
 
 
 
 

CITY OF NEENAH 
FINANCE AND PERSONNEL COMMITTEE MEETING 

Monday, September 25, 2017 – 7:00 p.m. 
Hauser Room, Neenah City Administration Building 

211 Walnut Street, Neenah, Wisconsin 
 

NOTICE IS HEREBY GIVEN, pursuant to the requirements of Wis. Stats. Sec. 19.84, that a majority 
of the Neenah Common Council will be present at this meeting.  Common Council members may 

be present to gather information about a subject over which they have decision-making 
responsibility.  This constitutes a Meeting of the Neenah Common Council and must be noticed as 

such.  The Council will follow the same agenda as the committee, but will not take any formal 
action at this meeting. 

 
AGENDA 

 
1. Public Appearances. 

 
2. Approval of Minutes from the August 28, 2017 Regular Meeting (minutes 

can also be found on the City’s website). 
 
3. Request for FLSA Accounting Cycle Change (attachment).  K. Wilkinson 
 
4. 2017 Wage Update/2018 Wage Proposal (attachment).  H. Barber 
 
5. 2018 Health Insurance Plans (attachment).  H. Barber 
 
6. Fiscal Matters:  August Voucher Review (attachment).  M. Easker 
 
7. Adjournment. 

 

 



     CITY OF NEENAH 
FINANCE AND PERSONNEL COMMITTEE MEETING 

Monday, August 28, 2017 – 7:00 p.m.  
Hauser Room, Neenah City Administration Building 

211 Walnut Street, Neenah, Wisconsin 
 

MINUTES 
 
 
Present:  Chairman Pollnow; Aldermen Boyette, Erickson, Kunz and Stevenson; Mayor 
Kaufert, City Attorney Godlewski; Director of Finance Easker. 
 
Others Present:  Alderman Lendrum, Director of Community Development Haese, Deputy 
Director of Community Development Schmidt, Director of Information Systems Wenninger, 
Dana Investment Advisor representatives, Rob Leuty and Matt Slowinski. 
 
Public Appearances:  None. 
 
Minutes:  Motion/Second/Carried  Erickson/Boyette to approve the minutes from the 
July 24, 2017 Regular Meeting and the August 16 Special Meeting.  All voting aye. 
  
Dana Investment Advisors Portfolio Review:  Committee reviewed the City’s Portfolio 
and Economic Update report provided by Dana Investment Advisors.  As part of the 
update, Dana Investment Advisor representatives, Rob Leuty and Matt Slowinski provided 
an analysis of the Dana managed portfolio (approx. $4 million) as well as the City’s other 
cash and long-term investment portfolios.  The analysis indicated that both the Dana and 
the City’s long-term portfolios are performing well when compared to comparable 
benchmarks.  Messrs. Leuty and Slowinski indicated that the portfolios compliment each 
other well and provide the City the proper diversification to perform in either an increasing 
or decreasing interest rate environment.  Director Easker indicated that the City’s current 
short term cash position provides an opportunity to potentially move additional funds to the 
Dana portfolio and to the City’s long-term portfolio.   
 
Committee and staff discussed various aspects of the portfolio review.  Issues discussed 
included the investment strategy used for both the Dana managed and the City managed 
funds, the use of the Local Government Investment Pool as the comparable benchmark to 
Dana, the state statutory limits in place for investing municipal funds, the statutory duties of 
the municipal treasurer and a discussion on whether the committee should approve a more 
formalized investment strategy as opposed to leaving the current strategy in place to be 
managed by the Director of Finance.  After further discussion, committee requested that 
Director Easker provide updated information to the committee on future investment 
decisions such as moving more funds to the Dana portfolio and to the City’s long-term 
portfolio.             
 
Community Development Fee Schedule – Tourist Housing Permit Fee (Res. 2017-
21):   Committee reviewed memo from Deputy Director Schmidt recommending Council 
approve Resolution No. 2017-21 repealing and replacing the Community Development 
Department Planning and Zoning Fee Schedule to include the Tourist Housing Permit 
fee.  As part of the fee schedule, staff is proposing to create a one-time Tourist Housing 
permit fee of $50, with an annual permit renewal required at no additional cost to the 
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property owner.  The Common Council has already adopted Ordinance 2017-09 creating 
standards and regulations for residential property owners to use their property for tourist 
housing purposes.  
 
Committee and staff discussed various aspects of the proposed tourist housing permit 
fee.  Discussion centered around the City’s role regarding monitoring the renting of private 
homes to visitors, such as the “airbnb” concept.  Also discussed was whether the property 
owner has the responsibility to follow the guidelines mandated for hotels and motels such 
as the collection and payment of room tax on the rental income.  This included a 
discussion on the City’s limited ability to monitor such activity since the rental income is 
self-reported.   Alderman Erickson said she believes that the property owners should be 
held to the same standard as hotel and motel operators and questioned the City’s limited 
ability to enforce these guidelines.  Alderman Boyette felt that some fee amount should 
also be required upon renewal of the permit by the property owner each year.  Chairman 
Pollnow felt that the permit and related fee would be ineffective as a tool to monitor the 
home rentals and said he intended to vote no.      
 
Motion/Second/Carried Stevenson/Kunz to recommend Council approve 
Resolution No. 2017-21 repealing and replacing the Community Development 
Department Planning and Zoning Fee Schedule to include the Tourist Housing 
Permit of $50, with an annual permit renewal required at no additional cost to the 
property owner.  Motion carried 3-2, with Aldermen Erickson, Kunz and Stevenson 
voting aye, and Chairman Pollnow and Alderman Boyette voting nay. 
 
Tax Incremental District #9/Menasha Corporation Development Agreement:  
Committee reviewed memo from Director Haese requesting direction to staff to take the 
necessary steps to transfer reserve funds of up to $100,000 from TID #7 Capital Projects 
Fund to TID #9 Capital Projects Fund to fund the lighting of the recently completed 
Bergstrom Trail.  The funds would be used to add lighting to the off-street pedestrian trail 
that had been committed to as part of the initial $330,000 project budget that was required 
as part of the development agreement with Menasha Corp.  
 
Committee and staff discussed various aspects of the proposed lighting project and funds 
transfer.  Items discussed included the status of the transit bus drop-off program that 
serves Menasha Corp. employees, the assumption that the development agreement 
required construction of the trail would include lighting as well as a discussion on the type 
of lighting to be installed.   
 
Motion/Second/Carried Kunz/Boyette to recommend Council approve amending 
the 2017 TIF #9 Capital budget by $100,000 and to transfer reserve funds of up to 
$100,000 from TID #7 to TID #9 to fund the lighting of the recently completed 
Bergstrom Trail.   All voting aye. 
 
City WiFi Upgrade/Enhancement Request – Phase 2:  Committee reviewed memo of 
Director Wenninger requesting authorization to enter into agreements with Enterprise 
Systems Group (ESG) of Little Chute and Meyer Services of Appleton to 
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upgrade/enhance the City’s current external WiFi network at a cost not to exceed 
$56,000.  He indicated that the project consists of wireless connectivity in the downtown 
area between Commercial Street and Main Street and at the City Pool and fiber 
connectivity to the north shelter at Memorial Park.  Funding will be split between carry 
forward funds from Information System’s 2015 ($6,000) and 2016 ($50,000) CIP budgets. 
 
Committee and staff discussed various aspects of the proposed project.  Items discussed 
included the maintenance cost on the WiFi network, efforts to inform the public where 
WiFi service is available and how the City compares with other communities regarding 
public WiFi accessibility, including which public areas are still not WiFi accessible.     
 
Motion/Second/Carried Kunz/Stevenson recommending Council’s authorization to 
enter into agreements with Enterprise Systems Group (ESG) of Little Chute and 
Meyer Services of Appleton to upgrade/enhance the City’s current external WiFi 
network at a cost not to exceed $56,000.  Funding will be split between carry 
forward funds from Information System’s 2015 ($6,000) and 2016 ($50,000) CIP 
budgets.  All voting aye. 
 
Enterprise Resource Planning (ERP) Project Discussion:  Committee reviewed memo 
from Director Wenninger on the current project plan as developed by the Enterprise 
Resource Planning (ERP) internal committee.  The memo provided a status update that 
included, among other items, the existing 2017-2019 budget for ERP implementation, 
current and future plan diagrams, the listing of current software system applications city-
wide as well as the ERP project charter and justification criteria as developed by the 
internal ERP committee.  As part of its work, the internal committee highlighted that the 
current state of software systems within the City is more of a hybrid ERP, with all financial 
systems operating under the Superion product-line, but with other systems under the 
different product lines.  This includes recently purchased systems such as property 
assessment and licenses and permits.  The internal committee felt that the current 
situation lends itself to a solution that strongly encourages future acquisitions from the 
Superion product line to create the most efficient and cost effective solution. 
 
Committee and staff discussed various aspects of the ERP status update.  Committee 
members emphasized their desire to create a system environment that maximizes 
efficiency and system coordination.  Members provided varying opinions as to the 
potential options moving forward.  They included the solution that strongly encourages 
future acquisitions from the Superion product line, to mandating all future purchases are 
from the Superion product line, to having the City embark on a full ERP evaluation 
process.  The committee was informed that a working group is being formed to move 
forward on the replacement of the City’s utility billing system and that the Superion system 
is likely to be recommended as the replacement software.  After further discussion, the 
committee requested that they be updated on the status of the ERP process at the second 
committee meeting in September.       
 
Delinquent Personnel Property Tax Collections:  Committee reviewed memo from City 
Attorney Godlewski and Director Easker recommending the City retain Credit Services of 
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the Fox Valley, Inc. (CSFV) on a commission basis to assist in the collection of delinquent 
personal property taxes.  The request to retain CSFV is part of the enhanced program 
developed in 2016 to more aggressively pursue the payment of the delinquent taxes.  
Discussion took place on various aspects of the delinquent personnel property tax 
collections issue.    
 
Motion/Second/Carried Stevenson/Erickson recommending Council to retain 
Credit Services of the Fox Valley, Inc. on a commission basis to assist in the 
collection of delinquent personal property taxes.  All voting aye. 
 
Claim of Mr. Alvin Long:  Supplemental Cost – Claim No. 17-9: Committee reviewed 
memo of City Attorney Godlewski recommending Council approve the claim of Mr. Alvin 
Long, Claim 17-9, for the revised amount of $6,698.17.  The revised amount from the 
originally approved amount of $5,927.32 plus 10 days of car rental includes the rental car 
cost of $283.34 and an additional $487.52 for repairs that were not initially identified by 
the insurance adjuster.  Committee and staff discussed various aspects of the amended 
claim amount.   
 
Motion/Second/Carried Stevenson/Boyette recommending Council approve the 
claim of Mr. Alvin Long, Claim 17-9, for the revised amount of $6,698.17.  All voting 
aye. 
 
Fiscal Matters:  July Vouchers:  Motion/Second/Carried Erickson/Pollnow to 
approve the July vouchers as presented.  All voting aye. 
 
Fiscal Matters:  Second Quarter Financial Statements:  Discussion took place on 
various aspects of the Second Quarter 2017 Financial Statements.   
 
Motion/Second/Carried Stevenson/Erickson to approve and place on file the 
Second Quarter Financial Statements as presented.  All voting aye. 
 
Motion/Second/Carried Boyette/Stevenson to adjourn the meeting at 10:15 p.m.  
All voting aye.  
 

  Respectfully submitted,   
 

             
 

 Michael K. Easker, CPA 
 Director of Finance 
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MEMORANDUM 
 
 
To: William Pollnow, Chair 
 Finance and Personnel Committee 
 Mayor Kaufert 
 
From: Chief Kevin Wilkinson 
  
Re:  Request for FLSA accounting cycle change 
 
Date: September 21, 2017 
  
 
I am requesting a minor modification to the City’s FLSA policy, addressing the way we 
account for work hours for FLSA purposes.  My request is intended to alleviate a 
potential liability for overtime costs for sworn employees who are assigned to work 
Monday through Friday. 
 
Background: 
 
The Fair Labor Standards Act (FLSA) provides that non-exempt employees who work in 
excess of 40 hours in a week must be paid at time-and-one-half for those extra hours.  
As an example, our Comm-Techs work 6 days on and have 3 days off.  If their work 
week starts on a Monday, they will work 6 days in the calendar week.  That means they 
work 48 hours in the week, and per the FLSA must be paid 8 hours at time-and-one-
half.  You will see that cost denoted on our budget as “FLSA Overtime.”  The FLSA 
prohibits us from using any accounting cycle other than the 7-day week for those 
employees. 
 
For police officers and firefighters, there are different rules to accommodate the unique 
schedules they are often subject to.  The employer can choose the accounting cycle for 
the hours, using anything from 7 to 28 days.  The threshold for hours that begins to 
implicate overtime pay is proportional to 171 hours in 28 days (212 for firefighters).  In 
our case, because our officers work a 26-day cycle, it makes the most sense to have a 
26-day accounting period.  Our overtime threshold for that accounting cycle is 159 
hours. That works well for those assigned to the patrol schedule. 
 
We have noticed, however, that for officers assigned to work a regular Monday-through-
Friday schedule the 26-day accounting cycle is impractical and unnecessarily treads on 
FLSA overtime, even though the contract does not call for it.  Those who work that 
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schedule include our Community Liaison Officer and all Investigative Services 
personnel. 
 
Our jeopardy occurs most acutely when the 26-day accounting cycle starts on a 
Monday.  In those cases, the cycle includes only six Saturdays/Sundays (days off).  A 
person assigned to work Monday through Friday will thus be scheduled to work 20 days 
in the cycle, or 160 hours.  That’s already one hour over the limit, just by working a 
normal schedule. 
 
As an example, let’s say the start of the accounting cycle falls on a Monday.  Our high 
school PSL works the 20 days in the cycle and has weekends off.  She’s already at 160 
hours of work.  Our high school PSL is also the coordinator of our Honor Guard, so let’s 
add the possibility of some funeral duty on one of the Saturdays.  By agreement, Honor 
Guard duty is paid only at straight-time rate of pay.  But by FLSA rule, we would be 
required to pay 1 hour of regular work plus all of the Honor Guard work time as 
overtime. 
 
Using a 26-day cycle for the patrol schedule employees makes sense, because they 
will always be scheduled to work 12 days, or 144 hours, in each cycle, regardless of 
which day the cycle begins.  But for weekday workers, the number of days worked in 
each cycle will vary from 18 to 20, or from 144 to 160 hours. 
 
There are many subtractions from those total work hours, including vacation, comp time 
off, sick time, etc.  Thus, the likelihood of FLSA overtime is low.  But it’s a liability we 
can easily mitigate by simply changing the accounting cycle for those on a Monday-
through-Friday schedule.   
 
We propose putting those workers on a 28-day cycle that always starts on a Sunday.  
They will then be scheduled to work 20 days, or 160 hours in each cycle, with an FLSA 
overtime threshold of 171 hours. 
 
City Attorney Godlewski has researched the matter and found that it is lawful and 
acceptable to have two separate accounting cycles for the two coexisting schedules. I 
have also conferred with Director Barber and she supports this change. 
 
Here is a link from the Department of Labor that explains the police/fire provisions 
under FLSA:  
  
https://www.dol.gov/whd/regs/compliance/whdfs8.pdf 
 
I am including a red-line version of the City’s FLSA policy with the recommended 
changes. 
 
Recommendation:   
 
Recommend to council to approve changing FLSA policy to allow sworn police 
employees on a Monday-Friday schedule to use an FLSA accounting period of 28 days, 
always starting on Sunday. 
 

https://www.dol.gov/whd/regs/compliance/whdfs8.pdf


Dept. of Legal & Administrative Services 
Human Resources 

211 Walnut St. • P.O. Box 426 • Neenah WI  54957-0426 
Phone 920-886-6102 • e-mail: hbarber@ci.neenah.wi.us 

HEATHER BARBER 
DEPUTY HUMAN RESOURCES DIRECTOR 

 P O L I C Y  

 

DATE: 3/23/2012 EFFECTIVE DATE 
REVISION: 

4/4/2012; 

6/20/2012 

POLICY NO: 2012-2 

TITLE: Fair Labor Standards Act (FLSA) Policy 

ISSUER: Human Resources 

COVERAGE: All Employees 

AUTHORITY: Common Council Approval, 4/4/2012; Revision: 6/20/2012; Revision 7/17/13 

DURATION: Indefinite 

SYNOPSIS: To Define Exempt and Non-Exempt Employees 

 
I.  PURPOSE 
The Fair Labor Standards Act (FLSA) was created in 1938 to establish minimum wage and a 
limit to  the number of hours that may be worked in a standard workweek without paying 
overtime.  It also provides standards for equal pay, overtime pay, record keeping and child 
labor.  The purpose of this policy is to define the Fair Labor Standards Act (FLSA) as it applies 
to City of Neenah employees. 
 
II. POLICY 
It is the policy of the City to comply fully with the provisions of the Fair Labor Standards Act of 
1938,  as amended, as well as applicable state laws and City Collective Bargaining 
Agreements.  Improper pay deductions are prohibited.  Violations of this policy may result in 
discipline up to and including termination.  The following policy is applicable to all City 
employees, subject to separate collective bargaining agreements (“CBA”).  To the extent that 
this policy differs from a CBA, the CBA shall prevail. 
 
a. Covered Employees 

The Fair Labor Standards Act (FLSA) identifies two types of covered employees:  
exempt and non-exempt.  Whether an employee is considered exempt or non-exempt 
under the FLSA depends on his or her duties, responsibilities and salary. 
1.  Designation of exempt or non-exempt status is the responsibility of the Human 
Resources Office.  Positions will be reviewed based on the actual work responsibilities 
and salary assigned to each position.  The City of Neenah salary plan denotes the 
classification with an ‘N’ for non-exempt, and an “E” for exempt. 
2.  Employees who are covered by the Wage and Hour provisions of the FLSA and are 
eligible for overtime after 40 hours worked (except Police and Fire Department non-
exempt employees) in a workweek are considered non-exempt employees.   
3.  Employees exempted by the Wage and Hour provisions of the FLSA must meet 
certain category criteria as stated in the regulations.  These employees are not eligible 
for overtime and are considered FLSA exempt employees if their work assignments fall 
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into one of the following categories:  Executive, Professional, Outside Sales, Computer, 
or Administrative.  Also, certain seasonal recreational employees can be considered 
exempt from specific provisions.  Exempt employees are expected to put in those hours 
necessary to complete their job and are not eligible for overtime. 

 
b. Non-Covered Employees 

Non-covered employees include elected officials, policy-making appointees, legal 
advisors, legislative employees, bona fide volunteers, independent contractors, 
prisoners, and certain trainees. 

 
c. Work Period 

1.  The standard FLSA work period is a fixed period of seven (7) consecutive calendar 
days for non-Police Officers and non-Firefighters.    Police Officers have a 26 day work 
period.  Firefighters have a 27 day work period.  Police Officers working the patrol 
schedule have a 26-day work period.  Police Officers working a 5-2 (Monday through 
Friday) schedule have a 28-day work period beginning on Sunday. 
2.  The work period defines the time of day and day of the week when the employee’s 
work period begins and ends.  For non-Police Officers and non-Firefighters, the work 
period is Monday through Sunday unless specified otherwise per department work rules.  
The Police and Fire Chief shall annually report to Human Resources the day of the first 
full work period in that year.   
3.  An established work period may only be changed if the change is intended to be 
permanent and not for the purpose of avoiding the accrual of FLSA overtime.  Overtime 
must be paid for hours worked beyond 40 hours during the 7-day work period for non-
Police Officers and non-Firefighters.  The City has established different work periods for 
police and fire personnel allowing for overtime compensation to be computed differently:  
Under Section 207(k) of the FLSA, employees engaged in fire protection or law 
enforcement activities with 26-287 consecutive day work periods are entitled to one and 
one-half times their regular rate of pay if they work excess hours.  For fire protection 
employees, overtime must be paid for hours worked beyond 204.4 during the 27-day 
work period; for law enforcement employees, working more than 158.8 hours during the 
26-day patrol work period, or more than 171 hours during the 28-day 5-2 work period 
triggers the overtime premium. 

 
d. Time Worked 

1.  Time worked includes all time non-exempt employees are required to be on duty at 
their prescribed work places and all time during which they are permitted to work. 

a.  Non-exempt employees will be compensated for all time they are required or 
asked to work which supervisors know or have reason to know they are working. 
b. Non-exempt employees who work without authorization are subject to 
disciplinary action, up to and including termination. 
c.  Non-exempt employees are required to report all time worked and are 
required to accurately reflect this on their timecard  or in the City’s time system.  
Failure to correctly record or falsification of actual work time is subject to 
disciplinary action, up to and including termination. 
d.  Supervisors are not to ignore work that non-exempt employees do on their 
own time.  This is a violation of policy and prohibited by the FLSA. 
e.  The supervisor who signs an employee’s timecard or approves his/her time 
record must have personal knowledge of the hours worked by the employee and 
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must not “adjust the books” or ask an employee to record more or fewer hours 
than were actually worked.  Such an action is not only a violation of policy, but is 
also illegal under the FLSA and may subject the employee and or supervisor to 
disciplinary action, up to and including termination.  Any illegal act may also 
result in legal action. 

2.  Exempt employees are paid on a salary basis and are not eligible for overtime.  Time 
records for exempt employees should still reflect an accurate accounting of time worked 
and paid time off. 

 
e. Meetings/Training 

1.  Time spent by non-exempt employees attending meetings, training and similar 
activities must be counted as time worked unless all of the following criteria are met: 
• The attendance is outside of the non-exempt employees’ regular working hours; 
• The attendance is voluntary; 
• The meeting, training or similar activity is not directly related to the non-exempt 

employees’ positions; and 
• The non-exempt employee performs no work related to his/her position while in 

attendance. 
2.  Lunch breaks at training are not considered time worked for non-exempt employees, 
provided the employee is free to leave and there is no formal instruction during the lunch 
period. 
 

f. Travel 
1.  Normal travel, for a non-exempt employee, from home to work and return to home is 
not considered work time.  This is true whether the non-exempt employee has a fixed 
workplace or works at different locations. 
2.  Travel to work assignments at sites within reasonable commuting distance of the 
non-exempt employee’s primary work site is considered in the “home to work” category 
and is not work time.  If, however, a non-exempt employee is required to stop by the 
primary work site for instructions or to pick up materials, the travel from the primary work 
site to the work assignment will be counted as time worked. 
3.  Travel between a non-exempt employee’s normal work site and another place of 
assignment, or travel between one assignment and another during the work day, is 
considered time worked. 
4.  Travel associated with a one-day assignment at a different location will be considered 
time worked to the extent that the travel exceeds the time spent in the non-exempt 
employee’s normal travel between home and work. 
5.  FLSA exempt employees are entitled to FLSA compensation for travel time, when it is 
within their normal hours of work. 

 
g. Hours Worked Beyond Normal Budgeted Work Period 

1.  Non-exempt employees with a scheduled work period of less than 40 hours shall be 
paid at their regular hourly rate or straight time compensatory time for hours worked in 
excess of their budgeted work period up to 40 hours in a work period. 
2. If overtime occurs (a non-exempt employee works more than the hours allowed in a 
work period under the FLSA) the non-exempt employee is entitled to receive time and 
one-half compensation or FLSA compensatory time for the amount of overtime worked. 
3.  Non-exempt employees must receive prior approval from their supervisor to work 
beyond their budgeted hours during a work period. 
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4.  Exempt employees are not entitled to overtime compensation or compensatory time 
for time worked over 40 hours in a work period. 

 
h. Compensatory Time 

As added flexibility for state and local governments, the FLSA authorizes compensatory 
time (comp time) off in lieu of monetary overtime compensation at a rate of not less than 
one and one-half hours of compensatory time for each hour of overtime worked.   
 
The City of Neenah utilizes comp time instead of overtime pay unless overtime pay is 
collectively bargained, or a part of Department-specific work rules. 
 
1.  Non-Exempt Employees 

a. For employees working less than a 40-hour week, hours worked beyond their 
budgeted work week and 40 hours in a work period shall be eligible to earn comp 
time on an hour for hour basis.  For example, an employee budgeted to work 25 
hours per week would receive 5 hours of comp time if the employee worked 30 
hours in one week.   
b. Each non-exempt employee approved to receive compensatory time may 
accumulate FLSA overtime credit of not more than 240 hours.  Non-exempt 
employees must be paid for FLSA overtime worked in excess of this limit. 
c.  Each non-exempt employee engaged in a public safety activity, an 
emergency response activity or a seasonal activity may accumulate FLSA 
overtime credit of not more than 480  hours and must be paid for FLSA overtime 
worked in excess of this limit. 
d.  Because requiring time off for comp time in the following positions may result 
in the City incurring additional overtime expense, sworn public safety positions, 
communication technicians, and non-exempt employees at the City Services 
building, Cemetery, Water Distribution and Treatment Plant who may be subject 
to emergency call in with a comp time balance may cash out that balance at any 
time.  As a condition of employment, all other nonexempt employees must use 
comp time balances as paid time off.  Any comp time balance shall be paid to 
non-exempt employees upon termination of employment with the City of Neenah.  
Payout of comp time shall be in accordance with FLSA regulations. 
e.  Comp time balances may be carried over from year to year, but cannot 
exceed the limits outlined in b. & c. above. 
 

2. Exempt Employees 
Exempt Employees are not eligible for comp time accrual. 

 
3. Utilization of Compensatory Time 
City managers should encourage and/or permit their staff to take their compensatory 
time as soon after it is earned as possible.  The use of compensatory time must be 
scheduled so as not  to disrupt the work in the department.  Compensatory time 
accrued in a non-exempt position for FLSA overtime worked must be paid upon 
termination of employment. 

 
j. Exempt Employees-Deduction for Absences 

Exempt employees are paid on a salary basis for their job.  Thus, exempt employees’ 
pay shall not be reduced for partial day absences.  However, exempt employees are 
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expected to utilize appropriate leave banks for absences for personal reasons or for 
illness per Department procedures.  In the event that the exempt employee’s leave 
banks are exhausted, the exempt employee’s pay may be reduced only for full day 
absences for personal reasons including illness. 

 
k. Complaint Procedure 

An employee who feels they have had an improper pay deduction or have not been paid 
appropriately should file a complaint with the Human Resources Office immediately.  
The Human Resources Office will review the situation and determine if an improper 
deduction has been made and if so, work with the employee to resolve the situation and 
if applicable, ensure proper reimbursement is made. 
 

l. Relation to Prior Policies. 
To the extent that this policy conflicts with prior policies adopted by the Common 
Council, this policy shall prevail. 
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Phone 920-886-6102 • e-mail: hbarber@ci.neenah.wi.us 
HEATHER BARBER 

DIRECTOR OF HUMAN RESOURCES AND SAFETY 
 

M E M O R A N D U M  

DATE: September 20, 2017 
TO: Chairman Pollnow and Members of the Finance and Personnel 

Committee 
FROM: Heather Barber, Human Resources 
RE: 2017 Wage Update / 2018 Wage Proposal 

 
In 2016, wage information was brought to the Finance Committee as an 
informational item prior to the budget process to allow staff to explain the reason 
for the amounts requested in the budget.  Prior to 2016, this discussion was 
taking place in December, once the budget was already approved.  Bringing this 
item forward earlier allowed us to have a good discussion early in the process, 
and as a result, we have elected to follow the same procedure this year. 
 
I will be requesting that the salary plan itself move 1.5% in 2018, the same rate of 
movement as 2017.  This movement does not result in increases to employee 
wages.  It only affects their position relative to midpoint, since the midpoint 
increases.  (An exception would be if an employee’s wage fell below the new 
minimum, in which case their wage would be bumped to the new minimum.) 
 
In 2017, there were 3 potential increases for employees; a cost of living 
(inflationary) adjustment, a merit increase, and a midpoint adjustment for 
employees below the grade midpoint.  The increase amounts were as follows: 
 
January:  1% cost of living adjustment 
July:  .5% to 1.25% merit increase, based on performance 
October:  .3% to 2.6% midpoint adjustment 
 
Employees above midpoint who received performance review scores of “Meets 
Expectations” received a 1.5 to 2% increase in 2017.  Conversely, employees 
below midpoint who have been here the longest, remain the furthest below 
midpoint, and received performance review scores of “Exceeds Expectations” 
received a 4.85% increase.  In an effective salary plan, the largest wage 
increases are given to employees with the highest performance, and to 
employees with the most seniority who remain furthest below the midpoint.  
Based on the range listed above, our plan is clearly making those distinctions 
among employees. 
 



In addition to the wage increases, we also gave Exemplary Performance Awards 
in the amount of .5% of an employee’s wage, (paid as a bonus, not added to their 
wage) for employees nominated by their Department Heads for going above and 
beyond in the previous year.  These awards ranged from $100 to $395. 
 
Arguably the most effective tool that we have implemented with the new salary 
plan is the October midpoint adjustment.  Under the prior salary plan, wage 
increases were essentially equal to the amount the salary plan moved, and as a 
result, employees could never reach the midpoint of their grade.  Over the 3 
years we have applied the October increases, we have begun to make great 
strides in correcting the wages of employees who remain below midpoint after 
10+ years of service.  In addition to corrections due to previous plan issues, 
we’re also setting up newer employees to have a progression to the midpoint of 
the salary plan. 
 
This year we saw a 17 year employee and 22 year employee hit midpoint.  Under 
the previous plan, that likely wouldn’t have happened in their career.  Continuing 
some sort of midpoint adjustment ensures that in the future we do not have 
employees of this tenure below midpoint. 
 
I am requesting the equivalent amounts for increases in 2018 as were budgeted 
in 2017. 
 
Per the salary plan policy, we shall have wages reviewed at least every 5 years.  
As a result, I will be recommending a comprehensive salary plan review in 2018, 
and have requested $10,000 in my budget to have this review completed. 
 
Since this is for discussion purposes only, I am not requesting any action by the 
Committee at this time. 
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HEATHER BARBER 

DIRECTOR OF HUMAN RESOURCES AND SAFETY 
 

M E M O R A N D U M  

DATE: September 21, 2017 
TO: Chairman Pollnow and Members of the Finance and Personnel Committee 
FROM: Heather Barber, Human Resources 
RE: 2018 Health Insurance Plans 

 
Per our normal procedure, the City, through its broker, Associated Benefits and 
Risk Consulting (formerly named Associated Financial Group), requested bids to 
provide health insurance coverage for 2018. 
 
Proposals were requested from several providers, including our current provider, 
Network Health Plan.  The summarized results are as follows: 
 
Humana:  Declined to Bid 
Wisconsin Counties Association:  5% increase over current rates (Providers 
include Thedacare, Affinity, and Aurora) 
Arise:  11% increase over current rates (Includes Thedacare and Aurora, no 
Affinity) 
WEA Trust:  Declined to bid 
Anthem Blue Cross:  Declined to bid 
WPS:  20% increase over current rates (Providers include Thedacare, Affinity, 
and Aurora) 
Network Health Plan:  Proposed a 0% increase (Affinity providers, no Thedacare 
or Aurora) 
 
As you may recall, in January of 2017, Network no longer included Thedacare 
providers in their covered provider list.  While offering all of the providers is the 
most desirable, we could not justify increasing the health insurance budget by 
more than 20% to allow access to all providers.  Instead we created a higher-cost 
plan that allowed access to out of network providers.  Although offering an out-of- 
network plan is not ideal due to the risk of high cost out-of-network claims, it was 
the best solution with the options we had at the time. 
 
While Network came in with the low bid for health insurance, we are significantly 
closer in terms of the next lowest bid, from Wisconsin Counties Association 
(WCA) which includes Thedacare, Affinity, and Aurora providers.  I believe a 
slight increase in premiums is justifiable to be able to offer the major local 



providers to employees as in-network, and have worked to make the 5% 
difference more palatable.  
 
In order to further close the 5% gap, I am recommending plan changes that result 
in additional savings, making the gap closer to 2%.  These changes include the 
elimination of the two highest cost plans, a reduction in HRA money in Plan 2, 
and a change to the health risk screening requirement, which saves the City the 
cost of the screenings.  Additionally, while not easily quantifiable, we lower our 
potential exposure by no longer offering the higher cost and higher risk plan with 
out-of-network coverage that was offered under Network Health Plan to allow 
access to Thedacare and Aurora providers. 
 
We are also proposing to continue offering the Employee Health Clinic.  We will 
have better estimates of how the clinic is running after our October 19th meeting 
with Ascension, however, at our meeting after the first quarter, the clinic was 
paying for itself based on its usage.  Both Network Health Plan and Wisconsin 
Counties Association have pledged approximately $60,000 towards the clinic, the 
same funding level as 2017.  I will send an update to the Council on the clinic 
after the October 19th meeting.   
 
We are proposing to continue offering the Health Insurance Opt-out program in 
2018, and based on the savings realized when employees opt-out, we are 
proposing an increase at this time.  We propose increasing the opt-out payment 
from $1560 to $1700, and we are proposing an increase to the opt-out HRA from 
$3000 to $3300.  For every employee who elects this option, the City saves up to 
$9989 (depending on plan selection). 
 
The budget impact of the total health insurance program when considering plan 
changes, HRA changes, opt-out changes, and health risk screening changes, is 
projected to be a 2% increase by accepting the proposal from Wisconsin 
Counties Association. 
 
Attached are the 2017 Network Health Plans, as well as the proposed 2018 plans 
through WCA.  Please note that we are awaiting the final cost of Plan 1.  The 
rates used are those quoted by Network for an identical plan, and therefore 
should be very similar.  I will forward final numbers prior to the health insurance 
going before Council for a vote. 
 
Staff requests a recommendation to Council to accept the three health 
insurance plans through Wisconsin Counties Association, and an increase 
to the opt-out plan as detailed above, as offerings for employees in 2018. 
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City of Neenah
2017 Health Coverage

NHP NHP

Plan 1 Plan 2 Plan 3 Plan 4
HMO HMO HMO POS

$2,500 / $5,000 $2,000/$4,000 $2,500/$5,000 $3,000 / $6,000
No Coverage No Coverage No Coverage combined deductible

Employee $500 $1,250 $1,500 $1,000
Family $1,000 $2,500 $3,000 $2,000

In-Network 20% 20% 20% 20%
Out-of-Network No Coverage No Coverage No Coverage 40%

Includes Deductible Includes Deductible Includes Deductible Includes Deductible
$4,000/$8,000 $3,000/$6,000 $3,500/$7,000 $6,000/$8,000
No Coverage No Coverage No Coverage $6,000/$12,000

Unlimited Unlimited Unlimited Unlimited

In-Network $40 Copay Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins
Out-of-Network No Coverage No Coverage No Coverage Ded, 40% Coins
Specialist
In-Network $60 Copay Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins
Out-of-Network No Coverage No Coverage No Coverage Ded, 40% Coins

In-Network 100% Coverage 100% Coverage 100% Coverage 100% Coverage
Out-of-Network No Coverage No Coverage No Coverage Ded, 40% Coins

In-Network Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins
Out-of-Network No Coverage No Coverage No Coverage Ded, 40% Coins

In-Network Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins
Out-of-Network No Coverage No Coverage No Coverage Ded, 40% Coins

In-Network $150 Copay Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins
Out-of-Network $150 Copay Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins

Tier 1 / Tier 2 / Tier 3 / Tier 4 / Tier 5 $10 / $25 / $50 / $50 / $80 Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins

Tier 1 / Tier 2 / Tier 3 $25 / $60 / $150 Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins
Monthly Premium Rates
Employee $525.19 $443.53 $394.48 $491.46
Family $1,394.32 $1,160.39 $1,051.67 $1,285.79

12.5% ee Contribution 7.5% ee contribution 5% ee contribution 10% ee contribution

Employee $65.65 $33.26 $19.72 $49.15
Family $174.29 $87.03 $52.58 $128.58

15% ee contribution 10% ee contribution 7.5% ee contribution 12.5% ee contribution

Employee $78.78 $44.35 $29.59 $61.43
Family $209.15 $116.04 $78.88 $160.72

Employee Monthly Premium Contribution 
WITH Health Risk Screening

Employee Monthly Premium Contribution 
WITHOUT Health Risk Screening

Mail Order Prescription Drugs

Prescription Drugs - In-Network

Emergency Room

Outpatient Hospital Services

Inpatient Hospital Services

Routine/Preventive Care

Office Visits

Out-of-Network (Single / Family)
Lifetime Maximum

Health Reimbursement Account

Out-of-Pocket Max
In-Network (Single / Family)

Our standard of care and legal duty to the insured in providing insurance products and services is to follow the instructions of the insured in good faith.

This constitutes only a summary of the Health plan involved.  The actual contract or plan document must be consulted to determine the governing 
contractual provisions, limitations, or exclusions.  There is no guarantee, expressed or implied by Associated Financial Group or vendors of plan 
provisions or level of payments.

Carrier

Plan Type

In-Network (Single / Family)
Deductible

NOTE: This benefit comparison will not replace the benefit grid that is furnished by Network Health Plan/Network Health Insurance Corporation and 
approved by the Office of the Commissioner of Insurance. 

Out-of-Network (Single / Family)

Employee Coinsurance
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City of Neenah
2018 Health Coverage

WCA WCA WCA

Plan 1* Plan 2 Plan 3
HMO HMO HMO

$1,350 / $2,700 $2,000/$4,000 $2,500/$5,000
No Coverage No Coverage No Coverage

Employee $750 $1,000 $1,500
Family $1,500 $2,000 $3,000

In-Network 20% 20% 20%
Out-of-Network No Coverage No Coverage No Coverage

Includes Deductible Includes Deductible Includes Deductible
$1,850/$3,700 $3,000/$6,000 $3,500/$7,000
No Coverage No Coverage No Coverage

Unlimited Unlimited Unlimited

In-Network Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins
Out-of-Network No Coverage No Coverage No Coverage
Specialist
In-Network Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins
Out-of-Network No Coverage No Coverage No Coverage

In-Network 100% Coverage 100% Coverage 100% Coverage
Out-of-Network No Coverage No Coverage No Coverage

In-Network Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins
Out-of-Network No Coverage No Coverage No Coverage

In-Network Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins
Out-of-Network No Coverage No Coverage No Coverage

In-Network Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins
Out-of-Network Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins

Tier 1 / Tier 2 / Tier 3 / Tier 4 / Tier 5 Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins

Tier 1 / Tier 2 / Tier 3 Ded, 20% Coins Ded, 20% Coins Ded, 20% Coins
Monthly Premium Rates
Employee $463.17 $465.71 $414.20
Family $1,234.80 $1,218.41 $1,104.25

10% ee Contribution 7.5% ee contribution 5% ee contribution

Employee $46.32 $34.93 $20.71
Family $123.48 $91.38 $55.21

12.5% ee contribution 10% ee contribution 7.5% ee contribution

Employee $65.65 $46.57 $31.07
Family $174.29 $121.84 $82.82
* Cost in Plan 1 is an estimate based on NHP quote

Employee Monthly Premium Contribution 
WITH Physical

Employee Monthly Premium Contribution 
WITHOUT Physical

Mail Order Prescription Drugs

Prescription Drugs - In-Network

Emergency Room

Outpatient Hospital Services

Inpatient Hospital Services

Routine/Preventive Care

Office Visits

Out-of-Network (Single / Family)
Lifetime Maximum

Health Reimbursement Account

Out-of-Pocket Max
In-Network (Single / Family)

Our standard of care and legal duty to the insured in providing insurance products and services is to follow the instructions of the insured in good faith.

This constitutes only a summary of the Health plan involved.  The actual contract or plan document must be consulted to determine the governing 
contractual provisions, limitations, or exclusions.  There is no guarantee, expressed or implied by Associated Financial Group or vendors of plan 
provisions or level of payments.

Carrier

Plan Type

In-Network (Single / Family)
Deductible

NOTE: This benefit comparison will not replace the benefit grid that is furnished by Network Health Plan/Network Health Insurance Corporation and 
approved by the Office of the Commissioner of Insurance. 

Out-of-Network (Single / Family)

Employee Coinsurance
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