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Project Summary 
 

The intent of the Project Summary is to provide an overview of the most important issues 

and opportunities identified by the Consulting team during the Study. Recipients of this 

Report are highly encouraged to read the document in its entirety to gain an understanding 

of the recommendations presented within the Report. This introduction alone does not 

provide enough context or information upon which to base decisions or to evaluate the 

recommendations provided.  

 
McGrath Human Resources Group, Inc., an organization that specializes in public sector 

consulting, was commissioned by the City of Watertown, WI, to conduct a comprehensive 

Classification and Compensation Study.   The Consultants utilized the following steps to make 

these compensation recommendations: 

 

• Discussions with the Compensation Project Team and Department Directors and 

Managers. 

• Analysis of the current salary schedule, compression, and current compensation 

policies. 

• External market data was solicited from 28 comparable public organizations, selected 

jointly between the Consulting team and the City. 

• Position analysis based upon extensive information provided by incumbent 

employees describing job responsibilities, skills, and various competencies of the 

position in addition to a review of job descriptions. 

• Internal position analysis based upon all information collected and analyzed and 

meetings with each Department Director. 

• Feedback on recommendations by Department Directors and the Mayor. 

 

The following recommendations have been developed as a result of the Study. 

Compensation Recommendations 

 

In order for the City to have a competitive edge with recruitment and retention in the current 

region, it is recommended the City establish its compensation philosophy to the average 

market. This compensation strategy may increase the supply of candidates, increase 

selection rates of qualified applicants, maintain productivity, and decrease unwanted 

employee turnover, yet the City will not be the highest paid.  This type of strategy is 

appropriate for an organization like Watertown, which is located very close to a highly 

populated and highly competitive labor market and the City also has other opportunities 

such as offering a quality benefits program.  Competitive market wages with its benefits 

package should support the City’s desire for retention and the attraction of a highly qualified 

workforce.      
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The City is recommended to adopt a Step Model Compensation System for consistent 

administration throughout the organization and serve as a foundation of pay equity to its 

employees.  The structure incorporates regular intervals of step movement to allow 

progression through the ranges within a reasonable period. In addition, the City is 

recommended to stop certification pay in the form of step increases. 

 

Classification Recommendations 

 
A job classification is a system for objectively and accurately defining and evaluating the 

duties, responsibilities, tasks, and authority level of a position, among other characteristics. 

It is developed from a job analysis process without regard to the knowledge, skills, 

experience, and education of the individuals currently performing the job, and can also 

identify hierarchy and career progression opportunities. 

Job classifications help determine the specifications and standards needed for each position. 

Since it is a systematic process of evaluating the scope and intricacies of a position, there are 

typically clear categories.   

Because all classifications have been analyzed under the same methodology, there was an 

opportunity to better align job titles with responsibilities.  This is not intended to change 

position responsibilities.  Some of the City’s job titles were revised to either have consistency 

throughout the organization, or to become more current with the external market. They are 

reflected in the recommended Salary Schedule. Levels were created within some 

classifications when it was proper to do so, based on differing job functions, and education, 

experience, and certification/licensing differences. 

 

The City is recommended to rely on a position analysis process (point factoring) to evaluate 

the internal equity of positions within the City in the future along with market indicators. 

 

System Maintenance Recommendations 

 

The City should ensure that the Salary Structure is adjusted annually to maintain its position 

in the market.  In addition, the City needs to ensure that employee progression through the 

salary ranges will cover both cost-of-living economic adjustment with adequate 

performance, so its workforce does not fall behind in their respective ranges.   

 

• It is recommended the Salary Schedule be adjusted by a local indicator calculation 

each year.  Since budgeting is done at approximately the same time each year, the City 

should continue to establish a specific month in which to capture the average of the 

previous twelve (12) months of the comparable organizations’ economic change for 

a recommended adjustment.  
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• The City is recommended to conduct a market update in three (3) years. Analyzing 

turnover and other human resource-type metrics should help indicate if an external 

market update is required sooner or can be pushed back a year.  

• The City is recommended to maintain human resource-type metrics to monitor 

recruitment, retention, and turnover trends. 

 

Compensation Policy Recommendations  

 

With the implementation of the updated compensation system, one that is tied to the 

external market and aligns positions internally, comes a strategic opportunity for the City to 

align its compensation policies with best practices. This is an opportunity for the City to 

update its policies on the use of the compensation system for salary administration for new 

hires, promotions, demotions etc., in addition to position control actions that include 

placement of new positions or pay grade changes due to position changes.  These policy 

recommendations have been detailed within the report. 

 
Benefits and Other Opportunities  

 
These sections of the Report allow the City to understand their benefits among the 

comparable market and are independent of compensation recommendations. The feasibility 

of feedback and options offered must be analyzed by the City further, so they are not 

immediate recommendations. Other future opportunities are also presented for the City to 

explore further. 

 

Methodology 

Data Collection 

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

step of this Study involved gathering data that pertains to current compensation practices 

within the City.  The Consultants received information relating to current salaries, specific 

policies, collected market data, and current job descriptions.   

 

Interviews were conducted with the Compensation Study Team (comprised of the Mayor, 

Human Resources Coordinator, City Attorney, Public Health Officer, and Water/Wastewater 

Utilities Supervisor) and separately with Department Directors and other management 

personnel within each Department.  The purpose of these meetings was to first, gain an 

understanding of the City’s current compensation practices and philosophy; second, to 

solicit ideas and input from these stakeholders for future compensation methodologies and 

practices; and finally, to determine if there were any positions within the City that were 

difficult to recruit, retain, or were otherwise unique in the position’s responsibilities.   
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Employees from each Job Classification were then asked to complete a Position 

Questionnaire (PQ), which provided extensive information about the positions. The 

Consultants utilized over 100 Position Questionnaires completed by the employees, which 

had been reviewed by supervisory employees, to gain a better understanding of the job 

responsibilities, skills, and various competencies of the position.   

 

During the second virtual visit, the Consultants met with the Compensation Study Team to 

provide a summary of the City against the comparable market and ask questions in reference 

to the Consultants’ recommended compensation model that would be most successful for 

the City, in addition to the expected placement within the comparable market. At that time, 

the draft compensation schedule was introduced.  

 

The Consultants met with individual Department Directors separately to review the 

recommended Salary Schedule and gain their perspective on items that pertain to their 

department.  Any recommendations and feedback provided were reviewed by the 

Consultants and taken into consideration in both its relation to the position analysis, the 

external market data, as well as the impact on internal equity within the entire 

Compensation System before finalization. 

 

Labor Market 

 

In order to gain information from the external market, through interviews with the 

Department Directors, a list of comparable organizations was established and approved by 

the City.  Each of the comparable organizations were contacted requesting current salary 

schedules and incumbent data.  The following comparable organizations were used: 

 

Table 1:  Comparable Organizations 

COMPARABLE ORGANIZATIONS AREA OF FOCUS 

City of Hartford   

City of Appleton  Health only  

City of Beaver Dam  

City of Brookfield  

City of Fort Atkinson  

City of Germantown  

City of Jefferson   

City of Lake Mills   

City of Menasha  Health only  

City of Muskego Library only 

City of Oconomowoc  

City of Pewaukee  

City of Stoughton*   

City of Sun Prairie  

City of Waukesha   
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COMPARABLE ORGANIZATIONS AREA OF FOCUS 

City of Waupun* Utilities only  

City of West Allis  Health only  

City of West Bend   

City of Whitewater   

Dodge County  

Jefferson County  

Sauk County  Health only  

Village of Cambridge* Library only 

Village of Hartland   

Village of McFarland   

Village of Menomonee Falls  

Waukesha County  

Western Lakes Fire District, WI Fire only  

*Did not Provide data 

 

The collection of this compensation data was utilized to analyze the average Market 

Minimum, Midpoint, and Maximum Rates per defined benchmark positions.  A comparison 

of the average salary of the positions to the salary of incumbents within the City was also 

performed.  When necessary, evaluation of the comparable organization’s job description, 

when available online, was utilized to resolve conflicts. 

 

In addition to current positions within the City, the Consultants sought comparable data on 

future positions/career ladders, and positions with job responsibilities that are combined in 

the City but might be separate in other organizations.  In some cases, titles were altered to 

better align with the industry.  Not all positions are reflected in the following data analysis. 

In some situations, data was not available in the external market, data was insufficient, or 

there were no internal matches at the time of the Study.   

 

Market Data Solicited 

 
To ascertain if the City’s Salary Schedule has remained within market parameters, several 

analyses were performed including a review of the Salary Schedule Minimum, Midpoint, and 

Maximum to the average Minimum, Midpoint, and Maximum of the external market.  

 

The market survey gathered the following 2025 information: Minimum, Midpoint, and 

Maximum salary for the positions as well as the average salary of the incumbents.   
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Market Analysis 
 

In order to analyze the ranges, a Comp Ratio calculation is used.  This is a calculation to 

compare  the City’s salary in relation to the external market data.  A 50% Comp Ratio would 

mean that the salary is in line with the external Market while utilizing +/-5% range around 

each data point.  Thus, if a position has a Comp Ratio of 45% or greater, the position is 

considered aligned to the current market.  However, positions with Comp Ratios under 50% 

may still be facing challenges with recruitment or retention due to the current labor market 

and have been identified separately.  The Consultants analyzed the dataset at the 50th 

Percentile.  The 50th Percentile is equal to 100% of the average market 

 

Minimum Salary Analysis 

 
The analysis of the Minimum Salary Range gives the initial indication if starting salaries are 

within an acceptable Market Range. When building a salary schedule, consideration of this 

information will ensure the City’s Minimums are within an acceptable range to the average 

Market Minimum; however, this analysis is only the beginning in the development of a 

Compensation Schedule.    

Approximately 53% of the benchmarked job titles are below the average market for 

minimums, and another 19% are in a lower comp ratio that may be falling short of 

competitiveness.  Overall, 27% of the positions are within the acceptable average market 

minimum.  It would appear the City’s minimum hiring salaries are insufficient against the 

market at the 50th percentile.  Figure 1 below provides a summary of findings.   

 

Figure 1:  Minimum Analysis Summary  

 
*May not result in 100% due to rounding 
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Midpoint Salary Analysis  

 
The Consultants wanted to know if the City’s Midpoint was aligned with the average Market. 

Therefore, analysis between that benchmark and the market midpoint was conducted. Again, 

a Comp Ratio less than 45% would indicate the Salary Ranges may not be aligned to the 

market.  Approximately 55% of the midpoint of benchmarked positions are lower than the 

average market, another 15% are in a lower comp ratio that may be falling short of 

competitiveness, and 30% of the positions are within the acceptable average market at the 

midpoint, meaning the market for each position has shifted.  The following is a summary of 

findings. 

 

 
Figure 2:  Midpoint Analysis Summary 

 
 

Maximum Salary Analysis 

The Consultants compared the Salary Range Maximum to the average Market Maximum.   

However, due to various types of salary range construction, one must always consider this 

may not be an exact comparison.   

 

With that said, the City’s salary range is at or above the average Market Maximum for 20% 

of positions.  The City may be challenged with the retention of current staff in some positions, 

which can lead to those staff leaving to work in other organizations in the area for the 

opportunity for more pay. 
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Figure 3:  Maximum Analysis Summary 

 
 

Incumbent Salary Analysis  

 
The next step is to compare the City’s current incumbent salaries to the average Market Rate 

to assess how competitive incumbent wages are within the market.  For this purpose, 

positions where there are more than one (1) incumbent, an average of the current employees 

is utilized.  The Consultants compared the City’s incumbent salaries to the average Market 

Minimum.  This provides a comparison of current salaries to the starting salaries in the 

market and will assist in the development of the project budget.  

This figure indicates that although the City’s ranges need adjustment to be re-aligned with 

the market, 85% of the positions’ average wages are compensated at a market rate, meaning 

employees would be expected to be within the new salary ranges.  This may result in in-

range compression that may need to be resolved during the implementation of the new 

recommendations. 

Figure 4:  Incumbent Analysis Summary to Market Minimum 
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Current Compensation Structure 
 
The current General Salary Schedule is a Step System.  The System is made up of 27 unique 

Salary Ranges.  There is 4.3%-10% between each Pay Grade.  Each Pay Grade has 11 steps.  

The percentage between step descends in value as you progress through the range at 2.9%-

2.3%, causing inconsistency in wage adjustments. The range spreads are 29% from 

Minimum to Maximum, which is within what is typically found in a step model. 

 

Employees typically step annually. The City’s compensation policy requires adequate 

performance be a requirement for a step. 

 

Water/Wastewater Certification Pay  

 
The City utilizes step advancements for attainment of certifications for much of the 

workforce in the Water/Wastewater Division.  Utilizing the steps for certifications simply 

results in employees attaining maximum wages faster.  Other employees who do not attain 

the same certification will reach the same wage over time, so it isn’t a true incentive.  In 

addition, this opportunity is not available for other employees, which creates feelings (real 

or perceived) of inequity among employees, especially since certifications are required in 

many other City positions. 

 

Current Classification System 
 

A job classification is a system for objectively and accurately defining and evaluating the 

duties, responsibilities, tasks, and authority level of a position, among other characteristics. 

It is developed from a job analysis process without regard to the knowledge, skills, 

experience, and education of the individuals currently performing the job; and can also 

identify hierarchy and career progression opportunities. 

 

Job classifications help determine the specifications and standards needed for each position. 

The systematic process of evaluating the scope and intricacies of a position is called position 

analysis. 

 

The City’s classification system would benefit from classification re-alignment to better 

follow the hierarchy within the organization and to align titles to better recognize the 

importance of duties and responsibilities for each position and value each position brings to 

the organization.  The City is challenged in that the current classification structure does not 

necessarily align with other public entities, and that can also create recruitment challenges 

when the City may be recruiting for a specific position, but by nature of the title, it is passed 
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over by candidates due this misalignment.  Although the City appears to be managing its 

classifications because it has been this way for a number of years, and employees may have 

opinions on this, the classification changes are not intended to cause any perceived 

demotion.  The recommendations in the report are to better align the City with industry 

norms and internally.  

 

Job Levels 

 
Levels are categorized by the type and complexity of responsibilities of the position, 

including the amount of accountability, judgment, discretion and expertise needed to 

perform the duties of the position. As the complexity of the position increases, so does the 

pay grade, and there is typically educational, experience, or additional certifications that 

comes with the leveling.    A review of job descriptions and Position Questionnaires identified 

opportunities for the City to consider which would allow the organization to develop entry 

level classifications in which required certifications and additional/differing corresponding 

duties could be incorporated to develop a progression opportunities through structured 

levels.   

 
 

Compensation Philosophy 
 
A compensation philosophy is an organization’s financial commitment to how it values its 

employees.  The goal of this philosophy is to attract, retain, and motivate qualified people.  A 

consistent philosophy provides a strong foundation in determining the type of total 

compensation package to offer employees. 

 

There are foundational aspects of compensation to assist with the development of a 

compensation philosophy to ensure the goals of compensation align with the goals of the 

organization.    First, there are basic questions to consider: 

 

1. What is considered a fair wage? 

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

3. Does the compensation system reflect the value of positions within the organization? 

4. Is your compensation strong enough to retain employees? 

5. Do you currently have a defined compensation philosophy?  

6. If so, is your compensation philosophy keeping in line with labor market change, 

industry change, and organizational change?  

 

The City is in business to provide services to the citizens, businesses, and visitors of the 

community.  It does that through hiring qualified employees who lend their skills and talents 

to various positions within the organization.  Without those individuals, the City would cease 

to provide infrastructure, safety, and other essential services and process the necessary 
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functions to keep those systems in place.  Employees expect a compensation system that 

pays a competitive wage for the skills, education, and responsibilities of the position, and the 

City is in close proximity to communities and organizations that lead the market’s wages. 

 

In order to be competitive for the retention of existing personnel and have successful 

recruitment efforts to replace future turnover, the City needs to establish a position within 

the market.   It is recommended the City set a compensation philosophy aligning to the 

average market at this time.  The City can then assess if an average compensation philosophy 

is working successfully following implementation.  If the City continues to experience 

recruitment challenges, a more competitive placement (such as the 55th-60th percentile, may 

be needed).    

 

The following sections support that recommendation. 

 

Employee Demographics  

 

In reviewing the City’s employee demographics for positions covered in the Study, the tenure 

of the organization ranges from new hire – 37 years.  The overall tenure average of the 

employees is 9.5 years.  The national average in the public sector is currently 6.4 years (Local 

Government-Bureau of Labor Statistics, September 2024), showing the City is above average 

in overall tenure, which is positive.  In order to have a full picture of the City, one needs to 

explore these demographics further.  These findings are in the following Figures. 

 
Figure 5:  Employee Demographics by Age 
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Figure 6:  Employee Demographics by Service 

 
 

The above Figures show those in age groups 55 and over have the longest tenure and 

represent approximately 30% of all employees.  This is the group of personnel that will be 

considering retirement over the next decade.  The City should expect ongoing steady 

turnover simply due to retirements over the next decade and beyond.  When these 

employees leave the City, the average tenure of the organization could decrease.  A turnover 

‘spike’ may be an indication of a decline in job satisfaction, or a wage/benefit issue, so this 

data should be monitored at least annually.    

 

Another significant finding is the City’s demographics illustrate that 30% of the workforce is 

under age 39, and this is likely the cross-section of employees who are seen as more mobile 

in today’s workforce, focus heavily on work/life balance, and consider non-compensatory 

benefits for the purposes of retention. This group also changes jobs quickly because it results 

in earning higher wages as opposed to remaining with one organization for a longer period 

of time, which is notable as average tenure in these age groups is 3.4 years or less. 

Experienced professionals within the age 40+ bands are also critical, as their level of 

experience and skill makes many of them uniquely qualified to have multiple job 

opportunities, so having a competitive wage and benefit package will facilitate retention. 

 

Tenure 

 

A deeper look at the 9.5 years of average tenure in the organization is visualized in the 

following Figure. 
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Figure 7:  City Workforce by Years of Service 

 
 
 
It was found that 57% of the City’s current workforce have been with the City for  five (5) or 

less years. This would indicate high turnover rates likely exist, which can have a substantial 

financial and operational impact to the organization. 

 

One final look at the tenure of staff based upon their current position shows just how new the 

current workforce is. There is a significant reason to retain personnel to help develop the 

City’s succession planning opportunities, but employees may not perceive the opportunities 

based on the current salary schedule.   This means the organization may be looking to fill 

more positions externally, which could have unintended operational impacts.  

 

Currently, 58% of the workforce has been in their positions for less than two (2) years, with 

85% of the workforce in their positions for five years or less.  Only 6% of the workforce has 

been in their existing positions for ten years or greater.  These findings are represented in 

the figure below. 

 

 
Figure 8:  City Workforce by Years in Position 
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The City is recommended to monitor its demographics periodically to properly respond to 

shifts within the organization as needed.  Although the Consultants acknowledge 

compensation is not the only reason for unwanted turnover, it is a consideration of the larger 

picture.  In order to ensure competitive recruitment/retention, the City is recommended to 

follow the compensation philosophy of average market compensation to ensure the City can 

stay competitive to support retaining its qualified personnel as long as possible.   

 

The Evolution of Recruitment and Retention with Compensation Since 2020 

 
According to human resources professionals across the United States, it is progressively 

getting harder to hire qualified personnel. Looking at a tight labor market, recruitment and 

retention of qualified personnel with the necessary skills for public service has topped the 

list of workforce challenges for the last several years, and nearly all human resources 

professionals report moderate to significant increases in vacancies within their 

organizations. 

Public Sector Turnover/Recruitment Challenges  

 
The Public Sector is described as being caught in a cycle between turnover and burnout 

because employees work harder and longer to compensate for staff shortages. Over time 

they burn out and leave their organization often earlier than planned. HR tries to fill critical 

roles but there are not enough qualified applicants to compensate for the turnover rates. 

Public sector job openings have declined slightly in 2023, yet applications are still down by 

9.5% since 2019, leaving governments to continue to have an employment gap. 

Figure 9:  Average Applicants per Government Jobs 2019-2023 

 

(Source: The Fragile Future of Recruitment, Neogov, 2024).   

This is not a new issue, but some employers do state it has become increasingly problematic 

for operations.  Public employers have been experiencing ongoing challenges of this nature 

for almost a decade. Governments historically have had a compelling proposition to offer 

workers with secure lifetime employment and generous health benefits followed by a robust 

pension for retirement, which is no longer the case.  Public employers are battling for their 

talent because: 
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• The “Silver Tsunami” identifies between 30%-40% of local government workers 
eligible to retire, and there is a workforce gap. 

• Long-term employment has less appeal for the younger workforce. 
• There is a real or perceived decline in public support for government workers.   
• Public employers do not feel they can compete with salaries and benefits as benefits 

erode and the private sector is more competitive. 
• There is a growing skills gap.  Many government jobs now require specialized 

education or training.  Fewer positions are ‘learn on the job.’ 
• Public employers are not able to offer the same level of flexible work arrangements 

to all employees. 
• Limitations in technologies prevent efficiency and automation. 
• There are limited financial resources  
• Not all work cultures are satisfying and supportive. 
• Public Sector does not usually market themselves as a career industry so applicants 

do not consider employment. 
• Career development skills are not funded for existing employees. 

 

Private Sector Influence 

 
In addition, compounding the public sector recruitment challenges, the Country has 

experienced continued private industry prosperity (with record inflation, record 

retirements, and record turnover from an otherwise qualified workforce), causing all 

industries, both public and private, to be competing for already limited human resources.  

This has led employers to increase wages for all positions to help recruit and retain their 

talent.  The effect has been substantial, and nearly every employer has been experiencing 

recruitment and retention challenges.  Many businesses report the lack of available workers 

and have curtailed their ability to meet current work demands, while raising wages.    

 

Inflationary Impact on Employees 

 
The latest trend that has impacted human capital is inflation.  Persistent inflation has pushed 

many in today’s workforce to live paycheck to paycheck, cut back on expenses, dip into their 

savings and stop contributing to their retirement accounts, etc.  The “dollar” for employees 

does not stretch as far.  It is also becoming an issue for mental health, because there is no 

sense of control over the issue.  Employers have a role in addressing this issue. Offering 

competitive wages that keep up with the rising cost of living is crucial not only for retaining 

employees but also for ensuring their well-being, so employees do not feel they have to leave 

simply because they cannot afford to stay. 

In summary, the evolution of compensation since 2020 is best described with this 

illustration. 
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Figure 10:  Evolution of Compensation 2020-2024 

 
 

Fragile Future  

 
Although there has been position strides in filling vacancies in 2024-2025 nationally, there 

continue to be hard to fill positions, which includes positions in engineering, inspections, 

planning, trades, and utilities.  The response by employers to focus on this national issue has 

included: 

 

• Adjusting Minimum Qualifications and repurpose training programs 
• Internships 
• Apprenticeships 
• Part-time/job sharing  
• Rehiring Retirees 

 

It is understood the City has struggled with recruitment and retention in one or more area.  

The City has an opportunity to reconsider its qualifications and introduce more entry level 

opportunities, to grow and develop its workforce from within, and then focus on retention.  

The City could also consider other more non-traditional approaches, as described. 

To complement these non-traditional approaches, career development is a foundational 

business strategy that should be valued heavily to help with retention, especially if an 

organization needs to ‘hire for characteristics, and teach the skills’. Training and professional 

development are critical elements that support sustaining a highly talented workforce.  

Offering ongoing training and professional development opportunities for all employees is 

critical so they may advance their skills and competencies in both their short- and long-term 

careers.  This goes beyond initial training at time of hire. 

 

Career development should be a shared responsibility by the City and employees. As an 

employer, the City must anticipate future workforce needs and provide training and learning 

opportunities to prepare employees for these roles. Employees should proactively take 
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ownership of the development of their careers by knowing what skills and competencies are 

needed for advancement and actively seek out opportunities to gain them. Strategically, each 

Department, with the support of Human Resources, should identify the skills, expertise, and 

competencies required for its current and future organizational needs so it can create 

training and development plans to prepare employees for higher level responsibilities and 

positions.  This then needs to be funded by the City.    

 
 

Salary Schedule Options 
 

The salary structure is one of the basic building blocks of a base compensation program.  The 

type of structure sends a clear message about an organization’s approach to job design, work 

processes, and organization structure.  The type of salary structure an organization chooses 

must fit its culture, business needs, and operating cycle.  The options discussed included the 

following: 

Range Model 

 
When considering a compensation system, some organizations gravitate toward a range 

model, with a standard mechanism to progress through the system.  This gives the City 

flexibility in hiring based on qualifications and allows the employee to progress toward the 

market rate for the respective position within a reasonable period of time.  The City can also 

incorporate performance increases with this model.  There is typically a top appointed 

official to ensure all departments are uniformly applying performance measures for 

consistency across the organization. 

 

Step Model 

 
A compensation system that is common in the public sector, is the step system.  Within this 

system, individuals receive a set increase based upon years in position to advance to the 

market rate.  Individual performance should be a factor of compensation, as movement to 

the next step should be based upon acceptable documented performance.   Step models are 

also more predictable so employees can see their advancement through the range, is easy to 

budget for, and can be administered with administrative ease.   The frequency of the step can 

be established by the city, whether annual, or other frequency. 

 

Step/Range Model 

 
A modified Step System incorporates structured progression to reach the average market 

rate, providing a clear mechanism for aligning salaries with market standards. Beyond this, 

the system includes a salary range, offering flexibility for salary adjustments above the 

average market rate to meet organizational needs. 
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Recommended Compensation System 
 

The recommended Compensation System is provided as Appendix A.  There are 21 Pay 

Grades with 7%-10% between the Pay Grades.  Each Pay Grade has 11 steps, each with a 

2.5% adjustment between each step.  Step F is identified as the calculated 50th Percentile 

Market Rate, which is 100% of the average market.  Overall, the Salary Range from Minimum 

to Maximum is 28%.    

 

Each step is labeled alphabetically because the City may need flexibility in the speed of 

progression through the ranges.  Step models are not longevity steps, nor should they be a 

mechanism for additional steps due to attaining certifications.  The salary ranges are a 

reflection of the market from minimum to maximum so step adjustments should be used to 

provide adequate progression through the ranges to allow an employee a meaningful 

pathway through the market range with some reasonable controls in place.       

 

It is important that employees attain Step F in a reasonable timeframe.   Therefore, the City 

should allow annual step adjustments, based on adequate performance, up to Step F.  The 

City should have a goal for annual step adjustments beyond Step F, but may need to explore 

every other year steps to ensure the model is sustainable long term. 

 
Dual Roles  

 
During the Study, it was found some employees serve in multiple positions on a long term or 

permanent basis.  It is recommended that a rate of pay be established for each classification 

assigned in lieu of adding additional compensation above the base rate.  The City will then 

need to ensure any overtime earned is calculated based on federal overtime standards for 

multiple rates.  

 
Command Staff  

 

Like other positions, the placement of the command positions considers the market, internal 

comparability, and compression.   Overlap of pay ranges between ranks does occur on the 

recommended salary schedule and is an acceptable compensation practice.  However, the 

salary ranges for union ranks is determined in a different manner than those non-

represented ranks.  As the union salary schedules adjust, the City will need to evaluate the 

compensation separation between employees and allow for command positions to be 

adjusted to correct compression.   
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Recommended Classification System  
 
During the course of the Study, there was an opportunity to better align job titles with 

responsibilities. Some job titles were revised to either have consistency throughout the 

organization, or to become more current with the external market/respective industry.  

These changes have been reviewed with Directors and are reflected on the recommended 

Salary Schedule.   

 
Job Levels  

 
Levels have been confirmed within the job classification concerning the type of work, 

required qualifications, and job complexity, as well as outline career levels.  Once again, 

levels are categorized by the type and complexity of responsibilities of the position, including 

the amount of accountability, judgment, discretion and expertise needed to perform the 

duties of the position. As the complexity of the position increases, and certifications may be 

added, so does the pay grade.  The Position Questionnaire and corresponding point factor 

system has been utilized to confirm the levels.   

 

Some job levels were created for progression based upon the position, department needs, 

and market findings. Progression allows the employee to obtain additional 

credentials/certifications/licenses to perform a more advanced level of work within the job 

classification, and the more complex work is necessary to the City and Department for most 

effective operations.  Not all positions have this opportunity.   The City has this well-defined 

for some classifications, such as the Administrative Assistant series, but not for others. 

 

Separation between job levels has been reviewed and is incorporated into the final 

recommendations.  Proper pay grade separation helps to reduce compression because 

overlap of pay ranges between promotional positions does occur on the recommended 

salary schedule and is an acceptable compensation practice.  Having sufficient separation 

between pay grades will help to keep compression at a manageable level. 

 

In summary, all series or levels have differing responsibilities and criteria outlined to justify 

the differences in pay grades.   The City will need to update the job descriptions to reflect 

these changes.   

 
 Water/Wastewater Utilities Requirements and Certification Pay  

 
A review of the minimum qualifications for each of the positions was conducted, and it was 

found that there are inconsistent certification requirements in positions, where some 

positions may require them, while others only list the certification(s) as a preference. It also 

appears the City requires or prefers almost every available category and subclass offered by 

the Wisconsin Department of Natural Resources (DNR).  The DNR requirements are assigned 

to each water and wastewater program in the state based on the characteristics of the 
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systems and plants, which makes every system unique.  The City should obtain clarification 

on what subclasses are required and what subclasses are not required, but would hold 

operational value to the City for clarification. 

In addition, it was found that there are very similar certification requirements for all 

positions.  The City does not currently have a pathway to allow inexperienced candidates an 

opportunity, and in this current market, relying on finding employees with the required 

certifications will be very difficult.   Typically, certification requirements are built up in a 

sequence, so requirements are layered, and can be obtained over time.  That layering can, at 

times, result in different grade levels to give employees a career path.  This is recommended 

in lieu of the certification pay program in place, which should be discontinued with the 

adoption of the new compensation system.   

New levels were created in the Water/Wastewater Utilities Division with a recommendation 

to consider those without experience.  The City should consider an apprenticeship or an 

internship program, and other non-traditional options like rehiring retirees, part-time, etc., 

to supplement the current workforce.    The City has the opportunity to reset the minimum 

qualifications for these levels.  The inconsistency of the minimum qualifications found in the 

job descriptions has been provided to the Mayor and Public Works Director as a starting 

point. 

Position Placement 

 
Placement onto the respective Salary Schedule is based upon several criteria: 

 

• Job Analysis 

• Market analysis 

• Compression analysis 

• Internal equity 

 

After considering all these elements, placement of some positions on the Salary Schedule has 

changed.  This is not an indication that any given position has more or less value, or that a 

specific position is even to be compared with the other positions in that respective pay grade, 

so employees are advised not to compare themselves with other positions given the 

complexity of the factors that are considered during placement of positions.   

 

On-Call Pay 
 
The intent of on-call pay is to compensate an employee to be available to report to work, if 

called upon, after normal business hours (but not adjacent to their normal scheduled work 

shift) for emergency-type situations, such as utility alarms, clearing road hazards, etc. (non-



McGrath Human Resources Group – City of Watertown, WI     26 
  

inclusive examples).  This is NOT to be used to cover a standard shift/minimum staffing 

requirement, no matter if the absence was known in advance or not.    

 

On-call programs are not intended to supplement base wages, especially since the City is 

resetting those salary ranges to the market going forward.  The program should establish 

payment for the interruption of personal time when not scheduled to work due to 

operational emergencies that exist within the specific industry.  It would be administratively 

prudent to simply select a dollar amount per day/week for on-call status.  This payment is 

additional compensation for the interruption of personal time when not scheduled to work 

due to operational emergencies that exist.  

 

The City currently utilizes daily rates for Water/Wastewater Utilities positions, whether a 

weekday ($18.00), weekend ($27.00), or holiday ($30.00).  There does not appear to be a 

recurring trend in the water/wastewater comparable market, because on-call is either paid 

based on a certain number of hours at straight pay per day, or daily rates.  The external 

market found organizations pay the daily equivalent of 1-8 hours per day, and weekly rates 

of between 14-20 hours per week, or flat daily rates as the City has.  

 

The City should explore whether any other Department may have after-hours needs (public 

safety excluded) that can be emergency in nature, that should have a formal on-call program.  

If that is indeed the case, the City is recommended to develop a consistent and equitable 

model. It must be reiterated that this system should not be used to extend a normal work 

shift, nor used to call someone into work to cover an absence.  It should be defined for use 

for emergency-type situations, in which additional assistance is needed to address an 

operational problem that cannot wait for the next scheduled workday.    

 

Snow Pay 
 
In 2025, the City modified its compensation model for Public Works, to give an additional 

$2.50-$5.00 per day during the non-construction season (November-April) for every day 

they are available.  Days off or a day of unavailability results in no snow pay for those days.  

The intent behind the payment is worthy, although it is a diminished amount.   This does not 

necessarily fall under on-call, as this is a primary function of the positions during a specific 

time each year.  With that said, the variable and long hours associated when called to work 

can be difficult when employees also need/desire work/life balance. The City should 

consider alternative forms of compensation, such as allowing hours of work between 6:00 

p.m. – 6:00 a.m. (as an example) for snow events to be paid at time and one-half during the 

months of November – April.   
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Employee Placement 
 

Initial Implementation 

 
For purposes of implementation only, employees should be placed to the Minimum of the 

Pay Range if under Step 1.  If above Step 1, an employee should be placed on a step closest to 

the current salary without a decrease in wages. 

 

Additional In Range Adjustments  

 
Additional adjustments in recognition of time in position is favorable for the City. Additional 

adjustments are recommended for employees, commensurate with time in position is 

recommended, although the implementation for these additional adjustments may require 

multiple budget cycles.  In range adjustment options has been provided to the City for 

additional review. 

 

General Operational Guidelines 
 

Maintenance of Salary Schedule  

 

It is important for the City to have a standardized procedure to adjust the Salary Schedules 

for consistency and for budgetary forecasting.  It is the Consultant’s recommendation that 

on a set date each year, the Salary Schedules be increased by a local economic indicator.  For 

example, since budgeting is done at approximately the same time each year, the City should 

establish a specific month in which to capture the average of the previous twelve (12) 

months of the selected economic indicator for a recommended adjustment. The City will still 

maintain control if conditions and finances fluctuate in a specific year.   

 

The following are the types of adjustments recommended: 

Salary Schedule Adjustments 

 
Annually, the Salary Schedule should be adjusted for economic reasons.  Without 

maintaining the Salary Schedule, it will fall below the Market and the City will end up 

spending dollars to get it updated.  Annual Salary Schedule adjustments will keep a 

competitive Salary Schedule. It is important that the City budgets dollars for increases to the 

overall Schedule each year.  There may be years when the economy cannot support such 

increases; however, that should be the exception, not the norm.  
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Annual Performance Adjustments 

 
The Salary Schedule is based on the premise of an annual performance adjustment.  Each 

year, employees can receive the salary increase set by the City Administration for pay-for- 

performance, unless an employee is on a Performance Improvement Plan, or is a new hire.  

     

Market Adjustment 

 
If there is a shift in the market for a specific position, a Market Adjustment to those 

incumbent employees could be given, which would be an adjustment into the range.  The City 

is recommended to exercise caution in its use however, because this option is not intended 

to be a means to simply increase the wages of any employee.  In order for the City to offer 

this, there should be written parameters in place, because this should only be used in a 

controlled manner for positions that have been verified by the Human Resources 

Department as having challenges with recruitment/retention based on market fluctuations.  

These parameters would include: 

 

1. A documented and verified review of local comparables by the Human Resources 

Department or a third-party consultant. 

2. A consistent pattern of recruitment/retention concerns with isolated 

classifications, as verified by the Human Resources Department. 

 

Metrics  

 
Salary Schedules need to be balanced between what is competitive for 

recruitment/retention, as well as what is affordable and financially sustainable long term. 

The City should monitor metrics as an internal indicator to identify if there is a possible 

concern with the City’s placement in the market. Internally, metrics are standards of 

measurement used to assess what is occurring within an organization. Metrics tell an 

organization how well or poorly they are doing, allowing an organization to review, assess, 

problem solve, and adjust processes, as well as identify challenges or stressors to the 

organization that may be having a negative impact.  Specific metrics may help identify where 

dollars are being expended that can be costly, including turnover.  Although the Consultants 

acknowledge compensation is not the only reason for unwanted turnover, it is a 

consideration of the larger picture. In order to ensure competitive recruitment/retention, 

the City is advised to follow the recommended compensation philosophy to ensure it can 

stay competitive to support retaining its personnel. Metrics will help identify that success. It 

is recommended the Human Resources Coordinator compile these metrics for ongoing 

review. 
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Table 2:  Metrics Recommendations 
METRIC FORMULA TO CALCULATE PURPOSE 
Applicant Tracking Total number of applications received  Assessing for reduced application 

stream 
Turnover Number of separations ÷ Number of 

approved FTE 
Effectiveness of compensation and 
benefits; may identify trends that 
need further analysis within 
departments 

Early Turnover Number of employees leaving the job in 
the first 12 months of employment ÷ 
average actual # of employees in the job 
for same time period 

Effectiveness of compensation and 
benefits; may identify trends that 
need further analysis within 
departments 

Offer Acceptance The number of employment offers 
accepted ÷ number of employment offers 
made 

Effectiveness of compensation 
package 

Employee 
Demographics 

Percentage of employees in age categories 
and years of service categories 

Assess work demographic for trends 
in lower tenure and higher 
percentage of employees in mobile 
generation groups (under 40) 

Exit Interviews  NA Documenting reasons for turnover 
for trends in compensation package 

 

Market Updates 

 
One of the main concerns in any Salary Schedule is the ability to keep it current. Often, an 

organization spends time and resources to review and reevaluate their Salary Schedule, 

resulting in providing employees or Pay Grades significant increases because either the 

positions or the Schedule is not in line with the external market. A Salary Schedule has a 

typical life span of 3-5 years, at which time market conditions typically necessitate a review. 

The City can strive to prolong the life of their Schedule if it continues to commit to 

maintaining its competitiveness with the external market by ensuring market updates occur.  

Given the current competitive market, the City is recommended to initially conduct a market 

update in three (3) years. Analyzing turnover and other human resource-type metrics should 

help indicate if an external market update is required sooner or can be pushed back a year. 

 

 

Compensation Policy Recommendations   
 
Recommended compensation and position control policy follows.  These policy 

recommendations may differ from the City’s existing policy. Current policy requires 

committee approvals at certain times.  Administratively, the City should balance the need for 

committee approval if funding is available, as confirmed by the Finance Director/Treasurer, 

and if the Mayor and Human Resources Coordinator have confirmed the candidate meets or 

exceeds the qualifications to hire above Step A.  The current labor market also requires quick 

decisions for offers of employment so additional flexibility is favorable to the City. 
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(Ordinance and statutory requirements still apply). The City is highly recommended to 

consider incorporation of both policy areas into the City’s policy after additional review.    

 
A. Salary Administration 

 
New Hires for All Pay Grades - Placement of new hires with the minimum skills and 

qualifications will normally be hired at the Minimum.  A new hire may be hired up to Step 

C with the approval of the Department Director and Mayor (or designated to the Human 

Resources Coordinator), under the following conditions: 

• The new hire has a level of experience or skill set immediately usable upon hire. 

• The market conditions demand a higher starting wage. 

• Funds are available in the department budget. 

 

 Requests for hiring between Steps D-F must be approved by the Mayor, with a 

recommendation from the Human Resources Coordinator. 

 

 Promotions - An individual who moves to a position in a higher Pay Grade, will be placed 

at the Minimum of the new salary range; OR the rate closest that provides a 5% increase, 

if over the Minimum.  There may be situations in which a 5% increase may be insufficient, 

and compression may be a problem.  In those rare situations, the Mayor (or designated 

to the Human Resources Coordinator) may grant up to 10% to alleviate a compression 

situation, not to exceed the Maximum step. 

 

 Laterals- An individual who moves to a position within the same Pay Grade, regardless if 

it results in a department change, will not receive a salary adjustment for the position 

change. 

 

Demotions - There are a number of situations that can occur resulting in an employee’s 

pay being lowered and the pay may not be within the established Salary Range.  

Dependent upon the circumstances, an individual’s pay can be handled differently.  It will 

be the responsibility of the Mayor to determine the pay implications due to employee 

demotions.  The following are suggested guidelines: 

 
A. Demotions that occur because of position changes and/or position consolidations 

(not based on the performance of the employee), the salary can be “red circled” and 
frozen at that level until the Salary Range of the new Pay Grade catches up to the 
employee’s salary.   

 
B.  Demotions that occur because the employee voluntarily applied for and accepted a 

position in a lower Pay Grade, the salary will be reduced within the new Salary Range 
at the discretion of the Mayor.  
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C. Demotion that is a result of the employee’s performance, the employee’s salary is 
decreased to a placement within the Salary Range of the new Pay Grade, as 
determined by the Mayor.   
 

Top of the Range - When an employee reaches the Maximum Rate of their Pay Grade, they 

will be eligible only for the economic Salary Schedule adjustments.  Some employers view 

this as a deterrent for tenured employees to continue to perform at the City’s level of 

expectation.  Therefore, the City may consider the option for employees who reach the 

Maximum Rate to receive the equivalent annual increase in the form of a lump-sum non-

base building payment.  This method of payment still provides additional compensation 

to an employee but does not compromise the Schedule.   

 

B. Position Control 

Position Placement on the Salary Schedule - For consistency across the organization, all 

positions within the City’s Salary Schedule should be placed on the Salary Schedule as 

recommended by the third-party consultant using the external market rate of similar 

positions, point factoring, compression between positions, and based upon internal 

equity factors.  

 

Position Titles - For consistency in Classification structure, all positions within the City’s 

Salary Schedule are assigned an official title.  All position requests are expected to 

conform to the identified titles.  Titles for new positions shall be recommended by the 

Department Director to be reflected on the Salary Schedule once approved by the Mayor 

and Finance Committee. 

 

 Reclassification Adjustment – A reclassification adjustment is movement of a job 

classification from one Pay Grade to another Pay Grade outside the promotional process. 

Department Directors must make a request for a reclassification adjustment to Human 

Resources. The pay grade determination of the third-party consultant shall be submitted 

to the Finance Committee for final approval. If, after a Pay Grade Evaluation, it is 

determined the employee’s current salary is below the Minimum of the new Pay Grade, 

the employee shall be placed at the Minimum of the new Pay Grade. If the employee’s 

current salary is within the new Salary Range, they will be placed at the step closest, 

without a decrease. If, after a Pay Grade Evaluation, it is determined the employee’s 

current salary exceeds the Maximum Rate of the new Pay Grade, the employee’s salary 

shall be reduced to the maximum pay for that salary range so no employee is over the 

maximum of the published range.  
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Total Rewards  
 

How does an employer create compensation and benefits programs that can help to attract 

the right talent, retain that talent, and help to engage that talent now and in the future? By 

taking a total rewards approach - a combination of salary, benefits, rewards, wellbeing, and 

engagement. In today’s current market, it shifts the focus from the ‘employee’ to the ‘human 

being'. A Total Rewards model encompasses specific employment elements to drive 

performance and a positive employment experience, which should promote retention.  A 

Total Rewards model considers the following: 

 
Figure 11:  Total Rewards Visual 

 
 

A total rewards model provides a framework for designing, implementing, and assessing the 

rewards packages offered throughout the organization. Organizations should always 

consider various influences, both internal and external, that help shape an organization’s 

unique culture, business strategy, and human resources strategy. It will be important that 

the organization continue to focus on that balance going forward with the current labor 

market conditions and acknowledging what is valued and important to various generations 

that make up current and future employees. The City currently has presented current 

opportunities in all of the respective areas, which is positive. This framework can be further 

supported with the information provided in the Benefits Section of the Report. 
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Benefits 

Well-being
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Recognition
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Benefits  
 
In addition to compensation, the City asked that a comparison of major benefits be 

completed.  The following is a summary of how the City is faring in the market for health 

insurance and paid time benefits, which are two (2) of the most important benefits to 

employees.  Because all public employers are on the Wisconsin Retirement System, this was 

not specifically reviewed.    

Health Insurance 

Plan Design Overview 

 
The City offers three (3) healthcare plan options, an HMO, POS, and PPO.  These plans offer 

the same deductible, though coverage details may differ.  No employee is currently enrolled 

in the PPO. 

 
Table 3:  Health Plan Summary 

PLAN 
DESCRIPTION 

DEDUCTIBLE 
AMOUNTS (S/F) 

OUT OF POCKET 
MAXIMIMUMS 

(S/F) 

MONTHLY 
EMPLOYEE 

CONTRIBUTION 
(S/F)  

Dean HMO $500/$1,000 $1,750/$3,500 $108.79/$261.63 

Dean POS $500/$1,000 $1,750/$3,500 $196.42/$476.71 

Dean PPO $500/$1,000 $1,750/$3,500 $422.23/$1,030.99 
 
The General employee’s premium is calculated at 88% of the lowest cost plan, and that rate 

is applied to any plan elected as a flat rate.   Police and Fire rates are negotiated and have a 

varying contribution equivalent to 90% of the lowest cost plan or lowest cost state offered 

plan.  Although Police and Fire rates are negotiated and subject to quid quo pro, this inequity 

is something the City should work to achieve parity throughout the City.  

 

Across the nation, many organizations have adopted higher deductibles and coinsurance 

limits in health plans, shifting more costs to end users—a trend that has become standard. 

In contrast, the City provides one (1) health insurance plan with identical deductibles and 

out-of-pocket maximums, differing only in how services are covered. By offering multiple 

plan options, the City would enable employees to choose coverage that best suits their 

individual and family needs, enhancing the overall benefits package.  Having individual 

choice in benefits has become very important to employees since 2020. 

 

A plan design that has grown in popularity is a High Deductible Health Plan (HDHP) which is 

then eligible to offer a Health Savings Account (HSA), a portable fund that employees can use 

toward medical expenses. Comparable organizations reported average annual employer 

HSA contributions of $500-$1,250 for single coverage and $1,000-$2,500 for family 
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coverage. The City should explore adding an additional plan design in the future.  Should it 

do so, deductible amounts must be no less than $1,650/$3,300.  
 

Premiums 
 
It is extremely difficult to compare health insurance, as the number of plans and the plan 

designs are significantly different among organizations.  What can be compared is the 

amount the employee contributes toward the cost of that insurance.  As the City is aware, the 

cost of health insurance is a large budget item for any organization.  Health insurance is also 

often the single largest benefit looked at by potential new hires with the City, so a review of 

employee contributions to this benefit is imperative for offering a comprehensive benefit 

package.     

 

The Consultants conducted a comparison between the City’s 2025 health plans and the 

comparable organization’s health plans for a more accurate assessment of insurance within 

its specific peer group.  Below are the results from comparable entities that provided benefit 

data, categorized into single and family coverage.    

  
Table 4: Single Plan Premium Comparison 

COMPARABLE DESCRIPTION 

SINGLE 
ANNUAL 

PREMIUM 
DEDUCTIBLE 

AMOUNT 

Hartford, WI UMR 475 PPO (Wellness) $0.00 $475.00 

Hartford, WI UMR 1900 PPO $0.00 $1,900.00 

Lake Mills, WI Self Fund Health $0.00 $0.00 

Lake Mills, WI Alliance + trilogy Network $0.00 $1,600.00 

Sun Prairie, WI GHC Select HMO $0.00 $500.00 

Sun Prairie, WI PPO $0.00 $500.00 

Waukesha City, WI PPO2 $0.00 $1,450.00 

Brookfield, WI HDHP (Wellness) $674.88  

Menomonee Falls, WI HMO $914.16 $2,750.00 

McFarland, WI GHC-SCW DANE CHOICE $1,004.16 $0.00 

Fort Atkinson, WI Quartz - UW Health $1,128.96  

Waupun, WI Plan 2 $1,201.92 $3,300.00 

Beaver Dam, WI  $1,266.12  

West Allis, WI PPO (Wellness) $1,271.52 $250.00 

Jefferson County, WI Mercy Care Health Plans $1,275.24  

Waukesha County, WI HDHP $1,283.28 $2,100.00 

Waukesha City, WI PPO1 (Wellness) $1,284.00 $750.00 

Jefferson City, WI  $1,293.60 $1,650.00 

Germantown, WI Silver Plan $1,296.36 $3,000.00 

Watertown, WI HMO $1,305.48 $500.00 

Waupun, WI HMO Plan 1 $1,335.12 $2,000.00 

Brookfield, WI HDHP $1,349.76  
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Fort Atkinson, WI Mercy Care Health Plans $1,388.64  

Pewaukee, WI GHC-SCW Neighbors $1,485.48 $500.00 

Hartland, WI Network Health Southeast Plan $1,498.92  

Germantown, WI Gold Plan $1,515.84 $1,000.00 

Dodge County, WI HDHP   HMO (Wellness) $1,616.88 $4,000.00 

West Allis, WI HDHP (Wellness) $1,626.36 $1,650.00 

Hartland, WI Dean Network Health Plan $1,763.16  

Jefferson County, WI GHC- SCW Neighbors $1,767.72  

McFarland, WI QUARTZ - UW HEALTH $1,797.12 $0.00 

Brookfield, WI PPO Plan (Wellness) $2,039.04  

Fort Atkinson, WI GHC-SCW Neighbors $2,041.68  

West Allis, WI PPO $2,119.32 $250.00 

Dodge County, WI HDHP   HMO $2,122.08 $4,000.00 

Waukesha City, WI PPO1 $2,139.84 $750.00 
Dodge County, WI HDHP PPO (Wellness) $2,223.36 $4,000.00 

Watertown, WI POS $2,357.04 $500.00 

Pewaukee, WI Dean Health Plan $2,407.80 $500.00 

West Bend, WI  $2,600.04 $0.00 

Jefferson County, WI Dean Health Plan $2,697.48  

West Allis, WI HDHP $2,710.68 $1,650.00 

Brookfield, WI PPO Plan $2,718.72  

Dodge County, WI HDHP PPO $2,918.16 $4,000.00 

Fort Atkinson, WI Dean Health Insurance $2,964.00  

McFarland, WI Dean Health Plan $3,791.76 $0.00 

Pewaukee, WI Local Access Plan $5,015.16 $500.00 

Watertown, WI PPO $5,066.76 $500.00 

Jefferson County, WI Access Plan - Dean $5,083.32  

Pewaukee, WI HealthPartners Southeast $5,335.08 $500.00 

Pewaukee, WI Quartz Central $5,540.76 $500.00 

Jefferson County, WI Quartz Central $5,725.56  

 
 
Table 5: Family Plan Premium Comparison 

COMPARABLE  DESCRIPTION 

FAMILY 
ANNUAL 

PREMIUM 
DEDUCTIBLE 

AMOUNT 

Hartford, WI UMR 475 PPO (Wellness) $0.00 $750.00 

Hartford, WI UMR 1900 PPO $0.00 $3,000.00 

Lake Mills, WI Self Fund Health $0.00 $0.00 

Lake Mills, WI Alliance + trilogy Network $0.00 $3,200.00 

Sun Prairie, WI GHC Select HMO $0.00 $1,000.00 

Sun Prairie, WI PPO $0.00 $1,000.00 

Waukesha City, WI PPO2 $0.00 $2,650.00 

Germantown, WI Silver Plan $1,555.92 $6,000.00 

Brookfield, WI HDHP (Wellness) $1,657.20  

Germantown, WI Gold Plan $1,818.36 $2,000.00 
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McFarland, WI GHC-SCW DANE CHOICE $2,449.68 $0.00 

Menomonee Falls, WI HMO $2,559.60 $5,500.00 

Fort Atkinson, WI Quartz - UW Health $2,761.56  

Waupun, WI Plan 2 $3,004.80 $6,600.00 

Jefferson County, WI Mercy Care Health Plans $3,134.52  

Watertown, WI  HMO $3,139.56 $1,000.00 

Beaver Dam, WI  $3,165.24  

Jefferson City, WI  $3,234.24 $3,300.00 

Brookfield, WI HDHP $3,314.40  

Waupun, WI HMO Plan 1 $3,337.44 $4,000.00 

Fort Atkinson, WI Mercy Care Health Plans $3,410.76  

Waukesha County, WI HDHP $3,467.28 $4,200.00 

Pewaukee, WI GHC-SCW Neighbors $3,637.68 $1,000.00 

Hartland, WI Network Health Southeast Plan $3,686.28  

West Allis, WI PPO (Wellness) $3,712.44 $750.00 

Waukesha City, WI PPO1 (Wellness) $4,017.84 $1,250.00 

Dodge County, WI HDHP   HMO (Wellness) $4,042.08 $8,000.00 

Hartland, WI Dean Network Health Plan $4,346.76  

Jefferson County, WI GHC- SCW Neighbors $4,365.72  

McFarland, WI QUARTZ - UW HEALTH $4,432.08 $0.00 

Watertown, WI  POS $5,720.52 $1,000.00 

West Allis, WI HDHP (Wellness) $4,760.40 $3,300.00 

Fort Atkinson, WI GHC-SCW Neighbors $5,043.48  

Brookfield, WI PPO Plan (Wellness) $5,100.96  

West Bend, WI  $5,199.96 $0.00 

Dodge County, WI HDHP   HMO $5,305.20 $4,000.00 

Dodge County, WI HDHP PPO (Wellness) $5,558.16 $8,000.00 

Pewaukee, WI Dean Health Plan $5,943.36 $1,000.00 

West Allis, WI PPO $6,187.44 $750.00 

Jefferson County, WI Dean Health Plan $6,690.12  

Waukesha City, WI PPO1 $6,696.60 $1,250.00 

Brookfield, WI PPO Plan $6,801.12  

Dodge County, WI HDHP PPO $7,295.04 $4,000.00 

Fort Atkinson, WI Dean Health Insurance $7,349.16  

West Allis, WI HDHP $7,934.04 $3,300.00 

McFarland, WI Dean Health Plan $9,418.80 $0.00 

Watertown, WI  PPO $12,371.88 $1,000.00 

Pewaukee, WI Local Access Plan $12,462.00 $1,000.00 

Jefferson County, WI Access Plan - Dean $12,654.84  

Pewaukee, WI HealthPartners Southeast $13,261.68 $1,000.00 

Pewaukee, WI Quartz Central $13,775.76 $1,000.00 

Jefferson County, WI Quartz Central $14,260.20  

Fort Atkinson, WI Quartz Central $15,181.56  

 
This is not a comprehensive picture because employees have actual claims costs as well. 
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Expected Employee Cost  

 
Because premiums and deductibles are varied in the region, when considering the cost of the 

monthly premium plus the deductible, this is a truer look at the expected employee cost.  This 

calculation shows the City’s true position in the market as shown in the Tables below.   

 

Table 6: Single Plan Comparable Review 

COMPARABLE PLAN DESCRIPTION 

SINGLE 
ANNUAL 

PREMIUM 
DEDUCTIBLE 

AMOUNT 

EXPECTED 
ANNUAL RISK 
TO EMPLOYEE 

Lake Mills, WI Self Fund Health $0.00 $0.00 $0.00 

Hartford, WI UMR 475 PPO (Wellness) $0.00 $475.00 $475.00 

Sun Prairie, WI GHC Select HMO $0.00 $500.00 $500.00 

Sun Prairie, WI PPO $0.00 $500.00 $500.00 

McFarland, WI GHC-SCW DANE CHOICE $1,004.16 $0.00 $1,004.16 

Waukesha City, WI PPO2 $0.00 $1,450.00 $1,450.00 

West Allis, WI PPO (Wellness) $1,271.52 $250.00 $1,521.52 

Lake Mills, WI Alliance + trilogy Network $0.00 $1,600.00 $1,600.00 

McFarland, WI QUARTZ - UW HEALTH $1,797.12 $0.00 $1,797.12 

Watertown, WI HMO $1,305.48 $500.00 $1,805.48 

Hartford, WI UMR 1900 PPO $0.00 $1,900.00 $1,900.00 

Pewaukee, WI GHC-SCW Neighbors $1,485.48 $500.00 $1,985.48 

Waukesha City, WI PPO1 (Wellness) $1,284.00 $750.00 $2,034.00 

West Allis, WI PPO $2,119.32 $250.00 $2,369.32 

Germantown, WI Gold Plan $1,515.84 $1,000.00 $2,515.84 

West Bend, WI  $2,600.04 $0.00 $2,600.04 

Watertown, WI POS $2,357.04 $500.00 $2,857.04 

Waukesha City, WI PPO1 $2,139.84 $750.00 $2,889.84 

Pewaukee, WI Dean Health Plan $2,407.80 $500.00 $2,907.80 

Jefferson City, WI  $1,293.60 $1,650.00 $2,943.60 

West Allis, WI HDHP (Wellness) $1,626.36 $1,650.00 $3,276.36 

Waupun, WI HMO Plan 1 $1,335.12 $2,000.00 $3,335.12 

Waukesha County, WI HDHP $1,283.28 $2,100.00 $3,383.28 

Menomonee Falls, WI HMO $914.16 $2,750.00 $3,664.16 

McFarland, WI Dean Health Plan $3,791.76 $0.00 $3,791.76 

Germantown, WI Silver Plan $1,296.36 $3,000.00 $4,296.36 

West Allis, WI HDHP $2,710.68 $1,650.00 $4,360.68 

Waupun, WI Plan 2 $1,201.92 $3,300.00 $4,501.92 

Pewaukee, WI Local Access Plan $5,015.16 $500.00 $5,515.16 

Watertown, WI PPO $5,066.76 $500.00 $5,566.76 

Dodge County, WI HDHP   HMO (Wellness) $1,616.88 $4,000.00 $5,616.88 

Pewaukee, WI HealthPartners Southeast $5,335.08 $500.00 $5,835.08 

Pewaukee, WI Quartz Central $5,540.76 $500.00 $6,040.76 

Dodge County, WI HDHP   HMO $2,122.08 $4,000.00 $6,122.08 

Dodge County, WI HDHP PPO (Wellness) $2,223.36 $4,000.00 $6,223.36 
*Comparables that did not provide deductible amounts excluded 



McGrath Human Resources Group – City of Watertown, WI     38 
  

 

 
 
Table 7: Family Plan Comparable Review 

COMPARABLE PLAN DESCRIPTION 

FAMILY 
ANNUAL 

PREMIUM 
DEDUCTIBLE 

AMOUNT 

EXPECTED 
ANNUAL RISK TO 

EMPLOYEE 

Lake Mills, WI Self Fund Health $0.00 $0.00 $0.00 

Hartford, WI UMR 475 PPO (Wellness) $0.00 $750.00 $750.00 

Sun Prairie, WI GHC Select HMO $0.00 $1,000.00 $1,000.00 

Sun Prairie, WI PPO $0.00 $1,000.00 $1,000.00 

McFarland, WI GHC-SCW DANE CHOICE $2,449.68 $0.00 $2,449.68 

Waukesha City, WI PPO2 $0.00 $2,650.00 $2,650.00 

Hartford, WI UMR 1900 PPO $0.00 $3,000.00 $3,000.00 

Lake Mills, WI Alliance + trilogy Network $0.00 $3,200.00 $3,200.00 

Germantown, WI Gold Plan $1,818.36 $2,000.00 $3,818.36 

Watertown, WI  HMO $3,139.56 $1,000.00 $4,139.56 

McFarland, WI QUARTZ - UW HEALTH $4,432.08 $0.00 $4,432.08 

West Allis, WI PPO (Wellness) $3,712.44 $750.00 $4,462.44 

Pewaukee, WI GHC-SCW Neighbors $3,637.68 $1,000.00 $4,637.68 

West Bend, WI  $5,199.96 $0.00 $5,199.96 

Waukesha City, WI PPO1 (Wellness) $4,017.84 $1,250.00 $5,267.84 

Watertown, WI   POS $4,512.72 $1,000.00 $5,512.72 

Jefferson City, WI  $3,234.24 $3,300.00 $6,534.24 

West Allis, WI PPO $6,187.44 $750.00 $6,937.44 

Pewaukee, WI Dean Health Plan $5,943.36 $1,000.00 $6,943.36 

Waupun, WI HMO Plan 1 $3,337.44 $4,000.00 $7,337.44 

Germantown, WI Silver Plan $1,555.92 $6,000.00 $7,555.92 

Waukesha County, WI HDHP $3,467.28 $4,200.00 $7,667.28 

Waukesha City, WI PPO1 $6,696.60 $1,250.00 $7,946.60 

Menomonee Falls, WI HMO $2,559.60 $5,500.00 $8,059.60 

West Allis, WI HDHP (Wellness) $4,760.40 $3,300.00 $8,060.40 

Dodge County, WI HDHP   HMO $5,305.20 $4,000.00 $9,305.20 

McFarland, WI Dean Health Plan $9,418.80 $0.00 $9,418.80 

Waupun, WI Plan 2 $3,004.80 $6,600.00 $9,604.80 

West Allis, WI HDHP $7,934.04 $3,300.00 $11,234.04 

Dodge County, WI HDHP PPO $7,295.04 $4,000.00 $11,295.04 

Dodge County, WI HDHP   HMO (Wellness) $4,042.08 $8,000.00 $12,042.08 

Watertown, WI  PPO $12,371.88 $1,000.00 $13,371.88 

Pewaukee, WI Local Access Plan $12,462.00 $1,000.00 $13,462.00 

Dodge County, WI HDHP PPO (Wellness) $5,558.16 $8,000.00 $13,558.16 
*Comparables that did not provide deductible amounts excluded 

 

When considering deductible amounts alongside premium costs, the City’s position with the 

plans improve. HRA/HSA amounts are not calculated, so these types of programs will further 

reduce the employee expected cost.  Next, we examine how the City compares in terms of 

out-of-pocket maximums. 
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Maximum Employee Cost 

 
The following tables demonstrate that employees who experience a major medical event 

exceeding their deductible will face an average overall risk with the City’s plan compared to 

comparable plans, particularly when considering the maximum out of pocket expenses.   

 

 
Table 8: Single Plan Maximum Risk Comparative Review 

COMPARABLE PLAN DESCRIPTION 

SINGLE 
ANNUAL 

PREMIUM 

OUT OF 
POCKET 

MAXIMUM 

HIGHEST 
ANNUAL RISK 

TO 
EMPLOYEE 

Lake Mills, WI Self Fund Health $0.00 $0.00 $0.00 

Sun Prairie, WI GHC Select HMO $0.00 $1,000.00 $1,000.00 

Sun Prairie, WI PPO $0.00 $1,000.00 $1,000.00 

Waukesha City, WI PPO1 (Wellness) $1,284.00 $1,100.00 $2,384.00 

Hartford, WI UMR 475 PPO (Wellness) $0.00 $2,475.00 $2,475.00 

Lake Mills, WI Alliance + trilogy Network $0.00 $2,500.00 $2,500.00 

Waukesha City, WI PPO2 $0.00 $2,950.00 $2,950.00 

Watertown, WI HMO $1,305.48 $1,750.00 $3,055.48 

Waukesha City, WI PPO1 $2,139.84 $1,100.00 $3,239.84 

Waupun, WI HMO Plan 1 $1,335.12 $2,000.00 $3,335.12 

Watertown, WI POS $2,357.04 $1,750.00 $4,107.04 

Germantown, WI Silver Plan $1,296.36 $3,000.00 $4,296.36 

Waupun, WI Plan 2 $1,201.92 $3,300.00 $4,501.92 

Waukesha County, WI HDHP $1,283.28 $3,250.00 $4,533.28 

West Allis, WI HDHP (Wellness) $1,626.36 $3,000.00 $4,626.36 

West Allis, WI PPO (Wellness) $1,271.52 $3,500.00 $4,771.52 

Dodge County, WI HDHP HMO (Wellness) $1,616.88 $4,000.00 $5,616.88 

West Allis, WI PPO $2,119.32 $3,500.00 $5,619.32 

West Allis, WI HDHP $2,710.68 $3,000.00 $5,710.68 

Hartford, WI UMR 1900 PPO $0.00 $5,900.00 $5,900.00 

Dodge County, WI HDHP   HMO $2,122.08 $4,000.00 $6,122.08 

Dodge County, WI HDHP PPO (Wellness) $2,223.36 $4,000.00 $6,223.36 

Menomonee Falls, WI HMO $914.16 $5,500.00 $6,414.16 

Germantown, WI Gold Plan $1,515.84 $5,000.00 $6,515.84 

Watertown, WI PPO $5,066.76 $1,750.00 $6,816.76 

Dodge County, WI HDHP PPO $2,918.16 $4,000.00 $6,918.16 

West Bend, WI  $2,600.04 $5,000.00 $7,600.04 

McFarland, WI GHC-SCW DANE CHOICE $1,004.16 $9,200.00 $10,204.16 

Pewaukee, WI GHC-SCW Neighbors $1,485.48 $9,100.00 $10,585.48 

McFarland, WI QUARTZ - UW HEALTH $1,797.12 $9,200.00 $10,997.12 

Pewaukee, WI Dean Health Plan $2,407.80 $9,100.00 $11,507.80 

McFarland, WI Dean Health Plan $3,791.76 $9,200.00 $12,991.76 

Pewaukee, WI Local Access Plan $5,015.16 $9,100.00 $14,115.16 

Pewaukee, WI HealthPartners Southeast $5,335.08 $9,100.00 $14,435.08 
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Pewaukee, WI Quartz Central $5,540.76 $9,100.00 $14,640.76 

*Comparables that did not provide deductible amounts excluded 
 
 

 
Table 9: Family Plan Maximum Risk Comparative Review 

COMPARABLE PLAN DESCRIPTION 

FAMILY 
ANNUAL 

PREMIUM 

OUT OF 
POCKET 

MAXIMUM 

HIGHEST 
ANNUAL 
RISK TO 

EMPLOYEE 

Sun Prairie, WI GHC Select HMO $0.00 $2,000.00 $2,000.00 

Sun Prairie, WI PPO $0.00 $2,000.00 $2,000.00 

Hartford, WI UMR 475 PPO (Wellness) $0.00 $2,750.00 $2,750.00 

Lake Mills, WI Alliance + trilogy Network $0.00 $5,000.00 $5,000.00 

Waukesha City, WI PPO2 $0.00 $5,650.00 $5,650.00 

Waukesha City, WI PPO1 (Wellness) $4,017.84 $1,950.00 $5,967.84 

Watertown, WI  HMO $3,139.56 $3,500.00 $6,639.56 

Hartford, WI UMR 1900 PPO $0.00 $7,000.00 $7,000.00 

Waupun, WI HMO Plan 1 $3,337.44 $4,000.00 $7,337.44 

Germantown, WI Silver Plan $1,555.92 $6,000.00 $7,555.92 

Waukesha City, WI PPO1 $6,696.60 $1,950.00 $8,646.60 

Watertown, WI  POS $5,720.52 $3,500.00 $9,220.52 

Dodge County, WI HDHP   HMO $5,305.20 $4,000.00 $9,305.20 

Waupun, WI Plan 2 $3,004.80 $6,600.00 $9,604.80 

Waukesha County, WI HDHP $3,467.28 $6,500.00 $9,967.28 

West Allis, WI PPO (Wellness) $3,712.44 $7,000.00 $10,712.44 

West Allis, WI HDHP (Wellness) $4,760.40 $6,000.00 $10,760.40 

Dodge County, WI HDHP PPO $7,295.04 $4,000.00 $11,295.04 

Germantown, WI Gold Plan $1,818.36 $10,000.00 $11,818.36 

Dodge County, WI HDHP HMO (Wellness) $4,042.08 $8,000.00 $12,042.08 

West Allis, WI PPO $6,187.44 $7,000.00 $13,187.44 

Dodge County, WI HDHP PPO (Wellness) $5,558.16 $8,000.00 $13,558.16 

Menomonee Falls, WI HMO $2,559.60 $11,000.00 $13,559.60 

West Allis, WI HDHP $7,934.04 $6,000.00 $13,934.04 

West Bend, WI  $5,199.96 $10,000.00 $15,199.96 

Watertown, WI PPO $12,371.88 $3,500.00 $15,871.88 

McFarland, WI GHC-SCW DANE CHOICE $2,449.68 $18,400.00 $20,849.68 

Pewaukee, WI GHC-SCW Neighbors $3,637.68 $18,200.00 $21,837.68 

McFarland, WI QUARTZ - UW HEALTH $4,432.08 $18,400.00 $22,832.08 

Pewaukee, WI Dean Health Plan $5,943.36 $18,200.00 $24,143.36 

McFarland, WI Dean Health Plan $9,418.80 $18,400.00 $27,818.80 

Pewaukee, WI Local Access Plan $12,462.00 $18,200.00 $30,662.00 

Pewaukee, WI HealthPartners Southeast $13,261.68 $18,200.00 $31,461.68 

Pewaukee, WI Quartz Central $13,775.76 $18,200.00 $31,975.76 

*Comparables that did not provide deductible amounts excluded 
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The City’s HMO and POS plans, although not the strongest in the market, rates well in a catastrophic 

employee event.  

In Lieu of Coverage Payment  

 
The City has the discretion to implement a cash-in-lieu of health insurance program, allowing 

employees who have alternative health coverage to receive a taxable cash payment instead 

of enrolling in the employer-provided health plan.  Several important considerations must 

be taken into account:  

 

1. Cash payments made in lieu of health benefits are considered taxable income for 

employees. Employers must report these payments accordingly, and employees 

should be aware of the tax implications.  

2. Cash payments must be included in the calculation of an employee's regular rate of 

pay for determining overtime compensation. This inclusion increases the employer's 

overtime pay obligations. 

3. Cash-in-lieu programs must be consistently implemented across all eligible 

employees to avoid discrimination claims, including bargained positions.  There is 

additional impact to the collective bargaining process. 

4. Offering cash-in-lieu options might lead to adverse selection, where healthier 

employees opt out, leaving a higher-risk pool insured, which could increase overall 

health plan costs. To mitigate risks associated with adverse selection and to comply 

with ACA regulations, employers should require employees opting out of health 

coverage to provide proof of alternative minimum essential coverage. This practice 

helps ensure that employees are not left without health insurance and supports the 

employer's compliance efforts 

 

In light of this, a cash-in-lieu of program is not recommended for the City at this time even 

though a small number of comparable organizations do offer this program in the market. 

 

Health Insurance Summary 

 
The City would develop more value for employees by offering multiple plan design options 

(deductible options etc.) for employees.  While some newer members of the workforce may 

not fully appreciate the importance of health insurance, most existing employees and more 

experienced applicants recognize its value. By maintaining competitive premiums, 

continuing to offer a wellness program, and offering multiple plan options, the City will be 

well-positioned with an appealing and competitive health benefits package.  Feedback was 

offered during the Study that employees are dissatisfied with leaving the State’s Health Plan.  

Studying a strategic decision of that nature exceeds the scope of this study.  With that said, 

with the recent changes the City made, it appears the City is not the highest in the market in 

health insurance coverage, nor is it the lowest, so the City should focus on maintaining its 
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position, and not fall behind with this benefit offering, and focus more on internal equity 

organization wide. 

 

Time-Off Benefits   

 
Time-off and work/life balance continue to be top areas candidates and employees look at 

when considering employment and retention.  Therefore, the City’s paid time-off benefits 

were also reviewed.   

Holidays  

 
Currently the City offers a total of 11 observed holidays.  The comparables that provided 

holiday information reported total observed holidays between 6-11 days, with most 

reporting 10 days.  The figure below displays the observed holidays based on the number of 

comparables that reported them. 
 
 
Figure 12: Observed Holidays 

 

Some comparables also reported providing between  1-4 personal days/floating holidays per 

year, with the average reporting 2 days.  Floating holidays are beneficial when the City does 

not observe a federal holiday or for an individual religious holiday or traditional practices 

that do not align with the City’s holiday schedule.  The City should consider adding one (1) 

personal day or floating holiday to complement the observed holidays. 
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Vacation 

 
The City has two (2) vacation models (excluding exceptions for public safety), summarized 

as follows:  

    
Table 9: Current Vacation Models 

Employee 

Group 

Levels 

of 

Accrual 

Minimum 

Annual Accrual 

Maximum 

Annual 

Accrual 

Years to Reach 

Maximum 

Hourly 10 10 days 25 days 21 years 

Salary 3 15 days 25 days 16 years 

  

The comparables provide a range of 5-10 days in the first year of service, with the majority 

reporting a starting accrual of 10 days annually.  The maximum number of vacation day 

accruals range from 25-30 days, with the average accrual of respondents at 200 hours, which 

is occurring between the 15th - 25th year of employment, so the City is aligned to the market. 

 

The City’s vacation program is upfront, or front-loading, which means employees are given 

their vacation at the first of the year, and have the entire year to use their balance.  There is 

a small carryover provision into the new year for use in the first quarter, if needed.  It is 

understood the City has transitioned to an up-front model in the last few years.  However, 

the challenge with this type of model is the administration of the program when employees 

term throughout the year and have overutilized their benefit that must then be reimbursed 

back to the City. That payback process may be problematic when employers attempt to make 

adjustments on the final paycheck, because the City also needs to ensure all hours worked 

on the check are paid at least to the federal minimum wage, and large amounts of vacation 

being reclaimed puts the City at risk to not collect all the dollars in order to comply with 

federal minimum wage laws. The City should consider transitioning the vacation program 

back into an accumulating model on a pay period basis if it retains the vacation benefit.  Paid 

Time Off (PTO) is an alternative option for the City, discussed later. 

 

In addition, although it is understood Police and Fire work schedules vary, the City has 

accommodated the FLSA 207(k) scheduling into their respective scheduling pattern.  As a 

result, it would appear that the Fire and Police unions accumulate more time-off by the week 

than general employees, which is a bigger picture equity consideration.  

Sick Leave 

 
The City offers 4 hours of sick leave accumulated per pay period (104 hours) to a maximum 

balance of 120 days.  The comparables reported a range of sick accrual between 6-12 days, 

with most at 12 days (96 hours) and a maximum balance range between 25-180 days.  
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The City could adjust its sick time to 12 days per year, to be more aligned with the region and 

the state.  However, this may be an opportunity for the City to look at an alternative form of 

time-off program, called PTO. 

Paid Time-Off 

  

Work/life balance, flexibility, and paid time-off topics are very important to the total 

compensation package.  Having the rules and variations for each of the traditional methods 

of time-off may be confusing and frustrating for employees and managers, and it is likely a 

significant administrative burden to the administrative staff who set up and monitor the use 

of these forms of leave.  Many organizations add stringent rules for the use of benefits to help 

the employees manage their personal situations, but that often makes programs more 

difficult to manage, so considering an alternative time-off program option may be beneficial 

to the City.  This may also be very advantageous for future recruitment, when candidates are 

looking for increased flexibility with time-off.  

  

Paid Time-Off (PTO) is a single bank of time-off, which is then used for sick, vacation, and 

even bereavement time, instead of having different banks of time for different 

purposes.  Some organizations include holidays in this program, while others do 

not.  Generally, PTO has a larger overall rate than vacation, but less than vacation and sick 

time combined as a tradeoff for the increased flexibility provided under a PTO program, and 

there is an overall payout on the benefit.   The benefit has administrative ease, simplification, 

and new flexibility for employees.  Oftentimes the biggest challenge is transitioning 

accumulated sick and vacation hours into a new program, but this can be done successfully 

without loss of accumulated time.  Organizations that have done this are satisfied with the 

result once the transition is complete.   Multiple comparables reported using a PTO benefit 

for their employees with an annual minimum accrual range of 9-25 days and a maximum 

accrual range of 29-60 days.  The City could consider the concept of PTO to offer more 

flexibility within their benefits in the future. 

  

Typically, when an organization transitions to a PTO program, there is discussion of what to 

do with the current banks of time.  It is customary for vacation to be rolled over into the PTO 

program so employees start with a balance of time.  Available sick time can then be rolled 

into an Extended Leave Bank, in which employees may utilize this bank for major 

illness/accident events and FMLA qualifying events.  This way, the sick time the employee 

has already accumulated is still available for significant events in their personal life.  For 

hours that have been earned and are vested, there will need to be a payout mechanism built 

into these banks so there is no loss to the employee as a result of the change in programs, 

but the banks simply do not need to accumulate new hours, if not desired by the 

City.  Extended Leave Banks could be a grandfathered provision for current employees with 

sick time, so new employees would not be eligible.  Other programs allow employees to move 

PTO into the Extended Leave Bank annually.  
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Benefit Enhancement Opportunities 
 

Organizations should always consider various trends and influences, both public and private 

sector, to keep competitive with benefits.  The current trend in benefits is individualization 

to help meet the varying needs of a generationally diverse workforce. The following are other 

opportunities the City should explore in the future.   

Longevity 

 
Longevity is a traditional and tenured benefit intermittently found in the public sector that 

has never been proven to be effective toward promoting efficient and effective services, nor 

is it typically considered a retention tool simply because the amount is not intended to 

augment wages, nor is it base building. Longevity is instead considered a recognition benefit, 

but it is not often viewed as that.  

 

The City currently offers a longevity program, which was grandfathered in 2011.  This 

program does not allow new participants, but honors long-term employees who were in the 

program at the time it became grandfathered: 

 
Table 10:  Grandfathered Longevity Program 

Years of Service 
Annual Longevity 
Payment  

After 8 $175.50 

After 12 $351.00 

After 16 $526.50 

 

Longevity programs have gained popularity in the last couple years as a mechanism to 

acknowledge long term employees.  The City would benefit from re-introducing the longevity 

program, with a more substantive amount, but only paid once every five (5) years, with no 

proration. An example of a modified longevity program for the City is as follows: 

 
Table 11: Alternative Longevity Program Option 

Years of Service Longevity Payment  
10 $     500.00 

15 $  2,500.00 

20 $  5,500.00 

25 $  8,500.00 

30 $12,500.00 

 

Payout Provisions 

 
In terms of payouts, the City’s non-union payout provision is in the form of cash (for vacation 

hours only) or the City has a sick leave conversion formula to credit $60 for each sick day, to 

a maximum value of $7,200 for qualified retirements under the Wisconsin Retirement 



McGrath Human Resources Group – City of Watertown, WI     46 
  

System for the purposes of paying health premiums for the City’s health plan, through 

COBRA.  Up to 50% of the premium can be used from the sick leave conversion each month 

until funds are depleted.  The City does not have a retiree plan.   These options are rather 

limiting for the retiree, as their options are either considered taxable to the employee (cash 

for vacation hours) and the City pays related employment taxes on these amounts, or their 

only health plan option is the City’s plan until the funds are exhausted. 

The City could consider enhancing the payout provisions in a way that will assist employees 

with their future healthcare needs since the main reason employees choose not to retire is 

that they financially are not able to or cannot afford to continue healthcare coverage. These 

payouts could be developed to create a post-employment medical trust for the employee in 

which deposits are tax-free for both the employee and employer, are not considered income 

to the employee, and are to be used for medical expenses by the employee/qualified 

beneficiaries. This account is then portable, which allows the employee to use the account 

for a plan other than the City’s. 

Retirement Contributions 

 
In addition to the mandatory Wisconsin Retirement System (WRS), the City currently offers 

a Deferred Compensation 457(b) voluntary retirement option for employees to enhance 

their financial portfolio based on their own contributions.  Although the City contributes the 

State-mandated employer contribution for WRS, the State has started to see an offer to match 

contributions by flat amounts or nominal percentages to employee contributions into their 

457(b) accounts, which is a recruitment and retention tool.   One comparable entity reported 

providing an employer match. 

 

Tuition Reimbursement 

 
A Tuition Reimbursement program supports employees’ professional development and 

educational advancement.  Through this benefit, employees are typically provided with 

financial assistance to pursue further education or professional certifications.  Tuition 

Reimbursement programs often contain employee and coursework eligibility requirements, 

in addition to annual and career maximum limits.    The City’s current tuition reimbursement 

program is 25% of the tuition, not to exceed $500 per year.  The comparable market reported 

50% up to $1,000.  

 

Other Total Reward Opportunities  
 
Today’s employees are looking at the “big picture” when assessing where they want to work. 

Often, it extends beyond the traditional areas of compensation and benefits. A Total Rewards 

model takes into account the fluidity of the relationship between compensation, benefits, 

work-life effectiveness, recognition, performance management, and talent development.  
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Well-being, or work/life effectiveness comes from a specific set of organizational practices, 

policies and programs plus a philosophy that actively supports efforts to help employees 

achieve success both at work and at home. This philosophy recognizes every worker’s need 

to be appreciated as a contributor to the organization’s success. Productivity is enhanced 

when the organization supports employees in their efforts to manage both work and 

personal responsibilities. This supportive environment leads to an improved ability to 

attract, motivate, engage and retain members of the workforce.  The major areas to consider 

are how the City can support health and wellness, diversity, equity, workplace flexibility, 

dependent care, financial support programs, community involvement programs, and culture 

change initiatives.  

 

The following are considerations to enhance the City’s current Total Rewards program to 

support employees at different phases of their life.  The feasibility of the options must be 

analyzed by the City as a whole and are not necessarily recommendations. 

 
Paid Parental and Elder Care Leave 

 
Paid leave for employees who are new parents or will become parents is becoming a more 

common benefit that is also growing to include employees who need support in other facets 

of life including providing care and support to aging parents.  These paid benefits are not 

required in Wisconsin; however, some communities are adding this as a benefit and other 

states have adopted mandatory benefits of this nature, which is gaining support nationwide.  

Offering a paid leave benefit aligned to Family Medical Leave qualifying events for a duration 

of between 2-6 weeks should be considered by the City. One comparable organization 

reported offering this program. 

 
Volunteering Time Off 

 
Volunteer time-off is a paid leave system that allows employees to donate their time to local 

nonprofit organizations. Volunteer leave policies make an organization appealing to 

potential and existing employees who have a strong desire to give back to their community. 

In addition, this type of program allows employers to give back to their communities and 

nonprofits. Volunteer leave is when workers devote their leave period to charitable or 

community service activities. Some employers give their employees the freedom to choose 

where they want to spend their volunteer leave time, while others limit it to pre-approved 

locations.  Volunteer time-off is typically up to one (1) day per year.  It is understood the City 

allows time off for volunteering, but there is no written policy.  The City should memorialize 

this as an official benefit offering.  
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Childcare Assistance 

 
Childcare is one of the most expensive household expenses, and often is a barrier to 

employment for that reason. To address this issue, some communities work with local 

childcare facilities to negotiate discounted rates for municipal employees working within the 

community. Offering a childcare discount can increase employee satisfaction and 

engagement and can be a major recruitment tool.  The City could consider a percentage, flat 

rate, or scholarship program to subsidize this expense.   Although this was not a benefit found 

in the comparable market, this is a benefit some employers are considering on a national 

level as a means to reduce this potential ‘barrier’ for employees.   

 

Long Term Care Insurance  

 
Long-term care (LTC) is different from traditional medical care. Long-term care goes beyond 

medical treatment and nursing care to helping people cope in the face of a chronic illness or 

disability. Long-term care provides support in performing everyday tasks.  People need long-

term care for a number of reasons, but often it is simply for the process of getting older. Long-

term care services are typically needed by individuals unable to perform activities of daily 

living or who become cognitively impaired.   As the City’s workforce matures, there is a 

greater need for long-term care services which can be a significant financial burden without 

proper insurance coverage. Because this is a critical component to retirement planning, 

more employers nationally are offering LTC insurance programs and education. 

 

529 College Savings Plan 

 
A 529 plan is a tax-advantaged savings plan designed to help families save for college and a 

range of other qualified education expenses which is outlined in Section 529 of the Internal 

Revenue Code. This is a voluntary benefit option for the City to include in its benefits 

portfolio, while the preferred vendor works directly with the employee for enrollment and 

fund management.  

 

Adoption Assistance 

 
Adoption assistance programs provide financial assistance or reimburse families for 

expenses related to the adoption of a child.  This is a way to enhance employee recruitment 

and retention by showing commitment to not only employee health and wellness, but their 

family life. Including this with the City’s Cafeteria Plan for pre-tax expenses is an additional 

option. 
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Ancillary Offerings  

 
Items such as pet insurance, credit and ID theft monitoring, financial counseling services, 

are also ancillary offerings that can be made available to employees at a low cost, and can 

be impactful. 

 

Lifestyle Saving Account 

 
A Lifestyle Savings Account (LSA) offers employers an opportunity to help fund health and 

wellness costs that a traditional group health plan won’t cover. The employer determines 

what expenses are eligible for reimbursement through an LSA.  Here are a few examples of 

common spending opportunities through LSAs: 

 

• Gym memberships 

• Nutritional supplements 

• Fitness equipment 

• Groceries 

• Daycare 

• Athletic clothes 

• Life coaching 

• Continuing education courses 

• Sports Equipment 

 

This is considered a taxable income benefit. 

  

Future Opportunities 
 

During the Study, the Consultants noted organizational opportunities for the City’s 

consideration.  These recommendations are not tied to the compensation recommendations 

in the Report; but are viewed as prospects to facilitate efficiencies.  These recommendations 

are simply provided for the City’s consideration based on an objective third-party view. 

 

Centralized Internal Services  

 

The City has many needs, and while it is difficult to prioritize those needs, the organization 

must have stable internal services of HR, Finance, IT, and Legal in order to effectively support 

City departments in their operations, in addition to the governing body.  For example, the 

median HR to employee ratio is 1.4 HR staff to 100 employees served.  This ratio, however, 

may fluctuate based upon standardized processes, software capabilities, and outsourcing 

various HR functions. It must be stressed that HR functions across organizations differ in 

terms of centralized/decentralized recruitment processes, involvement with payroll, 
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workers compensation, training, labor relations, etc.  The City currently has an estimated 

200 employees with just over 1.0 FTE.  The current HR to employee ratio is not a manageable 

ratio. Similar estimates could be made with Information Technology.   These internal services 

are likely at capacity with the current staffing/organizational structure. How internal 

services are provided and what their needs are to better support the operational 

departments of the City should be a future item of discussion.   

 

  



Appendix A: Recommended Salary Schedule   
PAY GRADE TITLE  DEPT A B C D E F G H I J K 

5     $14.51 $14.87 $15.24 $15.62 $16.01 $16.41 $16.82 $17.24 $17.67 $18.11 $18.56 

 
 

 $30,180.80 $30,929.60 $31,699.20 $32,489.60 $33,300.80 $34,127.78 $34,985.60 $35,859.20 $36,753.60 $37,668.80 $38,604.80               
10     $15.51 $15.90 $16.30 $16.71 $17.13 $17.56 $18.00 $18.45 $18.91 $19.38 $19.86 

 
 

 $32,260.80 $33,072.00 $33,904.00 $34,756.80 $35,630.40 $36,516.73 $37,440.00 $38,376.00 $39,332.80 $40,310.40 $41,308.80 

 Production Assistant  Media Productions            
15     $16.60 $17.01 $17.44 $17.88 $18.33 $18.79 $19.25 $19.73 $20.22 $20.73 $21.25 

 
 

 $34,528.00 $35,380.80 $36,275.20 $37,190.40 $38,126.40 $39,072.90 $40,040.00 $41,038.40 $42,057.60 $43,118.40 $44,200.00               
100     $17.76 $18.20 $18.66 $19.13 $19.61 $20.10 $20.60 $21.12 $21.65 $22.19 $22.74 

 
 

 $36,940.80 $37,856.00 $38,812.80 $39,790.40 $40,788.80 $41,808.00 $42,848.00 $43,929.60 $45,032.00 $46,155.20 $47,299.20 

 Customer Service Associate  Rec Admin            

 Custodian/Maintenance Assistant  Library            
105     $19.01 $19.49 $19.98 $20.48 $20.99 $21.51 $22.05 $22.60 $23.17 $23.75 $24.34 

 
 

 $39,540.80 $40,539.20 $41,558.40 $42,598.40 $43,659.20 $44,740.80 $45,864.00 $47,008.00 $48,193.60 $49,400.00 $50,627.20 

 Library Assistant  Library            
110     $20.35 $20.86 $21.38 $21.91 $22.46 $23.02 $23.60 $24.19 $24.79 $25.41 $26.05 

 
 

 $42,328.00 $43,388.80 $44,470.40 $45,572.80 $46,716.80 $47,881.60 $49,088.00 $50,315.20 $51,563.20 $52,852.80 $54,184.00 

 Library Specialist  Library            

 Tech Services Specialist Library            

 Administrative Assistant I  Multiple            
115     $21.77 $22.31 $22.87 $23.44 $24.03 $24.63 $25.25 $25.88 $26.53 $27.19 $27.87 

 
 

 $45,281.60 $46,404.80 $47,569.60 $48,755.20 $49,982.40 $51,230.40 $52,520.00 $53,830.40 $55,182.40 $56,555.20 $57,969.60               
120     $23.29 $23.87 $24.47 $25.08 $25.71 $26.35 $27.01 $27.69 $28.38 $29.09 $29.82 

 
 

 $48,443.20 $49,649.60 $50,897.60 $52,166.40 $53,476.80 $54,808.00 $56,180.80 $57,595.20 $59,030.40 $60,507.20 $62,025.60 

 Facilities Maintenance Worker  Multiple             

 Parks Maintenance Worker  Park             

 Streets Maintenance Worker  Street             

 Utility Billing Specialist  Water            

 ADMINISTRATIVE ASSISTANT II Multiple            
125     $24.92 $25.54 $26.18 $26.83 $27.50 $28.19 $28.89 $29.61 $30.35 $31.11 $31.89 

 
 

 $51,833.60 $53,123.20 $54,454.40 $55,806.40 $57,200.00 $58,635.20 $60,091.20 $61,588.80 $63,128.00 $64,708.80 $66,331.20 

 Human Resources Assistant  Administration            

 Court Clerk  Municipal Court            

 Legal Assistant  City Attorney            

 Fiscal Specialist  Finance             

 Office/Program Coordinator  Health            

 Administrative Assistant III Multiple            

 Records Specialist  Police             

 Investigations Specialist  Police             

 Business Office Coordinator  Fire             
130     $26.65 $27.32 $28.00 $28.70 $29.42 $30.16 $30.91 $31.68 $32.47 $33.28 $34.11 

 
 

 $55,432.00 $56,825.60 $58,240.00 $59,696.00 $61,193.60 $62,732.80 $64,292.80 $65,894.40 $67,537.60 $69,222.40 $70,948.80 

 Parks Maintenance Technician Park             

 911 Dispatcher  Police             

 Community Service Officer Police             

 Streets Maintenance Technician Street             

 Solid Waste Technician  Solid Waste            

 Utility Billing Coordinator  Water/Wastewater             

 Utilities Technician I  Water/Wastewater             

 Water Operator in Training  Water/Wastewater             

 Wastewater Operator in Training  Water/Wastewater             
135     $28.52 $29.23 $29.96 $30.71 $31.48 $32.27 $33.08 $33.91 $34.76 $35.63 $36.52 

 
 

 $59,321.60 $60,798.40 $62,316.80 $63,876.80 $65,478.40 $67,121.60 $68,806.40 $70,532.80 $72,300.80 $74,110.40 $75,961.60 

 Code Enforcement Officer  Building Inspection            

 Paralegal City Attorney            

 Fire Inspector I Fire             

 Arborist Forestry             

 Public Health Technician/LPN Health             

 Circulation Manager  Library            
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 Media Production Coordinator  Media Productions            

 Parks Maintenance Crew Leader  Park             

 Recreation Coordinator - Special Events  Rec Admin            

 Heavy Equipment Operator Street            

 Mechanic I Street            

 Utilities Technician II  Water/Wastewater             

 Water Operator 1 Water/Wastewater             

 Wastewater Operator (B) Water/Wastewater             
140     $30.53 $31.29 $32.07 $32.87 $33.69 $34.53 $35.39 $36.27 $37.18 $38.11 $39.06 

 
 

 $63,502.40 $65,083.20 $66,705.60 $68,369.60 $70,075.20 $71,822.40 $73,611.20 $75,441.60 $77,334.40 $79,268.80 $81,244.80 

 Deputy Treasurer/Clerk  Finance             

 Bilingual Communication Specialist Health             

 Children's Librarian  Library            

 Adult Services Librarian  Library            

 Senior Center Enrichment & Office Manager  Rec Admin            

 Recreation Manager - League (Adult & Youth) Rec Admin            

 Recreation Manager - Aquatics  Rec Admin            

 Mechanic II Street             

 PW Foreman  Street             

 Utilities Technician III Water/Wastewater             

 Water/Wastewater Operator Water/Wastewater             
145     $32.65 $33.47 $34.31 $35.17 $36.05 $36.95 $37.87 $38.82 $39.79 $40.78 $41.80 

 
 

 $67,912.00 $69,617.60 $71,364.80 $73,153.60 $74,984.00 $76,856.00 $78,769.60 $80,745.60 $82,763.20 $84,822.40 $86,944.00 

 Building Inspector I  Building Inspection            

 Fire Inspector II Fire             

 Environmental Health Sanitarian I Health             

 Registered Nurse  Health             

 Media and Communications Director  Media Productions            

 Utilities Foreman  Water/Wastewater             
150     $34.95 $35.82 $36.72 $37.64 $38.58 $39.54 $40.53 $41.54 $42.58 $43.64 $44.73 

 
 

 $72,696.00 $74,505.60 $76,377.60 $78,291.20 $80,246.40 $82,243.20 $84,302.40 $86,403.20 $88,566.40 $90,771.20 $93,038.40 

 Building Inspector II Building Inspection            

 Civil Engineer I Engineering/Planning            

 City Forester  Forestry            

 Environmental Health Sanitarian II Health             

 Public Health Nurse  Health             

 

Environmental Health Sanitarian/Preparedness 
Coordinator  Health             

 Construction Project Manager  Street             

 W/WW Maintenance Foreman Water/Wastewater             

 Lab Coordinator  Water/Wastewater             
155     $37.40 $38.33 $39.29 $40.27 $41.28 $42.31 $43.37 $44.45 $45.56 $46.70 $47.87 

 
 

 $77,792.00 $79,726.40 $81,723.20 $83,761.60 $85,862.40 $88,004.80 $90,209.60 $92,456.00 $94,764.80 $97,136.00 $99,569.60 

 Human Resources Coordinator  Administration            

 IT Coordinator  Administration            

 Engineering Project Manager  Engineering/Planning            

 Engineering Project Manager/Grants Coordinator  Engineering/Planning            

 City Clerk  Finance             

 911 Dispatch Manager  Police             
160     $40.01 $41.01 $42.04 $43.09 $44.17 $45.27 $46.40 $47.56 $48.75 $49.97 $51.22 

 
 

 $83,220.80 $85,300.80 $87,443.20 $89,627.20 $91,873.60 $94,161.60 $96,512.00 $98,924.80 $101,400.00 $103,937.60 $106,537.60 

 Building Inspector III Building Inspection            

 Civil Engineer II Engineering/Planning            

 Parks Manager Park            

 Police Sergeant  Police $40.54 $41.55 $42.59 $43.66 $44.75 $45.87 $47.01 $48.19 $49.39 $50.63 $51.89 

 Assistant Streets Manager  Street                          
165     $42.82 $43.89 $44.99 $46.11 $47.26 $48.44 $49.65 $50.89 $52.16 $53.46 $54.80 

 
 

 $89,065.60 $91,291.20 $93,579.20 $95,908.80 $98,300.80 $100,755.20 $103,272.00 $105,851.20 $108,492.80 $111,196.80 $113,984.00 

 

Economic Development Manager & Strategic 
Initiatives  Administration            

 Planning & Zoning Manager  Building Inspection            

 Battalion Chief  Fire  $30.59 $31.35 $32.14 $32.94 $33.76 $34.60 $35.46 $36.35 $37.26 $38.19 $39.14 

 Assistant Health Director  Health             
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 Public Works Manager  Street            

 Assistant Water/Wastewater Manager  Water/Wastewater             
170     $47.08 $48.26 $49.47 $50.71 $51.98 $53.28 $54.61 $55.98 $57.38 $58.81 $60.28 

 
 

 $97,926.40 $100,380.80 $102,897.60 $105,476.80 $108,118.40 $110,822.40 $113,588.80 $116,438.40 $119,350.40 $122,324.80 $125,382.40 

 Library Director  Library            

 Police Captain  Police            

 Park, Recreation, & Forestry Director Rec Admin            

 Water/Wastewater Utilities Manager  Water/Wastewater             
175     $51.80 $53.10 $54.43 $55.79 $57.18 $58.61 $60.08 $61.58 $63.12 $64.70 $66.32 

 
 

 $107,744.00 $110,448.00 $113,214.40 $116,043.20 $118,934.40 $121,908.80 $124,966.40 $128,086.40 $131,289.60 $134,576.00 $137,945.60 

 Deputy Fire Chief  Fire            

 Public Health Officer  Health             

 Assistant Police Chief  Police             
180     $56.99 $58.41 $59.87 $61.37 $62.90 $64.47 $66.08 $67.73 $69.42 $71.16 $72.94 

 
 

 $118,539.20 $121,492.80 $124,529.60 $127,649.60 $130,832.00 $134,097.60 $137,446.40 $140,878.40 $144,393.60 $148,012.80 $151,715.20 

 Public Works Director  Engineering/Planning            

 Finance Director/Treasurer  Finance             

 Police Chief  Police             

 Fire Chief/Emergency Operations  Fire            
185     $62.67 $64.24 $65.85 $67.50 $69.19 $70.92 $72.69 $74.51 $76.37 $78.28 $80.24 

 
 

 $130,353.60 $133,619.20 $136,968.00 $140,400.00 $143,915.20 $147,513.60 $151,195.20 $154,980.80 $158,849.60 $162,822.40 $166,899.20 

 City Attorney  City Attorney            

 


