 corner of said Section 31; thence S00º05’37”E, 1158.38 feet along the 80 

east line of the said Northwest 1/4; thence S89º54’23”W, 210.00 feet along the south line of Outlot 5 81 

Cottages at Woodside Green, to the point of beginning; thence S03º22’52”E, 138.74 feet; thence 82 

N79º55’17”W, 130.00 feet to an east line of said Cottages at Woodside Green and Point A; thence 83 
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S00º05’37”E, 50.80 feet along said east line; thence S79º55’17”E, 140.92 feet; thence S19º56’58”W, 84 

404.72 feet to the said east line and the east line of Certified Survey Map Number 7034; thence 85 

N00º05’37”W, 455.90 feet along said east lines to said point A; thence continue N00º05’37”W, 86 

115.56 feet along the east line of Cottages at Woodside Green to a corner of said Outlot 5; thence 87 

N89º54’23”E, 120.00 feet along the south line of said Outlot 5 to the Point of Beginning. 88 

 89 
 BE IT FURTHER ORDAINED by the Winnebago County Board of Supervisors that said amendment shall 90 

take effect as of the date following the date of publication. 91 

 92 

      Respectfully submitted by: 93 

      JUDICIARY AND PUBLIC SAFETY COMMITTEE 94 

Committee Vote:  5-0 95 

Vote Required for Passage:  Majority of Those Present 96 

 97 

 Approved by the Winnebago County Executive this   day of      , 2016. 98 

 99 

 100 

              101 
      Mark L Harris 102 
      Winnebago County Executive 103 
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Resolution Number:  037-72016  Page 1 

037-72016 1 

RESOLUTION: Authorize a Transfer of $144,777 from the 2016 Park View Health Center  2 

Fund Balance to a Park View Health Center Operating Expense Account 3 

for an Additional Parking Lot in 2016 4 

 5 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 6 

 WHEREAS, originally, the parking lot expansion project for the Park View Health Center campus was not set 7 

up as a Capital Project; and 8 

 WHEREAS, this project began in 2015 but was not completed, and the remaining budget for this project was 9 

closed to the Park View Health Center Fund Balance in 2015; and 10 

 WHEREAS, this project was completed in 2016; and 11 

 WHEREAS, the budget for this project did not automatically carry over to Park View Health Center’s 2016 12 

Budget; and 13 

 WHEREAS, there was a shortfall in the Capital Outlay Account for this project in 2016. 14 

 15 

 NOW, THEREFORE, BE IT RESOLVED by the Winnebago County Board of Supervisors that it hereby 16 

authorizes a transfer of $144,777 from Park View Health Center’s Fund Balance to a Fund Balance Capital Account 17 

to cover the final cost of the parking lot expansion. 18 

 19 
Fiscal Note: This will reduce the Park View Health Center Fund Unrestricted Fund Balance by $144,777.  The 20 

balance of this Fund prior to the transfer was $9,841,928. 21 

 22 

Respectfully submitted by: 23 

PARK VIEW HEALTH CENTER COMMITTEE 24 

Committee Vote:  5-0 25 

Respectfully submitted by: 26 

PERSONNEL AND FINANCE COMMITTEE 27 

Committee Vote:  5-0 28 

Vote Required for Passage:  Two-Thirds of Membership 29 

 30 

 Approved by the Winnebago County Executive this   day of      , 2016. 31 

 32 

               33 
      Mark L Harris 34 
      Winnebago County Executive 35 
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038-72016  1 

RESOLUTION: Approve a Budget Transfer to the Highway Department in the Amount of 2 

$80,000 for Asphalt Maintenance on Butler Avenue from CTH Y to 3 

Park View Health Center 4 

 5 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 6 

 WHEREAS, Butler Avenue is a County-owned roadway which serves the Coughlin Center and the Parks 7 

Department, and is the primary access for Park View Health Care Center; and 8 

 WHEREAS, the asphalt pavement in this section is in extremely poor condition and in need of maintenance 9 

in order to continue to function at an acceptable level of condition; and 10 

 WHEREAS, a consultant is reviewing the Park View Health Center campus area, parking lots, driveways, 11 

and entire length of Butler Avenue from CTH Y to CTH A to create a plan for routing Butler Avenue through the Park 12 

View Health Center campus, and determine how the driveways and parking lots should connect to each other, which 13 

will likely result in future capital expenditures; and  14 

 WHEREAS, the Highway Department has estimated that a project to wedge the worst spots and overlay the 15 

entire segment of Butler Avenue from CTH Y to the Park View Health Center campus would cost approximately 16 

$80,000 and would provide a good surface for travel for six-to-eight years with very little additional maintenance.  17 

 18 
 NOW, THEREFORE, BE IT RESOLVED by the Winnebago County Board of Supervisors that it hereby 19 

authorizes a transfer of $80,000 from Budget Contingency Fund to a designated account in the Highway 20 

Department’s budget for the express purpose of performing an asphalt maintenance project on Butler Avenue in 21 

order to provide an improved surface and extend the useful life.   22 

 23 

Respectfully submitted by: 24 

HIGHWAY COMMITTEE 25 

Committee Vote:  4-0 26 

Respectfully submitted by: 27 

PERSONNEL AND FINANCE COMMITTEE 28 

Committee Vote:  5-0 29 

 30 

Vote Required for Passage:  Two-Thirds of Membership 31 

 32 

 Approved by the Winnebago County Executive this   day of      , 2016. 33 

 34 

               35 
      Mark L Harris 36 
      Winnebago County Executive 37 
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039-72016 1 

RESOLUTION: Amend Section 6.50 of the Rules of the Winnebago County Board of 2 

Supervisors:  Provide the Public an Opportunity to Address Matters Not 3 

Included on the Agenda be Included on all Future Agendas for 4 

Winnebago County Board of Supervisors Meetings and Subcommittee 5 

Meetings 6 

 7 
 8 

TO THE WINNEBAGO COUNTY BOARD OF SUPERVISORS: 9 

 WHEREAS, Winnebago County citizens have often wanted to express feelings and opinions on matters not 10 

listed on the Agenda; and 11 

 WHEREAS, the 1st Amendment of the United States Constitution guarantees freedoms concerning 12 

expression and the right to petition.  The 1st Amendment also guarantees the right of citizens to assemble peaceably 13 

and to petition their government. 14 

 15 
 NOW, THEREFORE, BE IT RESOLVED by the Winnebago County Board of Supervisors that it hereby 16 

amends Section 6.5 of the Rules of the Winnebago County Board of Supervisors to read as follows:  Public 17 

comments will be heard by the Board with regard to all matters. 18 

 19 

 20 
      Respectfully submitted by: 21 

      AARON WOJCIECHOWSKI, District 16 22 

Committee Vote:        23 

Vote Required for Passage:  Two-Thirds of Those Present 24 
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