
 

Common Council 
 

Regular Meeting 
 

Agenda 

335 South Broadway 
De Pere, WI 54115 
www.deperewi.gov 

 
Wednesday, February 18, 2026 7:30 PM Council Chambers and Virtual 

 
 
Pursuant to Wisconsin Statute 19.84, Notice is hereby given to the public that a meeting of the Common 
Council of the City of De Pere will be held on February 18, 2026 at 7:30 PM in the COUNCIL 
CHAMBERS, 2ND FLOOR CITY HALL, 335 S. BROADWAY STREET. DE PERE. 
 

Electronic Meeting Access: Telephonic Meeting Access: 
https://www.gotomeet.me/DePere 1 (866) 899-4679 -or- 1 (312) 757-3117 

 Access Code: 154-883-285 
  
 

  
1. Call to Order 

2. Roll Call 

3. Pledge of Allegiance 

4. Approval of the Minutes 

 A. Approval of the minutes of the February 3, 2026 Common Council meeting. 

5. Presentations/Awards 

 A. Presentation by Brown County on the final proposed aesthetics for the Southern bridge and 
GV-15 retaining walls. 

6. Public Comments 
Comments made during the public comment period shall pertain only to matters under the 
jurisdiction of the Common Council. §6-3(f) DPMC 

7. New Business 

 A. Nuisance abatement appeal by Rachael Carriveau. 

   The Council may convene in closed session pursuant to Section 19.85(1)(a), Wis. Stats., 
for purposes of deliberating concerning a case which was the subject of any judicial or 
quasi-judicial trial or hearing before that governmental body. The Council will thereafter 
reconvene in open session pursuant to Section 19.85(2), Wis. Stats., to take action on 
items discussed in closed session, if appropriate, and to consider the remainder of the 
agenda. 
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 B. Recommendation from the Finance-Personnel Committee to approve Forte for merchant 
services using the service fee model for the Beer Gardens and pools. 

 C. Recommendation from the Board of Public Works on award of Contract 25-04 American 
Boulevard Utility Extension in the amount of $1,086,000.00 

 D. Recommendation from the Board of Public Works on award of Contract 26-03 Sewer Lining 
in the amount of $339,997.00 

 E. Recommendation from the Board of Public Works on award of Contract 26-05 Sidewalk and 
Curb Repairs in the amount of $395,215.00 

 F. Recommendation from the Board of Public Works on award of Contract 26-13 Crackfilling in 
the amount of $91,850.00 

 G. Recommendation from the Board of Public Works on award of Contract 26-15 Sewer 
Televising in the amount of $38,958.00 

 H. Recommendation from the Board of Public Works to approve a declining rate structure for 
water volume charges related to the Public Service Commission Rate Case. 

 I. Recommendation from the License Committee on an application for a Reserve Class "B" 
Fermented Malt Beverage/"Class B" Intoxicating Liquor License for Foxxy's Sports Pub & 
Grub LLC (DBA Foxxy's Sports Pub & Grub), 419 Main Av. Agent: Timothy Czarneski, 
Denmark WI. 

 J. For consideration and possible action to enter into an agreement pursuant to Wis. Stat. 755.04 
with the Honorable Gregg Schreiber to act as a temporary Municipal Judge appointed pursuant 
to Wis. Stat. 800.06(1), for a salary rate of $225.00 per service date, subject to final review and 
approval by the City Attorney. 

8. Old Business 

 A. Consideration and possible action related to the De Pere Ice Arena facility improvements and 
operations. 

9. Resolutions 

 A. Resolution #26-06 Establishing Tax Equivalent Payable to the City by the De Pere Water 
Utility. 

 B. Resolution #26-07 Approving Revised State/Municipal Financial Agreement (SMFA) (I-41, 
Southbridge Road Interchange). 

 C. Resolution #26-08 Authorizing Installment Payments for 2026 Sidewalk Repair or 
Replacement Expenses in Excess of $1,000 Ordered Under Wis. Stats. § 66.0907. 

 D. Resolution #26-09 Authorizing Contractor Agreement with Badger Concrete Lifting, LLC 
(Project #26-19 Mudjacking - Curb & Gutter and Sidewalk). 

 E. Resolution #26-10 Authorizing Standard Agreement for Professional Services with Allyson 
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Brunette Consulting LLC (Sustainability Commission Green Tier Legacy Community 
Scoresheet). 

 F. Resolution #26-11 Rescinding Property Taxes and Approval to pay net taxes utilizing 
Unassigned Reserves (Parcel Nos. ED-6 and WD-478-1). 

 G. Resolution #26-12 Authorizing Agreement for Professional Services with The Archer 
Company, LLC (Classification and Compensation Study). 

 H. Resolution #26-13 Authorizing Agreement for Contractor Services with Dark Horse 
Deconstruction LLC (Demolition - 126 South Broadway Street). 

10. Ordinances 

 A. Ordinance #26-05 Amending Chapter 150 of the De Pere Municipal Code Regarding Traffic 
Recommendations. 

 B. Ordinance #26-06 Amending Chapters 3, 6, 10, 13 & 74 and Sections 22-8 & 30-6 of the De 
Pere Municipal Code. 

 C. Ordinance #26-07 Amending De Pere Municipal Code Section 3-2 - Elective officials; terms; 
primary elections. 

 D. Ordinance #26-08 Amending De Pere Municipal Code Chapter 106 - Licenses and Permits. 

11. Future Agenda Items 

12. Adjournment 

  

  
  Any person wishing to attend this meeting who, because of disability, requires special 

accommodations should contact the Clerk’s office at 920-339-4050 by noon on the previous 
day so that arrangements can be made. 
 
The Public or Members of the Common Council, which may count toward an official 
quorum, may attend the meeting either in person in the Council Chambers or 
telephonically or electronically via video conferencing or other appropriate technological 
means.  
 
This meeting may also be rebroadcast on TV throughout the week and available on demand 
at https://deperewi.portal.civicclerk.com/. 

 
   

 

 

Page 3 of 505

https://deperewi.portal.civicclerk.com/


 

City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
4.A 

 
MEETING DATE: February 18, 2026 
DEPARTMENT: City Clerk 
FROM: Carey Danen, City Clerk 
SUBJECT: Approval of the minutes of the February 3, 2026 Common 

Council meeting. 
RECOMMENDED ACTION: Motion to approve. 

 
 
 
ATTACHMENTS: 
2-3-26 Common Council minutes_draft 
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Common Council  
 

Regular Meeting 
 

Minutes 

335 South Broadway 
De Pere, WI 54115 
www.deperewi.gov 

 
Tuesday, February 3, 2026 7:30 PM Council Chambers/Virtual 

 
1. Call to Order 

 
The meeting was called to order at 7:30PM by Mayor James Boyd. 
 

2. Roll Call 
 
Present: Dan Carpenter, Mike Eserkaln, Pamela Gantz, Jonathon Hansen, Amy Kundinger, Shana 
Ledvina, Casey Nelson, Devin Perock, James Boyd 
 

3. Pledge of Allegiance 
 
4. Approval of the Agenda 

 
Mayor Boyd moved, seconded by Alderperson Ledvina to remove item B from the consent 
agenda.  Upon vote, motion carried unanimously. 

RESULT: APPROVED AS AMENDED [UNANIMOUS] 
MOVER: James Boyd 
SECONDER:         Casey Nelson 
AYES:         Dan Carpenter, Mike Eserkaln, Pamela Gantz, Jonathon Hansen, Amy Kundinger, 

Shana Ledvina, Casey Nelson, Devin Perock, James Boyd 
 
5. Public Comments 
 Comments made during the public comment period shall pertain only to matters under the jurisdiction 

of the Common Council. §6-3(f) DPMC 
 
None. 
 

6. Consent Agenda 
 
A.   Approval of the minutes of the January 20, 2026 Common Council meeting. 
 
C. Recommendation from Plan Commission to approve a 2-lot extraterritorial certified survey 
map at 4600 BLK Heritage Heights in Ledgeview (Parcel D-446-1).  

RESULT: APPROVED [UNANIMOUS] 
MOVER: James Boyd 
SECONDER:         Casey Nelson 
AYES:         Dan Carpenter, Mike Eserkaln, Pamela Gantz, Jonathon Hansen, Amy Kundinger, 

Shana Ledvina, Casey Nelson, Devin Perock, James Boyd 
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 B. Recommendation from Plan Commission to approve a 3-lot certified survey map at 206 N 
Wisconsin ST, 224 N Wisconsin ST, and 550 William ST (Parcels ED-886, ED-875, ED-875-
1). 

 
Staff requested that this item be referred back in order to complete additional revisions to the 
map. 

RESULT: REFER BACK TO STAFF [UNANIMOUS] 
MOVER: Jonathon Hansen 
SECONDER:         Pamela Gantz 
AYES:         Dan Carpenter, Mike Eserkaln, Pamela Gantz, Jonathon Hansen, Amy Kundinger, 

Shana Ledvina, Casey Nelson, Devin Perock, James Boyd 
  
7. New Business 

 
 A. Recommendation from the Board of Park Commissioners to approve donation from De Pere 

Baseball in the amount of $5,000 to purchase robotic mowers to be used at Kelly Danen and 
Southwest Park baseball fields. 
 
Park Superintendent Brian Christnovich reported that the mowers are extremely quiet and that 
staff did not receive any noise complaints during the pilot program.  He also answered 
questions about the size of the mowers and explained that staff will post signage to stay off the 
fields until 9AM when the mowers are in use.   

RESULT: APPROVED BY ROLL CALL VOTE [UNANIMOUS] 
MOVER: Amy Kundinger 
SECONDER:         Devin Perock 
AYES:         Dan Carpenter, Mike Eserkaln, Pamela Gantz, Jonathon Hansen, Amy Kundinger, 

Shana Ledvina, Casey Nelson, Devin Perock, James Boyd 
 

 B. Recommendation from the Board of Park Commissioners to approve Amerilux as the main 
sponsor for the 2026 Beer Gardens.   

RESULT: APPROVED [UNANIMOUS] 
MOVER: Amy Kundinger 
SECONDER:         Pamela Gantz 
AYES:         Dan Carpenter, Mike Eserkaln, Pamela Gantz, Jonathon Hansen, Amy Kundinger, 

Shana Ledvina, Casey Nelson, Devin Perock, James Boyd 
 

 C. Recommendation from the License Committee on an application for a Class "B" Fermented 
Malt Beverage/"Class B" Intoxicating Liquor License for Colombian Flavors LLC (DBA 
Colombian Flavors), 365 Main Av Suite D.  Agent: Luz E. Barajas, De Pere WI.  

RESULT: APPROVED [UNANIMOUS] 
MOVER: Dan Carpenter 
SECONDER:         Pamela Gantz 
AYES:         Dan Carpenter, Mike Eserkaln, Pamela Gantz, Jonathon Hansen, Amy Kundinger, 

Shana Ledvina, Casey Nelson, Devin Perock, James Boyd 
 

Page 6 of 505



 D. Recommendation from the License Committee on an application for a Class "B" Fermented 
Malt Beverage/"Class C" Wine License for Natures Plant Nook (DBA Big Cheddar Bounce), 
2125 American Boulevard. Agent: Trisha Merckx, De Pere WI.  

RESULT: APPROVED [UNANIMOUS] 
MOVER: Dan Carpenter 
SECONDER:         Shana Ledvina 
AYES:         Dan Carpenter, Mike Eserkaln, Pamela Gantz, Jonathon Hansen, Amy Kundinger, 

Shana Ledvina, Casey Nelson, Devin Perock, James Boyd 
 

 E. Consideration and possible action on approval of Election Day Emergency Response Plan and 
alternate polling site.  

RESULT: APPROVED [UNANIMOUS] 
MOVER: Shana Ledvina 
SECONDER:         Pamela Gantz 
AYES:         Dan Carpenter, Mike Eserkaln, Pamela Gantz, Jonathon Hansen, Amy Kundinger, 

Shana Ledvina, Casey Nelson, Devin Perock, James Boyd 
 
8. Resolutions 
 

A. Resolution #26-05 Approving Sanitary Sewer Easement (Parcel No. ED-91; 815 Fox River 
Drive).  

RESULT: ADOPTED BY ROLL CALL VOTE [UNANIMOUS] 
MOVER: Dan Carpenter 
SECONDER:         Pamela Gantz 
AYES:         Dan Carpenter, Mike Eserkaln, Pamela Gantz, Jonathon Hansen, Amy Kundinger, 

Shana Ledvina, Casey Nelson, Devin Perock, James Boyd 
 

9. Informational 
 

A. Report and update on the acquisition of WD-387-1 (Main Avenue) for $110,000.00 utilizing 
TID 9 as the funding source. 
 
Attorney Joanne Bungert reported that the city closed on this purchase on Friday of last 
week.  When it came to Council for approval, staff did not indicate a funding source and 
therefore staff wanted to clarify that TID 9 was the funding source for the purchase. 
 

10. Future Agenda Items 
 
None. 
 

11. Adjournment 
 

Mayor Boyd moved, seconded by Alderperson Nelson to adjourn the meeting at 7:42 PM.  Upon 
vote, motion carried unanimously. 

  
 
Respectfully submitted, 
Carey Danen, City Clerk 
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
5.A 

 
MEETING DATE: February 18, 2026 
DEPARTMENT: Public Works 
FROM: Scott Thoresen, Public Works Director 
SUBJECT: Presentation by Brown County on the final proposed aesthetics 

for the Southern bridge and GV-15 retaining walls. 
RECOMMENDED ACTION: No Action Needed 

 
 
 
ATTACHMENTS: 
None 
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
7.A 

 
MEETING DATE: February 18, 2026 
DEPARTMENT: Police 
FROM: Jeremy Muraski, Police Chief 
SUBJECT: Nuisance abatement appeal by Rachael Carriveau. 
RECOMMENDED ACTION: Motion to deny.tion to deny. 

 
 
 
ATTACHMENTS: 
Nuisance Abatement Plan, Appeal Request, 26-100440 Nuisance Abatement Report (final 
redactions) 
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
7.B 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Finance 
FROM:  Pamela Manley, Finance Director 
SUBJECT:  Recommendation from the Finance-Personnel Committee to 

approve Forte for merchant services using the service fee model 
for the Beer Gardens and pools. 

RECOMMENDED 
ACTION: 

Motion to approve. 

 
The Finance-Personnel Committee voted unanimously to recommend approval at its February 
10, 2026 meeting. 
 
To accept credit/debit cards at the Beer Gardens and Pools this summer the Parks Department 
has worked with Forte, the company we use to process credit card transactions, to get a separate 
pricing fee schedule, see attachment. The current agreement passes along the convenience fee of 
2.80% of the payment amount with a minimum fee of $2.00 to the customer. This new pricing 
would decrease that minimum fee from $2.00 to $1.00 but have a higher percentage of 3.10%. 
As most concessions are for low dollar amounts this would save the customer $1/transaction. 
  
Please reach out to me prior to the meeting with any questions you may have. 
 
ATTACHMENTS: 
De Pere, WI - Beer Garden CSG Forte - CivicPlus - Gov Pricing 2025 
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PRICING FEE SCHEDULE 
De Pere, WI - Beer Garden 

 
Forte Payment Systems is proud to provide a robust processing platform and flexible pricing strategies: 
 

• Service Fee Model – in a service fee model approach, the citizen pays a service fee for processing their 
transaction. Your office absorbs no cost. 

 
Service (Convenience) Fee Pricing Option: 
MasterCard, Visa, Discover and American Express cards 

3.10% of the payment amount with a minimum fee of $1.00 based upon volume. 
Electronic check – online WEB and IVR payments 

Includes Forte Verification for known accounts. 

eCheck Transaction Tiers Fees Frequency 

$0.00 to $50,000.00 $2.00 w/Verification  Per Transaction 

$50,000.01 to $75,000.00 $3.25 w/Verification  Per Transaction 

$75,000.01 to $100,000.00 $6.25 w/Verification  Per Transaction 

$100,000.01 to $150,000.00 $10.25 w/Verification Per Transaction 

$150,000.01 + $250,000.00 $15.25 w/Verification  Per Transaction 

 
Equipment and Service Pricing: 
The following table reflects our Equipment and Service Offerings 

 
 
Select pricing option(s) desired:   Service Fee Pricing  
                                                                            

                   ☐ 

 
*Required Merchant Signature: ____________________________________________ 
 
 
 
 Date ______________________________ 

Standard Product Description Fees and Cost of Equipment 

 

 

VeriFone V400c Terminal 

(Cloud Based) 
 

 

 

$399.00 per terminal plus 

shipping 

 

 

Dynaflex II and Counter-Top Docking 

Station Bundle 

 

 

 

$219/Device with Docking 

station plus shipping 
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
7.C 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Public Works 
FROM:  Scott Thoresen, Public Works Director 
SUBJECT:  Recommendation from the Board of Public Works on award of 

Contract 25-04 American Boulevard Utility Extension in the 
amount of $1,086,000.00 

RECOMMENDED 
ACTION: 

Award Contract 25-04 American Boulevard Utility Extension to 
PTS Contractors, Inc. in the amount of $1,086,000.00 

 
The Board of Public Works at the February 9, 2026 meeting approved award of Contract 25-04 
American Boulevard Utility Extension to PTS Contractors, Inc. in the amount of $1,086,000.00 
and moved to send it to the Common Council for approval. The motion passed with a 5-0 vote. 
 
ATTACHMENTS: 
2026 0209 CE_Project_25-04_Award, 2026 0122 CE_Project 25-04_Bid Tab 
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To: Honorable Mayor Boyd 
 Members of the Board of Public Works  
From: Eric P. Rakers, P.E., City Engineer 
Date: February 9, 2026 
 
RE: Consideration and possible action on award of Contract 25-04 American Boulevard Utility 

Extension* 
 

The Engineering Department received bids for Project 25-04 American Boulevard Utility Extension on 
January 22, 2026.  This project involves the construction of American Boulevard from 1,350 feet south of 
Garroman Drive to the southern City limits.  The bids received are as follows: 
 

Contractor Total Bid 
PTS Contractors, Inc. $1,086,000.00 
Jossart Brothers, Inc. $1,095,000.00 
Advance Construction, Inc. $1,166,732.40 
David Tenor Corporation $1,209,582.80 
Relyco Plus LLC $1,269,249.42 
Michels Road and Stone, Inc. $1,358,066.52 
Dorner, Inc. $1,474,411.00 
Kruczek Construction, Inc. $1,509,000.00 

 
The project is being funded through TID 12 with the ongoing development with a portion from the 
Green Bay Metropolitan Sewerage District (GBMSD) for the extension of the Ninth Street Interceptor.  
The agreement for the purchase of the interceptor is being reviewed by GBMSD and will be brought to 
the Board in March.  The GBMSD amount below is an estimate and will be finalized in the agreement.  
The breakdown in funding is estimated as follows: 

• GBMSD     $200,000 
• TID 12:      $886,000 

 
Staff’s recommendation is to accept the bid from PTS Contractors, Inc. in the amount of $1,086,000. 
 
Attachments: 
2026 0122 Project 25-04 Bid Tab (PDF) 
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ITEM DESCRIPTION UNIT QTY UNIT PRICE AMOUNT BID UNIT PRICE AMOUNT BID UNIT PRICE AMOUNT BID UNIT PRICE AMOUNT BID UNIT PRICE AMOUNT BID UNIT PRICE AMOUNT BID UNIT PRICE AMOUNT BID UNIT PRICE AMOUNT BID

SS-01 Provide 24" PVC (PS115) Sanitary Sewer (Natural Backfill) LF 680 $128.00 $87,040.00 $130.00 $88,400.00 $147.00 $99,960.00 $193.00 $131,240.00 $171.70 $116,756.00 $171.70 $116,756.00 $183.00 $124,440.00 $313.00 $212,840.00
SS-02 Provide 24" PVC (PS115) Sanitary Sewer (Granular Backfill) LF 495 $237.00 $117,315.00 $310.00 $153,450.00 $263.00 $130,185.00 $280.00 $138,600.00 $375.92 $186,080.40 $375.92 $186,080.40 $490.00 $242,550.00 $750.00 $371,250.00
SS-03 Provide 8" PVC Sanitary Sewer (Natural Backfill) LF 75 $70.00 $5,250.00 $55.00 $4,125.00 $68.00 $5,100.00 $85.00 $6,375.00 $109.69 $8,226.75 $109.69 $8,226.75 $47.00 $3,525.00 $150.00 $11,250.00
SS-04 Provide 8" PVC Sanitary Sewer (Granular Backfill) LF 95 $125.00 $11,875.00 $118.00 $11,210.00 $134.00 $12,730.00 $125.00 $11,875.00 $299.48 $28,450.60 $299.48 $28,450.60 $152.00 $14,440.00 $170.00 $16,150.00
SS-05 Provide 4' Diameter Outside Drop Sanitary Sewer Manhole (2 Drops) LF 55 $1,265.00 $69,575.00 $1,130.00 $62,150.00 $949.00 $52,195.00 $1,046.00 $57,530.00 $1,061.80 $58,399.00 $1,061.80 $58,399.00 $1,190.00 $65,450.00 $937.00 $51,535.00
SS-06 Provide 4' Diameter Outside Drop Sanitary Sewer Manhole VF 30 $1,200.00 $36,000.00 $980.00 $29,400.00 $966.00 $28,980.00 $1,135.00 $34,050.00 $1,113.10 $33,393.00 $1,113.10 $33,393.00 $842.00 $25,260.00 $946.00 $28,380.00
SS-07 Connect to Existing Sanitary Sewer Manhole EA 1 $5,795.00 $5,795.00 $10,655.00 $10,655.00 $5,000.00 $5,000.00 $1,000.00 $1,000.00 $2,398.50 $2,398.50 $2,398.50 $2,398.50 $5,000.00 $5,000.00 $14,500.00 $14,500.00

ST-01 Provide 24" RCP Class IV Storm Sewer (Natural Backfill) LF 155 $98.00 $15,190.00 $84.00 $13,020.00 $106.00 $16,430.00 $109.00 $16,895.00 $114.73 $17,783.15 $114.73 $17,783.15 $102.00 $15,810.00 $102.50 $15,887.50
ST-02 Provide 24" RCP Class IV Storm Sewer (Granular Backfill) LF 95 $109.00 $10,355.00 $125.00 $11,875.00 $125.00 $11,875.00 $133.00 $12,635.00 $124.72 $11,848.40 $124.72 $11,848.40 $133.00 $12,635.00 $118.50 $11,257.50
ST-03 Provide 24" PVC, RCP Class III, or PP Storm Sewer (Natural Backfill) LF 425 $84.00 $35,700.00 $67.00 $28,475.00 $73.50 $31,237.50 $80.00 $34,000.00 $94.97 $40,362.25 $94.97 $40,362.25 $92.00 $39,100.00 $97.50 $41,437.50
ST-04 Provide 24" PVC, RCP Class III, or PP Storm Sewer (Granular Backfill) LF 75 $104.00 $7,800.00 $108.00 $8,100.00 $112.00 $8,400.00 $99.00 $7,425.00 $110.50 $8,287.50 $110.50 $8,287.50 $120.00 $9,000.00 $111.50 $8,362.50
ST-05 Provide 18" PVC, RCP Class III, or PP Storm Sewer (Natural Backfill)  LF 50 $83.00 $4,150.00 $53.00 $2,650.00 $58.50 $2,925.00 $59.00 $2,950.00 $79.90 $3,995.00 $79.90 $3,995.00 $75.00 $3,750.00 $82.50 $4,125.00
ST-06 Provide 15" RCP Class IV Storm Sewer (Granular Backfill)  LF 50 $92.00 $4,600.00 $84.00 $4,200.00 $83.50 $4,175.00 $84.00 $4,200.00 $83.64 $4,182.00 $83.64 $4,182.00 $94.00 $4,700.00 $81.50 $4,075.00
ST-07 Provide 15" PVC, RCP Class III, or PP Storm Sewer (Granular Backfill)  LF 10 $113.00 $1,130.00 $74.00 $740.00 $76.00 $760.00 $67.00 $670.00 $78.36 $783.60 $78.36 $783.60 $85.00 $850.00 $101.00 $1,010.00
ST-08 Provide 12" RCP Class IV Storm Sewer (Granular Backfill) LF 50 $87.00 $4,350.00 $82.00 $4,100.00 $88.00 $4,400.00 $77.00 $3,850.00 $76.72 $3,836.00 $76.72 $3,836.00 $81.00 $4,050.00 $91.50 $4,575.00
ST-09 Provide 12" PVC, RCP Class III, or PP Storm Sewer (Natural Backfill) LF 420 $43.00 $18,060.00 $50.00 $21,000.00 $43.00 $18,060.00 $49.00 $20,580.00 $50.90 $21,378.00 $50.90 $21,378.00 $50.00 $21,000.00 $58.50 $24,570.00
ST-10 Provide 12" PVC, RCP Class III, or PP Storm Sewer (Granular Backfill) LF 75 $54.00 $4,050.00 $68.00 $5,100.00 $69.00 $5,175.00 $65.00 $4,875.00 $70.22 $5,266.50 $70.22 $5,266.50 $55.00 $4,125.00 $75.50 $5,662.50
ST-11 Provide 4' Diameter Storm Manhole VF 20 $675.00 $13,500.00 $670.00 $13,400.00 $593.00 $11,860.00 $750.00 $15,000.00 $792.41 $15,848.20 $792.41 $15,848.20 $963.00 $19,260.00 $625.00 $12,500.00
ST-12 Provide Type B Inlet  EA 6 $3,025.00 $18,150.00 $3,250.00 $19,500.00 $2,925.00 $17,550.00 $3,330.00 $19,980.00 $3,553.12 $21,318.72 $4,053.12 $24,318.72 $3,300.00 $19,800.00 $3,350.00 $20,100.00
ST-13 Connect to Existing Storm Manhole  EA 1 $4,050.00 $4,050.00 $1,000.00 $1,000.00 $3,000.00 $3,000.00 $1,800.00 $1,800.00 $533.75 $533.75 $533.75 $533.75 $2,000.00 $2,000.00 $2,000.00 $2,000.00
ST-14 Provide 24" RCP Endwall EA 6 $1,540.00 $9,240.00 $1,800.00 $10,800.00 $1,643.00 $9,858.00 $1,480.00 $8,880.00 $1,669.90 $10,019.40 $2,169.90 $13,019.40 $2,105.00 $12,630.00 $1,555.00 $9,330.00
ST-15 Provide 18" RCP Endwall EA 1 $1,325.00 $1,325.00 $1,650.00 $1,650.00 $1,435.00 $1,435.00 $1,290.00 $1,290.00 $1,409.68 $1,409.68 $1,409.68 $1,409.68 $1,680.00 $1,680.00 $1,300.00 $1,300.00
ST-16 Provide 12" RCP Endwall EA 6 $1,130.00 $6,780.00 $1,450.00 $8,700.00 $1,265.00 $7,590.00 $1,045.00 $6,270.00 $1,166.34 $6,998.04 $1,336.34 $8,018.04 $1,525.00 $9,150.00 $1,070.00 $6,420.00

W-01 Provide 12" PVC Water Main (Natural Backfill) LF 1060 $76.00 $80,560.00 $70.00 $74,200.00 $68.00 $72,080.00 $83.00 $87,980.00 $95.32 $101,039.20 $95.32 $101,039.20 $75.00 $79,500.00 $81.75 $86,655.00
W-02 Provide 12" PVC Water Main (Granular Backfill) LF 50 $89.00 $4,450.00 $100.00 $5,000.00 $86.50 $4,325.00 $99.00 $4,950.00 $125.41 $6,270.50 $125.41 $6,270.50 $105.00 $5,250.00 $107.50 $5,375.00
W-03 Provide 8" PVC Water Main (Natural Backfill) LF 20 $95.00 $1,900.00 $50.00 $1,000.00 $72.00 $1,440.00 $85.00 $1,700.00 $109.71 $2,194.20 $109.71 $2,194.20 $1,878.00 $37,560.00 $144.00 $2,880.00
W-04 Provide 12" Gate Valve EA 2 $4,830.00 $9,660.00 $5,350.00 $10,700.00 $4,768.00 $9,536.00 $4,875.00 $9,750.00 $5,258.94 $10,517.88 $5,258.94 $10,517.88 $5,425.00 $10,850.00 $5,470.00 $10,940.00
W-05 Provide 6" Gate Valve EA 3 $1,900.00 $5,700.00 $2,075.00 $6,225.00 $1,845.00 $5,535.00 $1,900.00 $5,700.00 $2,142.09 $6,426.27 $2,142.09 $6,426.27 $2,195.00 $6,585.00 $2,100.00 $6,300.00
W-06 Provide Connection to Existing Water Main EA 1 $2,580.00 $2,580.00 $2,000.00 $2,000.00 $3,335.00 $3,335.00 $1,500.00 $1,500.00 $4,649.90 $4,649.90 $4,649.90 $4,649.90 $3,000.00 $3,000.00 $2,500.00 $2,500.00
W-07 Provide Hydrant (7.5' Bury) EA 1 $6,015.00 $6,015.00 $6,100.00 $6,100.00 $6,012.00 $6,012.00 $6,050.00 $6,050.00 $6,633.66 $6,633.66 $6,633.66 $6,633.66 $6,660.00 $6,660.00 $7,000.00 $7,000.00
W-08 Provide Hydrant (7.0' Bury) EA 2 $5,925.00 $11,850.00 $6,000.00 $12,000.00 $5,885.00 $11,770.00 $5,960.00 $11,920.00 $6,244.41 $12,488.82 $6,244.41 $12,488.82 $6,550.00 $13,100.00 $6,800.00 $13,600.00
W-09 Provide 6" PVC Hydrant Lead LF 15 $67.00 $1,005.00 $45.00 $675.00 $51.00 $765.00 $55.00 $825.00 $68.71 $1,030.65 $68.71 $1,030.65 $167.00 $2,505.00 $110.00 $1,650.00
W-10 Abandon/Remove Water Main and Appurtenances LS 1 $995.00 $995.00 $200.00 $200.00 $11,000.00 $11,000.00 $4,500.00 $4,500.00 $11,350.00 $11,350.00 $13,350.00 $13,350.00 $500.00 $500.00 $929.00 $929.00

SD-01 Unclassified Excavation (Pond) CY 51800 $3.20 $165,760.00 $2.42 $125,356.00 $4.21 $218,078.00 $3.33 $172,494.00 $4.50 $233,100.00 $4.78 $247,604.00 $5.00 $259,000.00 $3.30 $170,940.00
SD-02 Unclassified Excavation (Street) CY 1470 $19.20 $28,224.00 $20.60 $30,282.00 $8.37 $12,303.90 $5.32 $7,820.40 $8.37 $12,303.90 $4.60 $6,762.00 $11.50 $16,905.00 $5.25 $7,717.50
SD-03 Topsoil Stripping SY 43600 $0.30 $13,080.00 $0.52 $22,672.00 $0.63 $27,468.00 $0.52 $22,672.00 $0.63 $27,468.00 $1.00 $43,600.00 $0.90 $39,240.00 $0.51 $22,236.00
SD-04 Backyard Swale Ditching LF 780 $5.60 $4,368.00 $20.60 $16,068.00 $2.70 $2,106.00 $3.78 $2,948.40 $2.70 $2,106.00 $0.90 $702.00 $8.20 $6,396.00 $3.75 $2,925.00
SD-05 Permitted Wetland Fill SY 1500 $1.60 $2,400.00 $18.54 $27,810.00 $1.00 $1,500.00 $0.55 $825.00 $1.00 $1,500.00 $6.00 $9,000.00 $1.10 $1,650.00 $0.55 $825.00
SD-06 Provide 1 1/4" Crushed Aggregate Base Course TON 5000 $17.50 $87,500.00 $23.18 $115,900.00 $15.53 $77,650.00 $16.12 $80,600.00 $17.00 $85,000.00 $18.90 $94,500.00 $17.25 $86,250.00 $16.00 $80,000.00
SD-07 Landscape - Topsoil, Mesic Prairie Planting, Fertilizer and Mulch SY 1700 $2.70 $4,590.00 $1.48 $2,516.00 $3.95 $6,715.00 $2.78 $4,726.00 $2.59 $4,403.00 $2.99 $5,083.00 $2.70 $4,590.00 $3.10 $5,270.00
SD-08 Landscape - Topsoil, Mesic Prairie Planting, Fertilizer and Erosion Mat Class I Urban SY 19500 $3.25 $63,375.00 $2.87 $55,965.00 $5.30 $103,350.00 $3.92 $76,440.00 $2.69 $52,455.00 $3.34 $65,130.00 $4.20 $81,900.00 $3.45 $67,275.00
SD-09 Landscape - Topsoil, Seed, Fertilizer and Mulch SY 7400 $1.50 $11,100.00 $1.34 $9,916.00 $2.77 $20,498.00 $2.88 $21,312.00 $1.37 $10,138.00 $1.85 $13,690.00 $3.10 $22,940.00 $2.00 $14,800.00
SD-10 Landscape - Topsoil, Temporary Nurse Crop and Mulch SY 35000 $0.86 $30,100.00 $0.31 $10,850.00 $0.97 $33,950.00 $1.97 $68,950.00 $0.72 $25,200.00 $1.20 $42,000.00 $2.20 $77,000.00 $1.35 $47,250.00

SC-01 Provide Silt Fence LF 3200 $1.75 $5,600.00 $1.80 $5,760.00 $1.65 $5,280.00 $2.01 $6,432.00 $1.75 $5,600.00 $1.75 $5,600.00 $2.40 $7,680.00 $2.00 $6,400.00
SC-02 Inlet Protection Type A EA 3 $101.00 $303.00 $105.00 $315.00 $215.00 $645.00 $108.00 $324.00 $100.00 $300.00 $100.00 $300.00 $200.00 $600.00 $100.00 $300.00
SC-03 Inlet Protection Type D EA 8 $127.00 $1,016.00 $130.00 $1,040.00 $95.00 $760.00 $98.00 $784.00 $125.00 $1,000.00 $125.00 $1,000.00 $115.00 $920.00 $100.00 $800.00
SC-04 Provide Medium Rip Rap w/ Geotextile Fabric (Type HR) SY 1000 $49.00 $49,000.00 $36.00 $36,000.00 $39.75 $39,750.00 $64.57 $64,570.00 $35.00 $35,000.00 $41.00 $41,000.00 $41.50 $41,500.00 $64.00 $64,000.00
SC-05 Tracking Pad EA 1 $2,550.00 $2,550.00 $2,000.00 $2,000.00 $1,500.00 $1,500.00 $1,240.00 $1,240.00 $3,000.00 $3,000.00 $2,400.00 $2,400.00 $1,500.00 $1,500.00 $1,215.00 $1,215.00
SC-06 Adjust Manhole EA 1 $1,039.00 $1,039.00 $750.00 $750.00 $500.00 $500.00 $600.00 $600.00 $520.00 $520.00 $520.00 $520.00 $625.00 $625.00 $700.00 $700.00

BIDDER NO. 4BIDDER NO. 3

PTS Contractors, Inc Jossart Brothers, Inc. Advance Construction Inc. David Tenor Corporation

$1,509,000.00

BIDDER NO. 8BIDDER NO. 7BIDDER NO. 6BIDDER NO. 5

Kruczek Construction Inc.Dorner Inc.Michels Road & Stone, Inc.Relyco Plus LLC

SANITARY SEWER

$1,474,411.00

STREET & DRAINAGE

WATER MAIN

Project 25-04
American Boulevard Utility Extension

TOTAL AMOUNT BID:

SPECIAL CONSTRUCTION

BIDDER NO. 2BIDDER NO. 1

STORM SEWER

$1,358,066.52$1,269,249.42$1,209,582.80$1,166,732.40$1,095,000.00$1,086,000.00

Page 14 of 505



 

City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
7.D 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Public Works 
FROM:  Scott Thoresen, Public Works Director 
SUBJECT:  Recommendation from the Board of Public Works on award of 

Contract 26-03 Sewer Lining in the amount of $339,997.00 
RECOMMENDED 
ACTION: 

Award Contract 26-03 Sewer Lining to Visu-Sewer, LLC in the 
amount of $339,997.00 

 
The Board of Public Works at the February 9, 2026 meeting approved award of Contract 26-03 
Sewer Lining to Visu-Sewer, LLC in the amount of $339,997.00 and moved to send it to the 
Common Council for approval. The motion passed with a 5-0 vote. 
 
ATTACHMENTS: 
2026 0209 CI_BOPW_Award_26-03, 2026 0129 CE_Project 26-03 Bid Tab 
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To: Honorable Mayor Boyd 
 Members of the Board of Public Works  
From: Eric P. Rakers, P.E., City Engineer 
Date: February 9, 2026 
 
RE: Consideration and possible action on award of Contract 26-03 Sewer Lining* 
 
The Engineering Department received bids on Project 26-03 Sewer Lining on January 29, 2026.  The 
project consists of pipelining deteriorated sewers at locations around the City.  The bids received are as 
follows: 
 

Contractor Amount 
Visu-Sewer, LLC $339,997.00 
Insituform Technologies USA, LLC $387,631.00 
National Power Rodding Corp. $404,832.00 

 
 
The budgeted amount from the capital improvement program is $426,000 from the Sewage Revenue 
Fund. 
 
Staff’s recommendation is to accept the bid from Visu-Sewer, LLC in the amount of $339,997.00. 
 
Attachments: 
2026 0129 CE_Project 26-03_Bid Tab (PDF) 
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ITEM DESCRIPTION UNIT QTY UNIT PRICE AMOUNT UNIT PRICE AMOUNT UNIT PRICE AMOUNT
SP-01 Easement-4th/5th N/O Main - 10" Clay (I8-9SXDAA - I8-7SMDJK) LF 262 $42.00 $11,004.00 $64.00 $16,768.00 $50.00 $13,100.00
SP-02 Easement-4th/North Termini - 30" Concrete (I8-8KGE8S - I8-9SXDAA) LF 203 $354.00 $71,862.00 $292.00 $59,276.00 $695.00 $141,085.00
SP-03 Stine Way-8" Concrete (H7-9IKB3K - H7-EMREDS) LF 1083 $41.50 $44,944.50 $33.00 $35,739.00 $35.00 $37,905.00
SP-04 Lawrence Drive-12" Concrete (G7-IVRH3B - G7-W72YKE) LF 2878 $45.75 $131,668.50 $58.00 $166,924.00 $49.00 $141,022.00
SP-05 William Street-8" Concrete (I8-Q2TMH4 - I8-RK7MIJ) LF 194 $41.50 $8,051.00 $77.00 $14,938.00 $35.00 $6,790.00
SP-06 Lost Dauphin-8" Clay (I7-1JYAKS - I7-2NKCMO) LF 302 $41.50 $12,533.00 $55.00 $16,610.00 $35.00 $10,570.00
SP-07 Westwood Drive-8" Concrete (H7-QCOJJB - H7-SMHJJU) LF 297 $41.50 $12,325.50 $59.00 $17,523.00 $35.00 $10,395.00
SP-08 Westwood Drive-8" Concrete (H7-ELGJHN - H7-JM9JIR) LF 651 $41.50 $27,016.50 $51.00 $33,201.00 $35.00 $22,785.00
SP-09 Marsh Street-8" Clay (I7-EZSXK8-I7-HNKX6X) LF 348 $41.50 $14,442.00 $50.00 $17,400.00 $35.00 $12,180.00
SP-10 Televising Sanitary Laterals EA 6 $1,025.00 $6,150.00 $1,542.00 $9,252.00 $1,500.00 $9,000.00

TOTAL AMOUNT BID: $404,832.00$387,631.00$339,997.00

Insituform Technologies USA, 
LLC

National Power Rodding 
Corp

Visu-Sewer

Project 26-03

Sewer Lining

BIDDER NO. 3BIDDER NO. 2BIDDER NO. 1
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
7.E 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Public Works 
FROM:  Scott Thoresen, Public Works Director 
SUBJECT:  Recommendation from the Board of Public Works on award of 

Contract 26-05 Sidewalk and Curb Repairs in the amount of 
$395,215.00 

RECOMMENDED 
ACTION: 

Award Contract 26-05 Sidewalk and Curb Repairs to Al Dix 
Concrete, Inc. in the amount of $395,215.00 

 
The Board of Public Works at the February 9, 2026 meeting approved award of Contract 26-05 
Sidewalk and Curb Repairs to Al Dix Concrete, Inc. in the amount of $395,215.00 and moved to 
send it to the Common Council for approval. The motion passed with a 5-0 vote. 
 
ATTACHMENTS: 
2026 0209 CI_BOPW_Award_26-05, 2026 0129 CE_Project 26-05_Bid Tab 
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To: Honorable Mayor Boyd 
 Members of the Board of Public Works  
From: Eric Rakers, P.E., City Engineer 
Date: February 9, 2026 
 
RE: Consideration and possible action on award of Contract 26-05 Sidewalk and Curb Repairs* 
 
 
The Engineering Division received bids on Project 26-05 Sidewalk and Curb Repairs on January 29, 2026.  
This work is for the replacement of defective sidewalk and curb and gutter throughout the City.  The 
bids received are as follows: 
 

Contractor Amount 
Al Dix Concrete, Inc. $395,215.00 
Highway Landscapers, Inc. $419,925.00 

 
The budgeted amount form the capital improvement fund is $450,000 from the following: 

• Special Charges for Sidewalk Repairs: $225,000 
• General Obligation Debt: $105,000 
• Parks Department: $120,000 

 
Staff’s recommendation is to accept the bid from Al Dix Concrete, Inc. in the amount of $395,215.00. 
 
Attachments 
2026 0129 Project 26-05 Bid Tab (PDF) 
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ITEM DESCRIPTION UNIT QTY UNIT PRICE AMOUNT UNIT PRICE AMOUNT

SD-01 Provide 3/4" Crushed Aggregate Base Course TON 20 $20.00 $400.00 $30.00 $600.00
SD-02 Remove and Replace 8" Concrete Sidewalk and Driveway SY 50 $130.00 $6,500.00 $125.00 $6,250.00
SD-03 Remove and Replace 6" Concrete Sidewalk, Ramp, and Driveway SY 200 $117.00 $23,400.00 $125.00 $25,000.00
SD-04 Remove and Replace 4" Concrete Sidewalk SY 1500 $108.00 $162,000.00 $116.00 $174,000.00
SD-05 Drilled Tie Bars EA 1500 $8.00 $12,000.00 $10.00 $15,000.00
SD-06 Provide #4 Reinforcement Bars for Curb and Sidewalk LF 100 $3.00 $300.00 $4.00 $400.00
SD-07 Provide Detectable Warning Field (Natural Patina) EA 10 $450.00 $4,500.00 $500.00 $5,000.00

SD-08 Unclassified Excavation (Nelson Family Pavilion) CY 165 $35.00 $5,775.00 $35.00 $5,775.00
SD-09 Provide 3/4" Crushed Aggregate Base Course TON 200 $20.00 $4,000.00 $30.00 $6,000.00
SD-10 Remove and Replace 24" Concrete Curb and Gutter LF 150 $100.00 $15,000.00 $120.00 $18,000.00
SD-11 Provide Pedestrian Curb Head on Sidewalk LF 10 $65.00 $650.00 $35.00 $350.00
SD-12 Remove and Replace 8" Concrete Sidewalk and Driveway SY 10 $144.00 $1,440.00 $125.00 $1,250.00
SD-13 Remove and Replace 8" Concrete Sidewalk and Driveway (HES 3-Day) SY 10 $153.00 $1,530.00 $150.00 $1,500.00
SD-14 Remove and Replace 6" Concrete Sidewalk, Ramp, and Driveway SY 200 $117.00 $23,400.00 $125.00 $25,000.00
SD-15 Remove and Replace 4" Concrete Sidewalk SY 200 $108.00 $21,600.00 $116.00 $23,200.00
SD-16 Remove and Replace 6" Concrete Sidewalk (DOT Red) SY 10 $225.00 $2,250.00 $250.00 $2,500.00
SD-17 Remove and Replace 4" Concrete Sidewalk (DOT Red) SY 10 $198.00 $1,980.00 $250.00 $2,500.00
SD-18 Provide 6" Concrete Sidewalk (Playgrounds – Excavation and Aggregate by Others) SY 350 $99.00 $34,650.00 $105.00 $36,750.00
SD-19 Provide 6"Concrete Sidewalk (Nelson Pavilion) SY 270 $99.00 $26,730.00 $105.00 $28,350.00
SD-20 Provide 6" Concrete Sidewalk SY 80 $117.00 $9,360.00 $105.00 $8,400.00
SD-21 Provide 4" Concrete Sidewalk SY 225 $108.00 $24,300.00 $90.00 $20,250.00
SD-22 Drilled Tie Bars EA 225 $8.00 $1,800.00 $10.00 $2,250.00
SD-23 Provide #4 Reinforcement Bars for Curb and Sidewalk LF 200 $3.00 $600.00 $4.00 $800.00
SD-24 Provide Detectable Warning Field (Natural Patina) EA 5 $450.00 $2,250.00 $500.00 $2,500.00
SD-25 Adjust Manhole EA 2 $550.00 $1,100.00 $650.00 $1,300.00
SD-26 Adjust Manhole and Provide New Casting EA 2 $1,550.00 $3,100.00 $1,250.00 $2,500.00
SD-27 Adjust Inlet EA 2 $550.00 $1,100.00 $750.00 $1,500.00
SD-28 Adjust Inlet and Provide New Casting EA 2 $1,750.00 $3,500.00 $1,500.00 $3,000.00

Project 26-05 
Sidewalk and Curb Repair

BIDDER NO. 1 BIDDER NO. 2

TOTAL AMOUNT BID: $395,215.00 $419,925.00

Al Dix Concrete Inc Highway Landscapers, Inc.

STREET AND DRAINAGE (SIDEWALK REPAIR AREA)

STREET AND DRAINAGE (VARIOUS LOCATIONS)
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
7.F 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Public Works 
FROM:  Scott Thoresen, Public Works Director 
SUBJECT:  Recommendation from the Board of Public Works on award of 

Contract 26-13 Crackfilling in the amount of $91,850.00 
RECOMMENDED 
ACTION: 

Award Contract 26-13 Crackfilling to Asphalt Seal & Repair, 
Inc. in the amount of $91,850.00 

 
The Board of Public Works at the February 9, 2026 meeting approved award of Contract 26-13 
Crackfilling to Asphalt Seal & Repair, Inc. in the amount of $91,850.00 and moved to send it to 
the Common Council for approval. The motion passed with a 5-0 vote. 
 
ATTACHMENTS: 
2026 0209 CI_BOPW_Award_26-13, 2026 0129_CE_Project 26-13_Bid Tab 
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To: Honorable Mayor Boyd 
 Members of the Board of Public Works  
From: Eric P. Rakers, P.E., City Engineer 
Date: February 9, 2026 
 
RE: Consideration and possible action on award of Contract 26-13 Crackfilling* 
 
The Engineering Department received bids for Project 26-13 Crackfilling on January 29, 2026.  This work 
is for the maintenance of streets and parking lots.  The bids received are as follows: 
 

Contractor Amount 
Asphalt Seal & Repair, Inc. $91,850.00 
Thunder Road, LLC $104,500.00 
American Pavement Solutions, Inc. $123,200.00 
Fahrner Asphalt Sealers, LLC $145,200.00 

 
The allocated amount from the capital improvement budget is $145,000 from the following sources: 

• General Obligation Debt $120,000 
• Parks Department  $25,000 

 
Staff’s recommendation is to accept the bid from Asphalt Seal & Repair, Inc. in the amount of 
$91,850.00. 
 
Attachments: 
2026 0129 CE_Project 26-13_Bid Tab (PDF) 
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Item Description Unit Qty Unit Price Amount Bid Unit Price Amount Bid Unit Price Amount Bid Unit Price Amount Bid

SC-01
Crackfilling (HI-SPEC, Crafco, or 

Approved Equal)
LBS 55000 $1.67 $91,850.00 $1.90 $104,500.00 $2.24 $123,200.00 $2.64 $145,200.00

SPECIAL CONSTRUCTION

Asphalt Seal & Repair, 

Inc.
Thunder Road LLC

American Pavement 

Solutions Inc.
Fahrner Asphalt Sealers, 

LLC

TOTAL AMOUNT BID: $91,850.00 $104,500.00 $123,200.00 $145,200.00

BIDDER NO. 4BIDDER NO. 3BIDDER NO. 2BIDDER NO. 1

Project 26-13

Crackfilling
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
7.G 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Public Works 
FROM:  Scott Thoresen, Public Works Director 
SUBJECT:  Recommendation from the Board of Public Works on award of 

Contract 26-15 Sewer Televising in the amount of $38,958.00 
RECOMMENDED 
ACTION: 

Award Contract 26-15 Sewer Televising to Green Bay Pipe & 
TV, LLC in the amount of $38,958.00 

 
The Board of Public Works at the February 9, 2026 meeting approved award of Contract 26-15 
Sewer Televising to Green Bay Pipe & TV, LLC in the amount of $38,958.00 and moved to send 
it to the Common Council for approval. The motion passed with a 5-0 vote. 
 
ATTACHMENTS: 
2025 0209 CI_BOPW_Award_26-15, 2026 0205 CE_Project 26-15 Bid Tab 
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To: Honorable Mayor Boyd 
 Members of the Board of Public Works  
From: Eric P. Rakers, P.E., City Engineer 
Date: February 9, 2026 
 
RE: Consideration and possible action on award of Contract 26-15 Sewer Televising* 
 

The Engineering Department received bids on Project 26-15 Sewer Televising on February 5, 2026.  The 
bids received are as follows: 
 

Contractor Amount 
Green Bay Pipe & TV, LLC $38,958.00 
Speedy Clean, Inc. $39,420.00 
Aqualis $41,503.00 
National Power Rodding Corp. $182,900.00 

 
The allocated amount from the capital improvement budget is $80,000.  Funding will be $60,000 from 
the storm water utility fund and $20,000 from the sewage revenue fund. 
 
Staff’s recommendation is to accept the bid from Green Bay Pipe & TV, LLC in the amount of $38,958.00. 
 
Attachments: 
2026 0205 CE_Project 26-15_Bid Tab (PDF) 
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ITEM DESCRIPTION UNIT QTY UNIT PRICE AMOUNT BID UNIT PRICE AMOUNT BID UNIT PRICE AMOUNT BID UNIT PRICE AMOUNT BID
SP-01 Storm Sewer Cleaning (8" to 48") LF 49200 $0.40 $19,680.00 $0.40 $19,680.00 $0.43 $21,156.00 $0.25 $12,300.00
SP-02 Storm Sewer Heavy Cleaning (8" to 48") LF 1000 $0.00 $0.00 $0.00 $0.00 $0.00 $0.00 $5.00 $5,000.00
SP-03 Storm Sewer Televising (8" to 48") LF 49200 $0.39 $19,188.00 $0.40 $19,680.00 $0.41 $20,172.00 $3.00 $147,600.00
SP-04 Root Cutting LF 2000 $0.00 $0.00 $0.00 $0.00 $0.00 $0.00 $5.00 $10,000.00
SP-05 Mineral Deposit Removal LF 1000 $0.00 $0.00 $0.00 $0.00 $0.00 $0.00 $5.00 $5,000.00
SP-06 Televise Sanitary Sewer Lateral EA 1 $90.00 $90.00 $60.00 $60.00 $175.00 $175.00 $3,000.00 $3,000.00

Project 26-15
Sewer Televising

BIDDER NO. 4BIDDER NO. 3BIDDER NO. 2BIDDER NO. 1
National Power Rodding 

Corp
AQUALISSpeedy Clean Drain & SewerGreen Bay Pipe & TV, LLC

$182,900.00$41,503.00$39,420.00$38,958.00TOTAL AMOUNT BID:
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
7.H 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Public Works 
FROM:  Scott Thoresen, Public Works Director 
SUBJECT:  Recommendation from the Board of Public Works to approve a 

declining rate structure for water volume charges related to the 
Public Service Commission Rate Case. 

RECOMMENDED 
ACTION: 

Motion to approve. 

 
The Board of Public Works at the February 9, 2026 meeting approved retaining the declining 
rate structure for water volume charges and moved to send it to the Common Council for 
approval. The motion passed with a 5-0 vote. 
 
ATTACHMENTS: 
Consider Water Volume Charges for PSC Rate Case 2-4-2026, Large Water Volume Users 2-10-
2026, 2025 Largest Volume Users - Green Bay Provided Info 2-11-2026 
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To: Honorable Mayor Boyd 
 Board of Public Works Members  
From: Scott J. Thoresen, Director of Public Works 
Date: February 4, 2026 
RE: Consider and Possible Action on Water Volume Charges for PSC Rate Case* 
 

 

Background 
 
As part of the Public Service Commission (PSC) water rate case application, the City must select a 
preferred water volume charge structure. The PSC provides three options: 
 
Declining Rate Structure – Rates decrease as water usage increases per quarter. 
Constant Rate Structure – A fixed rate regardless of usage. 
Inclining Rate Structure – Rates increase as water usage increases per quarter. 
 

Current Structure 
 
The City’s current structure is a declining rate, where the rate decreases after 50,000 gallons per 
quarter: 
 
Tier 1: First 50,000 gallons – $8.18 per 1,000 gallons 
Tier 2: Next 450,000 gallons – $7.60 per 1,000 gallons 
Tier 3: Over 500,000 gallons – $6.75 per 1,000 gallons 
 
Customer Usage Summary (2024) 
 
Residential: 99.55% Tier 1 (minimal impact from any change) 
Commercial: 39% Tier 1, 48.72% Tier 2, 12.28% Tier 3 
Industrial: 11.68% Tier 1, 26.49% Tier 2, 61.83% Tier 3 
Public Authority: 43.26% Tier 1, 56.65% Tier 2, 3.26% Tier 3 
Multi-Family: 39.66% Tier 1, 57.08% Tier 2, 3.26% Tier 3 
 

Considerations 

• The City has ample water supply and capacity; conservation pricing is not necessary. 
• A change to constant or inclining rates would increase costs for major users, potentially 
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2 
 

affecting economic development and creating customer dissatisfaction. 
• The current declining rate structure aligns with PSC guidelines and supports local 

businesses and institutions. 
 
Recommendation 
 
Staff recommends retaining the existing declining rate structure for water volume charges. This 
approach: 

• Reflects the City’s abundant water capacity. 
• Promotes economic development by maintaining affordability for high-volume users. 
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To: Honorable Mayor Boyd 

 Members of the Common Council 

From: Scott J. Thoresen, Director of Public Works 
Date: February 10, 2026 
RE: 2025 Large Water Volume Users 
 

 

As part of the BOPW recent discussion regarding the water volume charge structure, discussion 
was had regarding the City’s largest water volume users. I have attached the City’s largest volume 
users for 2025 so you can see who would be impacted if the City were to switch from the existing 
declining rate structure. 
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CUSTOMER NAME VOLUME GALLONS
SONOCO PRODUCTS CO 49,212,300
ST NORBERT COLLEGE 20,836,200
EXPERA SPECIALTY SOLUTIONS LLC 12,264,400
TRUE NORTH ENERGY LLC 10,914,700
BELMARK 7,088,400
CLEANING SYSTEMS INC 6,955,500
CITY OF DE PERE 5,434,400
KWIK TRIP 5,021,500
BIGELOW RENTALS 4,980,900
RR DONNELLEY RESPONSE GRAPHIC 4,691,900
FYTERTECH NON WOVENS LLC 4,474,300
RENNES HEALTH CENTER 4,083,300
WEST DE PERE SCHOOLS 3,789,400
SUSTANA FIBER LLC 3,717,300
GREEN BAY PACKAGING DE PERE 3,340,100
EAST DE PERE SCHOOLS 3,027,500
WIECHMANN ENTERPRISE UNLIMIITED 2,949,300
NICOLET TOWN HOMES LLC 2,717,100
KELLY BIGELOW 2,680,700
NATIONAL MANAGEMENT LLC 2,606,100
LOCHMAN ENTERPRISES 2,601,800
NICOLET HIGHLANDS SENIOR APTS 2,419,600
LAWTON FOUNDRY APARTMENTS 2,280,300
TECTRON TUBE 2,211,600
ALHAMBRA VILLAGE DE PERE 2,157,700
MURPHY DEVELOPMENT 1,938,000
C A LAWTON CO 1,881,400
GREEN BAY PACKAGING DE PERE 1,847,800
CROWN SUITES LLC 1,785,900
PRESERVE DEVELOPMENT LLC 1,250,200

2025 LARGEST WATER VOLUME USERS
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
7.I 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  City Clerk 
FROM:  Carey Danen, City Clerk 
SUBJECT:  Recommendation from the License Committee on an application 

for a Reserve Class "B" Fermented Malt Beverage/"Class B" 
Intoxicating Liquor License for Foxxy's Sports Pub & Grub LLC 
(DBA Foxxy's Sports Pub & Grub), 419 Main Av. Agent: 
Timothy Czarneski, Denmark WI. 

RECOMMENDED 
ACTION: 

Motion to approve. 

 
This application is for one of the City's three available reserve licenses. 
 
The Police Department conducts background checks twice a month for all applications received 
during the previous two weeks.  Due to the timing of the application submission, results for this 
agent have not been received as of the agenda publication deadline.  If approved, the Clerk's 
office will not issue the license until the background check results have been confirmed. 
 
ATTACHMENTS: 
Foxxy's Sports Pub & Grub_application, Foxxy's Sports Pub & Grub_agent 
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
7.J 

 
MEETING DATE: February 18, 2026 
DEPARTMENT: City Attorney 
FROM: Joanne Bungert, City Attorney 
SUBJECT: For consideration and possible action to enter into an 

agreement pursuant to Wis. Stat. 755.04 with the Honorable 
Gregg Schreiber to act as a temporary Municipal Judge 
appointed pursuant to Wis. Stat. 800.06(1), for a salary rate of 
$225.00 per service date, subject to final review and approval 
by the City Attorney. 

RECOMMENDED ACTION: Motion to approve. 
 

 
 
ATTACHMENTS: 
tmpmqvo3b 
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CC-17, 04/09 Order for Judicial Assignment SCR 70
This form shall not be modified. It may be supplemented with additional material.

Page 1 of 1

STATE OF WISCONSIN SUPREME COURT BROWN COUNTY

Amended

ORDER FOR JUDICIAL ASSIGNMENT
Municipal Court General Application

CITY OF DEPERE

Assignment Information
Original Judge/Court

Honorable David Matyas
Code

99
District No.

8
Branch No.

Assignment Number
2026MG002994

Case Number Citation Number Case Caption

Additional information that will be helpful to the Chief Judge and the Judge to be assigned

General Assignment Requested Dates
02/18/2026, 02/25/2026, 02/26/2026

Reason for Assignment Application
Reason

Family Medical Leave

Order of Assignment
X IT IS ORDERED the judge(s) named below is assigned this period.

This assignment is denied.

Chief Judge/Deputy Chief Judge/District Court Administrator

Date

Name of Judge Assigned:
Honorable Gregg Schreiber

Assignment Dates:
02/18/2026, 02/25/2026, 02/26/2026

Also notify all persons of this assignment.

MUNICIPAL JUDGE: Notify all necessary parties of this transfer.

Chief Judge, Eighth Judicial District

Electronically signed by

Carrie A. Schneider

02-16-2026

Thomas Schappa
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
8.A 

 
MEETING DATE: February 18, 2026 
DEPARTMENT: Parks, Recreation & Forestry 
FROM: Marty Kosobucki, Parks, Recreation and Forestry Director 
SUBJECT: Consideration and possible action related to the De Pere Ice 

Arena facility improvements and operations. 
RECOMMENDED ACTION: Staff recommends approving one of the three options provided 

and extending current lease agreement for one year. 
 

 
 
ATTACHMENTS: 
Memo.Ice Arena Direction, Ice Arena User Group Presentation 12-8-25.Marty Edits 
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To: Common Council  
From: Marty Kosobucki 
Date: February 18, 2026 
 
RE: Consideration and possible action related to the De Pere Ice Arena facility improvements and 

operations. 
 
 
On December 20, 2025, staff conducted a presentation to City Council on the De Pere Ice Arena, its 
condition, and potential action steps for addressing the facility.  We wanted to allow a little bit of time 
for you to think through the issue and potential options prior to staff asking for direction.   
 
City staff would like to obtain the direction of City Council regarding two areas of concern on the Ice 
Arena.  The two areas are described below.   
 
Facility Improvements: 
Staff seeks the guidance on the preferred approach for repairs and upgrades to the De Pere Ice Arena.  
We have included the presentation in your packet for your reference, however the options previously 
laid out are:  
 

- Stay the Course +1 
o This option essentially keeps status quo.  We would fix and update things at the Ice 

Arena as we have funding.  The +1 includes meeting and working with user groups to 
improve the ice arena when opportunities rise. 

- Provide the Step Stool 
o This option lays out a concept to take on a $2 million renovation, provided we have a 

partnership with another entity(s). 
o The $2 million option essentially provides updates and repairs and takes on required 

changes needed for ADA compliance. 
- Be the Heavy 

o This option lays out a concept to take on a $4 million renovation, provided we have a 
partnership with another entity(s). 

o The $4 million option replaces the front part of the ice arena (lobby, upstairs, locker 
rooms, restrooms) and provides updates to interior arena.   

 
Lease Agreement: 
The current operations lease with Brown County Ice Management (BCIM) expires May 31, 2026. Given the 
timeline and pending decisions, staff recommends extending the lease for one year. This extension will allow 
for a comprehensive review, including input from the Board of Park Commissioners, to determine whether to 
continue with BCIM or solicit competitive bids.  
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De Pere Ice Arena

November 11, 2025

User Group Meeting
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Agenda

Background

Facilities - Capital

Ownership - Management

Options/Action
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Why (are we here)

Facility is aging and in need of repairs

        - Facility study provided road map for 
improvement options

Current surcharges and fees are not adequate to complete 
projected improvements and repairs

Complex situation with numerous policy perspectives
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Who

De Pere 
Voyageurs

Youth Hockey

Greater Green Bay 
Figure Skating Club
Youth Figure Skating

De Pere Voyageurs 
Booster Club

Support Group for 
WIAA Team

De Pere Voyageurs
High School Co op 

WIAA Team

De Pere Deacons
Adult League 

Hockey

USER 
GROUPS

OWNER / OPERATOR

Brown County Ice 
Management

GENERAL PUBLIC
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What (Have we done so far)

Strategy for De Pere Ice Arena facilities maintenance and management.

2024

Facilities Study and Park Board 
Discussion

Summer 2025

Research and User 
Group Meetings

Fall 2025

Analysis and User Group 
Discussion

Winter 2025

Council Presentation 
and Discussion

Early 2026

Council Direction
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Additional Information
• De Pere Ice Arena has strong cultural significance and local history. It was constructed in 1974.

• The rink currently operates only in the winter months and not in the summer months. In floor heat needs to be 
repaired in order to run year round. Facilities Improvements are needed, but there are other arenas with bigger 
challenges.

• Among user groups, approximately 27% of participants are City of De Pere residents. At the same time, Open Skate 
is very popular at the De Pere Ice Arena and may be serving a higher % of De Pere residents than residents from 
neighboring communities.

• Out of Town tournament attendees often choose De Pere hotels based on proximity between Cornerstone and De 
Pere Ice Arena.

• Placer.AI indicated that the rink has a yearly attendance of 64K with half of that coming from 393 different zip codes.

• Generally, the rink operates similar to an enterprise fund, with no levy dollars used for annual operations. Most 
capital is funded through the contract with BCIM and the rink fee surcharge.
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Additional Information

• De Pere Ice Arena is easy for visitors to navigate and an enjoyable place to watch ice skating.

• Even with the new sheet of ice planned for Cornerstone, the De Pere Ice Arena is still needed to meet regional need 
for ice facilities.

• BCIM has indicated if the De Pere Rink would close they would be able to handle about 30% of its use.  

• User groups are engaged, passionate about the facility and open to partnerships where possible. They have 
contributed time, sweat and equity into the facility in the past. The non-city locker rooms are top notch.

• If renovations are pursued and complete, there are options for future maintenance and ownership.

• There are possible untapped revenues, but they are not likely to be a windfall.
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Facilities - Capital
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Notable Past Capital Expenses

2018-2019

Bleachers & Chiller
 $346,000

2019-2020

Copper Coil 
$22,000

2020-2021

Hot Water Tank
$15,000

2021-2022

Roof Repair
$10,000

2023-2025

Compressor
$2,500

Current Fund Balance: $104,284
As of December 1, 2025

Capital expenses are generally funded via the rental 
surcharge, which is currently $35/hour.
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Future Anticipated Capital (Based on study) 

Priority 1 (W/in 1 Year) Priority 2 (W/in 2 years) Priority 3 (3-5 Years)

• $260,000
• Dehumidification software

• HVAC upgrades

• ADA related items

• Flooring

• $770,000
• Rink Floor replacement

• Stormwater enhancement

• Electrical upgrades

• Water heater/Storage Tank

• $341,000
• Ceiling membrane

• Sidewalk repair/replace

• Property line fencing

• HVAC

Priority 4/5 (5+ years)

• $760,000
• Dehumidification replacement

• Roof Membrane replacement

• Condenser unit replacement

The above information is not indicating and/or recommending a path forward.  It is highlighting the repairs and priority 
levels identified in the condition study of the Ice Arena on pages 63-65.  Costs and priorities will be re evaluated and 
prioritized based on direction from Council and available funding.
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Year Round Use
$2M

De Pere Ice Arena Facilities Renovation Options

Front Half 
Replacement

$4M
• This option repairs 

the facility as it is and 
implements ADA 
upgrades

• Annual Debt 
Payment (20 year): 
$155,000

• This option replaces 
the front of the Ice 
Arena (lobby/locker 
rooms) and updates 
the arena

• Annual Debt Payment 
(20 year): $315,000

Brand New Facility
$10-$15M

• Brand New Facility

• Limited feasibility in 
current funding 
environment
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Ownership & Management
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Current Operations and Revenues

• The City owns the Ice Arena, but contracts with Brown County Ice Management to operate. They 
coordinate all operations and normal facility maintenance.

• Facility improvements are conducted through minor (under $10,000 – BCIM), and major capital 
improvements (over $10,000 – City). 

• User groups have supported and contributed to facility repairs and improvements.

• Ice fees at De Pere Ice Arena include a surcharge of $35/hour that is used exclusively to fund facilities 
improvement and maintenance. Total rink rental fees are slightly less per hour than at Cornerstone. (De 
Pere Hourly Fees - $265/hour, Cornerstone - $272/hr)  

• Annual De Pere profit share split is also added to the facilities fund.

• The facilities fund pays for any debt related to capital work and is used to fund necessary repairs.
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Untapped Revenue Potential

De Pere Ice Arena

• Rink Advertising

• Summer Use Revenue (with or without rink)

• Food and Beverage

• Rental/Lease of newly created space to private company.  (renovated or new 
facility only)
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Management/Operating 
Considerations

City Land, City Building, City Operations Highest level of municipal control
Ice Arena Management not a standard government function.
City fully responsible for facilities maintenance.

City Land and Building, Leased Operations Partnership that shares operations and maintenance responsibility.
Experienced entity running facility.
Generally operates as enterprise fund situation.

City Land – Building privately owned and operated. City retains land ownership but relinquishes facility responsibility.
Less long-term capital risk for the City.
Less municipal authority specific to City requests/needs.
Partnership only viable with facility renovations.

Land/Building – Privately owned Private entity would likely make facilities improvements.
User groups would likely face increased fees and charges.
Impact to current park and fairground area.

Page 53 of 505



HOW (OPTIONS) De Pere 
Ice Arena
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Policy Ecosystem

Economic Climate 

Regional Recreation

 Citizen Input

Future City Needs

Funding Capacity

Comparable & Best Practices

Major changes in the ecosystem necessitate additional review
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Ice Arena Policy Options

Stay the Course +1 Provide the Stepstool Be the Heavy
Continue current maintenance 

and expand where possible
Pursue a partnership for 

renovations. $2M
Lead the partnership for 

renovations. $4M
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Stay the Course +1

• Work through project priority list and facilities needs, as funds are available.

• City to provide coordinated fundraising information for User Groups to increase fundraising opportunities. 
This could include banners/wall boards at the rink as well as expanded food and beverage options.

• Research and explore summer non-ice options for facilities rentals.

• Continue to contract with outside operator per current contract. Evaluate and amend contract as 
necessary.  Annual meeting with all user groups.

• No annual general fund dollars, item by item approval as directed by Council.

Feasibility: Easiest 
Financially: Safest 

Facility Longevity: Riskiest 
Administrative Effort: Easiest – for now

Timing: ImmediatePage 57 of 505



Provide the Stepstool

• City to map out partnership scenario to pursue $2M option, which would move the rink to year-round use.

• Fundraising + Bonding + Revenues = Project. 

• Example - With $1.25M in equity (fundraising), project would require $750,000 in debt (bonding) resulting 
in an annual payment over 20 years of $60,000.

• In above example - Current surcharge fees plus new revenues may be close to covering annual debt 
payment.

• Some annual general fund dollars until the renovation is complete.

• City to evaluate maintenance and ownership 

     options after improvements are complete. Feasibility: Fair to Moderate
Financially: Moderate 

Facility Longevity: Moderate 
Administrative Effort: Moderate 
Timing: Fundraising DependentPage 58 of 505



Be the Heavy

• City to map out partnership scenario to pursue $4M improvement option. $4M option includes year round 
use of the rink as well as a new ‘front’ visitor facility.

• Fundraising + Bonding + Revenues = Project.

• City anticipate to contribute significant capital in order to upgrade facility.

• Example - With $1.5M in equity (fundraising), project would require $2.5M in debt (bonding) resulting in an 
annual payment over 20 years of $196,000.

• Anticipated general fund dollars at a higher level.

• City to evaluate maintenance and ownership options after improvements are complete.

Feasibility: Complicated
Financially: Complex

Facility Longevity: Safest 
Administrative Effort: Complex – but options
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Key Takeaways
Facility has cultural and historic significance to the City of De Pere. From a 
user perspective, the De Pere Ice Arena offers a good fan and participant 
experience. 

User groups are engaged and passionate about facility.

The Facility provides needed ice space in the region, even with 
Cornerstone’s planned addition.

If renovation is desired at this time, the $2M option is most achievable.

Changes to the policy ecosystem could change direction and options.

Direction is needed as our contract with BCIM expires in the spring of 2026.
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Action/Direction

• What Policy Direction does the City want to move in?

• Stay the Course +1

• Provide a Stepstool

• Be the Heavy

• Other?

• Status and direction of current Operation Contract

• Extend current contract 1 year with amendments

• Recommended

• Go out for RFP

• Not recommended
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Questions? Thank you!
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
9.A 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Public Works 
FROM:  Scott Thoresen, Public Works Director 
SUBJECT:  Resolution #26-06 Establishing Tax Equivalent Payable to the 

City by the De Pere Water Utility. 
RECOMMENDED 
ACTION: 

Motion to approve. 

 
The Board of Public Works at the February 9, 2026 meeting approved Resolution Establishing 
Tax Equivalent Payable to the City by the Water Utility. The motion passed with a 5-0 vote. 
 
ATTACHMENTS: 
Reso26-06, Consider Water PILOT Resolution for PSC Rate Case 2-4-2026 
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 RESOLUTION #26-06 
 
 ESTABLISHING THE TAX EQUIVALENT PAYABLE TO THE CITY OF DEPERE  

BY THE DE PERE WATER UTILITY 
 

WHEREAS, the City of De Pere owns and operates a Water Public Utility (the “Utility”), for 

the provision of public services; and 

WHEREAS, pursuant to Wis. Stats. § 66.0811(2), the income of a municipal public utility 

must first be used to make payments to meet operation, maintenance, depreciation, interest and 

debt service fund requirements, and is required to pay to the City of De Pere local, county state 

and school tax equivalents; and  

WHEREAS, Wisconsin Administrative Code PSC 109.02 establishes a methodology for 

calculating the local tax equivalent a water utility is required to pay a municipality and the Public 

Service Commission makes an allowance for a PILOT (payment in lieu of taxes) as a component 

of a water utility’s total revenue requirement to determine appropriate rates; and 

WHEREAS, Wis. Stats. § 66.0811(2) also authorizes municipalities to reduce the tax 

equivalent; and 

WHEREAS, the City Council is willing to set the PILOT payment from the water utility at 

$500,000.00 annually to avoid additional PILOT increases due to the expense depreciation; and 

WHEREAS, the Board of Public Works has reviewed this matter and recommends approval 

thereof. 

NOW, THEREFORE, BE IT HEREBY RESOLVED: 

That the tax equivalent payable by the De Pere Water Utility to the City of 
De Pere shall be set at $500,000.00, effective as of January 1, 2027. 

 
 BE IT FURTHER RESOLVED: 
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Resolution #26-06 
Page 2 of 2 
 
 
 

That this payment shall be made in accordance with the provisions of Wis. 
Stats. § 66.0811(2) and relevant Public Service Commission regulations. 
 

BE IT FURTHER RESOLVED: 
 

That all City officials, officers, employees, and agents are authorized and 
directed to take such steps as are lawful and necessary in furtherance 
thereof. 

 
Adopted by the Common Council of the City of De Pere, Wisconsin, this 18th day of     

 
February, 2026. 
 

APPROVED: 
 

__________________________________ 
James G. Boyd, Mayor 

 
ATTEST: 

 
_________________________________ 
Carey E. Danen, City Clerk 

 
 
Ayes: _____ 
Nays: _____ 
Board/Committee Approval: 02/09/2026 
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To: Honorable Mayor Boyd 
 Board of Public Works Members  
From: Scott J. Thoresen, Director of Public Works 
Date: February 4, 2026 
RE: Consider and Possible Action on Resolution Establishing Tax Equivalent Payable to the 

City by the Water Utility* 
 

 
The City’s Water Utility currently makes an annual Payment in Lieu of Taxes (PILOT) to the City. For 2026, 
the PILOT amount is $475,000. As part of the City’s PSC rate case application, staff is requesting that the 
PSC approve a fixed annual PILOT payment of $500,000 to avoid additional increases in the future due to 
expense depreciation. 
 
Staff recommend approving the attached resolution authorizing the City to request the PSC to set the 
PILOT at a fixed annual amount of $500,000. 
 

Page 66 of 505



 

City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
9.B 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Public Works 
FROM:  Scott Thoresen, Public Works Director 
SUBJECT:  Resolution #26-07 Approving Revised State/Municipal 

Financial Agreement (SMFA) (I-41, Southbridge Road 
Interchange). 

RECOMMENDED 
ACTION: 

Motion to approve. 

 
The Board of Public Works at the February 9, 2026 meeting approved DOT –Revised 
State/Municipal Financial Agreement (SMFA) for Southbridge Interchange. The motion passed 
with a 5-0 vote. 
 
ATTACHMENTS: 
Reso26-07, 11306877 C De Pere Southbridge Interchange SMFA - Revised, DOT Southbridge 
Interchange Revise SMFA - 2-4-2026 
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 RESOLUTION #26-07 
 
 APPROVING REVISED STATE/MUNICIPAL FINANCIAL AGREEMENT 
 FOR A STATE – LET HIGHWAY PROJECT 

(I-41, Southbridge Road Interchange) 
 

WHEREAS, Wis. Stats. § 86.25 permits the State of Wisconsin Department of 

Transportation (WDOT) to enter into cost-share agreements with local units of government; 

and 

WHEREAS, the attached State/Municipal Agreement for a State – Let Highway Project 

(I.D. 1130-68-77/Design 1130-63-01) provides cost distribution for completion of the new I-

41/Southbridge diamond interchange, along with three multi-lane roundabouts along the new 

corridor, a new bridge over I-41 and auxiliary lanes between the new interchange and 

Scheuring Road to the north, as part of the Brown County Southbridge Connector project; and 

WHEREAS, this Agreement was previously approved by the Common Council pursuant 

to Resolution #25-04, but is being revised to incorporate actual project bid costs obtained from 

the recent WDOT project letting, which increases the cost-share amounts for both the City and 

the DOT, with the City’s share increasing to $10,648.08; and 

WHEREAS, the Board of Public Works has reviewed this Agreement and recommends 

that the City enter into the revised State/Municipal Financial Agreement as is attached hereto. 

NOW, THEREFORE, BE IT HEREBY RESOLVED: 

That the City Manager is hereby authorized and directed to enter into the 
attached State/Municipal Financial Agreement for a State – Let Highway 
Project. 

 
BE IT FURTHER RESOLVED: 

 
That all City officials, officers, employees, and agents are authorized and 
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Resolution #26-07 
Page 2 of 2 
 

directed to take such steps as are lawful and necessary in furtherance 
thereof. 

 
Adopted by the Common Council of the City of De Pere, Wisconsin, this 18th day of     

 
February, 2026. 

APPROVED: 
 

__________________________________ 
James G. Boyd, Mayor 

 
ATTEST: 

 
_________________________________ 
Carey E. Danen, City Clerk 

Ayes: _____ 
Nays: _____ 
Board/Committee Approval: 02/09/2026 
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Page 1 of 8     ID 1130-68-77 – NE Region 
 

 

 

 
STATE/MUNICIPAL FINANCIAL 

AGREEMENT FOR A STATE- LET 
HIGHWAY PROJECT 

 
 

 
Date: September 19, 2025 
I.D.: 1130-68-77 (Design 1130-63-01) 
Road Name: I-41, Southbridge Rd 
Title: Appleton – De Pere 
Limits: SBC Interchange 
County: Brown 
Roadway Length: 0.677 MI 

 
 

The signatory City of De Pere hereinafter called the Municipality, through its undersigned duly authorized officers 
or officials, hereby requests the State of Wisconsin Department of Transportation, hereinafter called the State, to 
initiate and affect the highway or street improvement hereinafter described. 

The authority for the Municipality to enter into this agreement with the State is provided by Section 86.25(1), (2), 
and (3) of the Statutes. 

 
 

NEEDS AND ESTIMATE SUMMARY: 

Existing Facility - Describe and give reason for request:  The I-41 Project corridor, which has four travel lanes.  
two in each direction – is congested and sees a higher rate of crashes than similarly configured freeways in 
Wisconsin.  By federal standards, the project area has multiple roadway design deficiencies, and much of its 
pavement and several bridges are nearing the end of their useful lives and must be replaced. 
 
Much of the original pavement in the corridor was built in the 1960s and has reached the end of its useful life, 
meaning further rehabilitations are no longer cost-effective. The project corridor also has narrow road shoulders, 
outdated ramp designs, and interchanges spaced too closely to one another – deficiencies that can contribute to 
safety and operational problems. 

Proposed Improvement - Nature of work:  The I-41/Southbridge interchange is a new diamond interchange 
proposed to connect with the future Brown County Southbridge Connector project.  WisDOT identified the diamond 
interchange with roundabouts as the preferred alternative for this location.  At the new Southbridge interchange, the 
roundabout alternative is the safest interchange option, provided the best traffic operations, and has the support of 
Brown County, Town of Lawrence, and City of De Pere. 

Work as part of the 1130-68-77 project will include completion of the new Southbridge interchange.  Three multi-
lane roundabouts will be installed along the new corridor (I-41 SB ramps, I-41 NB ramps, and French Road).  Work 
will also include a new bridge over I-41 and auxiliary lanes between the new interchange and Scheuring Road to the 
north.  

Describe non-participating work included in the project and other work necessary to finish the project 
completely which will be undertaken independently by the municipality: Architectural surface treatment and 
staining will be added to the new I-41/Southbridge overpass along with a silhouette attached to the 
parapet fence.  Stamped colored concrete will also be added to the center island of the three remaining 
roundabouts (I-41 SB, I-41 NB, and French Road).  The municipality is responsible for the additional 
cost of stamping.  Sanitary manhole and water valve adjustments are also included for matching final 
roadway grades.   

 

 
Phase 1 

Total Est. 
Cost 

Federal/State 
Funds 

 
% 

Other 
Funds 

 
% 

Municipal 
Funds 

 
% 

Design Engineering N/A N/A 100% $0 0% $0 0% 

Real Estate Acquisition N/A N/A 100% $0 0% $0 0% 

Page 70 of 505



 

Page 2 of 8     ID 1130-68-77 – NE Region 
 

 

Municipal Utility Coordination: N/A N/A 100% $0 0% $0 0% 

Construction 2: 1130-68-77  

Category 1000 – Roadway $13,287,109.40 $13,287,109.40 100% $0 0% $0 0% 

Category 1010 – Roadway Resiliency $823,950.41 $823,950.41 100% $0 0% $0 0% 

Category 1100 – Lighting $723,002.47 $723,002.47 100% $0 0% $0 0% 

Category 1200 – FTMS / ITS $442,407.38 $442,407.38 100% $0 0% $0 0% 

Category 1400 – CSD3 (Architectural 
Surface Treatment & Staining) 

$57,838.42 $46,270.74 80% 
MAX 

$5,783.84 10%  
+BAL 

$5,783.84 10% 
 +BAL 

Category 1410 - CSD3 (Fence 
Silhouettes)  

$12,880.00 $10,304.00 80% 
MAX 

$2,576.00 20%  
+BAL 

$0 0%  
 

Category 1420 – CSD3 (Stamping 
Colored Concrete – Town of 
Lawrence) 

$13,558.50 $10,846.80 80% 
MAX 

$2,711.70 20% 
+BAL 

$0 0% 
 

Category 1430 – CSD3 (Stamping 
Colored Concrete – City of De Pere) 

$22,459.50 $17,967.60 80% 
MAX 

$0 0% 
 

$4,491.90 20% 
+BAL 

Category 1600 – 100% City of De Pere 
Funded 

$15.84 $0 0% $0 0% $15.84 100% 

Category 1610 – 100% Brown County 
Funded 

$15.84 $0 0% $15.84 100% $0 0% 

Category 1620 – 100% Town of 
Lawrence Funded 

$15.84 $0 0% $15.84 100% $0 0% 

Category 1700 – Utilities (Town of 
Lawrence) 

$3,565.00 $3,208.50 90% $356.50 10% $0 0% 

Category 1710 – Utilities (City of De 
Pere) 

$3,565.00 $3,208.50 90% $0 0% $356.50 10% 

Category 1800 – 100% State Funded $0.01 $0.01 100% $0 0% $0 0% 

Category 2000 – B-05-0696 
I41/Southbridge 

$3,092,221.24 $3,092,221.24 100% $0 0% $0 0% 

Category 3000 – C-05-0800 I41 over 
Hemlock Creek 

$201,982.94 $201,982.94 100% $0 0% $0 0% 

Category 6000 – S-05-0423 $135,700.00 $135,700.00 100% $0 0% $0 0% 

Category 6010 – S-05-0431 $115,950.54 $115,950.54 100% $0 0% $0 0% 

Category 6020 – S-05-0432 $100,115.04 $100,115.04 100% $0 0% $0 0% 

Category 6030 – S-05-0433 $115,950.54 $115,950.54 100% $0 0% $0 0% 

Category 6040 – S-05-0438 $40,790.50 $40,790.50 100% $0 0% $0 0% 

Category 6050 – S-05-0439 $168,116.29 $168,116.29 100% $0 0% $0 0% 

Category 6060 – S-05-0440 $257,789.75 $257,789.75 100% $0 0% $0 0% 

Category 6070 – S-05-0441 $49,064.75 $49,064.75 100% $0 0% $0 0% 

Category 6080 – S-05-0442 $104,358.54 $104,358.54 100% $0 0% $0 0% 

Category 6090 – S-05-0443 $111,013.18 $111,013.18 100% $0 0% $0 0% 

Category 6100 – S-05-0446 $45,390.50 $45,390.50 100% $0 0% $0 0% 

       Subtotal $19,928,827.42 $19,906,719.62  $11,459.72  $10,648.08  

Total Est. Cost Distribution $19,928,827.42 $19,906,719.62 $11,459.72 $10,648.08 

1. Costs shown are estimates only and may be updated as design progresses 
2. Estimates include construction engineering, estimated at 15%. 
3. Community Sensitive Design (CSD) amenities considered to be the preference of the community are funded with 80% federal 
funding up to a maximum of $56,000 for category 1400, $12,000 for category 1410, $12,000 for category 1420, and $20,000 for 
category 1430. 
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This request is subject to the terms and conditions that follow (pages [3] – [8]); is made by the undersigned under 
proper authority to make such request for the designated Municipality, and upon signature by the State and 
delivery to the Municipality shall constitute agreement between the Municipality and the State.  A review of the 
existing State Municipal Maintenance Agreement (SMMA) or creation of a new SMMA signed by the 
Municipality and the State shall be completed in conjunction with this agreement. The initiation and 
accomplishment of the improvement will be subject to the applicable federal and state regulations. No term or 
provision of neither the State/Municipal Financial Agreement nor any of its attachments may be changed, waived 
or terminated orally but only by an instrument in writing executed by both parties to the State/Municipal Financial 
Agreement.  

Signed for and on behalf of the City of De Pere   
 
Name      Title       
 
Signature          Date 
 
Signed for and on behalf of the State  
 
Name        Title                   
 
Signature                          Date 
 

TERMS AND CONDITIONS: 

1. The Municipality shall pay to the State all costs incurred by the State in connection with the improvement which 
exceeds federal/state financing commitments or are ineligible for federal/state financing. Local participation 
shall be limited to the items and percentages set forth in the Summary of Costs table, which shows Municipal 
funding participation. In order to guarantee the Municipality’s foregoing agreements to pay the State, the 
Municipality, through its above duly authorized officers or officials, agrees and authorizes the State to set off 
and withhold the required reimbursement amount as determined by the State from General Transportation 
Aids or any moneys otherwise due and payable by the State to the Municipality. 

2. Funding of each project phase is subject to inclusion in an approved program and per the State’s Facility 
Development Manual (FDM) standards.  Federal aid and/or state transportation fund financing will be limited 
to participation in the costs of the following items as specified in the Summary of Costs: 

(a)  Design engineering and state review services. 

(b)  Real Estate necessitated for the improvement. 

(c)  Compensable utility adjustment and railroad force work necessitated for the project. 

(d)  The grading, base, pavement, curb and gutter, and structure costs to State standards, excluding the cost of 
parking areas. 

(e)  Storm sewer mains, culverts, laterals, manholes, inlets, catch basins, and connections for surface water 
drainage of the improvement; including replacement and/or adjustments of existing storm sewer manhole 
covers and inlet grates as needed. 

(f)  Construction engineering incidental to inspection and supervision of actual construction work, except for 
inspection, staking, and testing of sanitary sewer and water main. 

(g)  Signing and pavement marking necessitated for the safe and efficient flow of traffic, including detour routes. 

(h)  Replacement of existing sidewalks necessitated by construction and construction of new sidewalk at the 
time of construction.  Sidewalk is considered to be new if it’s constructed in a location where it has not 
existed before.  
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(i)  Replacement of existing driveways, in kind, necessitated by the project. 

(j)  New installations or alteration resulting from roadway construction of standard State street lighting and 
traffic signals or devices. Alteration may include salvaging and replacement of existing components. 

(k)  Eligible Community Sensitive Design (CSD) amenities considered to be the preference of the community, 
not to exceed CSD funding limit for the project.  

3.  Work necessary to complete the improvement to be financed entirely by the Municipality or other utility or 
facility owner includes the following items: 

(a)  New installations of or alteration of sanitary sewers and connections, water, gas, electric, telephone, 
telegraph, fire or police alarm facilities, parking meters, and similar utilities. 

(b)  New installation or alteration of signs not necessary for the safe and efficient flow of traffic. 

(c)  Roadway and bridge width in excess of standards. 

(d)  Construction inspection, staking, and material testing and acceptance for construction of sanitary 
sewer and water main. 

(e)  Provide complete plans, specifications, and estimates for sanitary sewer and water main work.  The 
Municipality assumes full responsibility for the design, installation, inspection, testing, and operation of 
the sanitary sewer and water system.  This relieves the State and all of its employees from the liability for 
all suits, actions, or claims resulting from the sanitary sewer and water system construction.  

(f)  Parking lane costs. 

(g)  Coordinate, clean up, and fund any hazardous materials encountered for city utility construction. All 
hazardous material cleanup work shall be performed in accordance with state and federal regulations.  

(h)  Conditioning, if required, and maintenance of detour routes. 

(i)  20% of cost eligible Community Sensitive Design (CSD) amenities up to the CSD funding 
limit for the project plus 100% of the cost eligible CSD amenities in excess of the federal 
funding limit for the project.  

4.  As the work progresses, the Municipality will be billed for work completed which is not chargeable to 
federal/state funds. Upon completion of the project, a final audit will be made to determine the final division of 
costs. 

5.  If the Municipality should withdraw the project, it shall reimburse the State for any costs incurred by the State 
on behalf of the project. 

6.  The work will be administered by the State and may include items not eligible for federal/state participation. 

7.  The Municipality shall, in cooperation with the State, assist with public relations for the project and 
announcements to the press and such outlets as would generally alert the affected property owners and the 
community of the nature, extent, and timing of the project and arrangements for handling traffic within and 
around the project.  

8.  Basis for local participation:  

 Design Engineering, Real Estate Acquisition, Utility Coordination: 

 The State will pay 100% of the cost for design engineering, real estate acquisition, and utility coordination. 

Costs for design engineering, real estate acquisition, and utility coordination are shown as not applicable (N/A) 
in the summary of costs table due to the complexities of isolating individual Let Project costs from the Appleton-
Green Bay corridor wide design ID (1130-63-01) and this information is not relevant to the municipal 
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construction cost share. 

Construction 1130-68-77: 

The Project Agreement will be revised, if necessary, as the project progresses. All costs shown are approximate 
and subject to final audit. Estimates include construction engineering, estimated at 15%. 

 Category 1000 – Roadway items 

 The State will pay 100% of the construction costs under Category 1000 – Roadway Items unless otherwise noted. 

 Category 1010 – Roadway Resiliency 

 The State will pay 100% of the construction costs under Category 1000 – Roadway Items unless otherwise noted. 

 Category 1100 – Lighting  

 The State will pay 100% of the construction costs under Category 1100 – Lighting unless otherwise noted. 

 Category 1200 – FTMS/ITS  

 The State will pay 100% of the construction costs under Category 1200 – FTMS/ITS unless otherwise noted. 

 Category 1400 – CSD (Architectural Surface Treatment & Staining) 

CSD amenities are funded with 80% federal funding up to a maximum of $56,000 when the municipalities agree 
to provide the remaining 20% and any funds in excess of the CSD category funding limit. The town of Lawrence 
and the Municipality will split the local cost share at 10% each up to the CSD amenities category limit and split 
any costs in excess of the CSD category limit at 50% each. CSD amenities included in the project are: 

1130-68-77 Construction Total: $50,294.28 
15% Construction Engineering: $7,544.14 
1130-68-77 Project Total $57,838.42 
  

1130-68-77 - Category 1400 CSD amenities category limit = $70,000 

CSD funding is governed by Wis. Stat. 85.0205. The department will regularly review the total CSD funding on 
this and any associated improvement projects to ensure total CSD funding does not exceed statutory limits.  If 
at any point CSD funding exceeds statutory limits, the department will notify the town of Lawrence and the 
Municipality of any adjustments to CSD funding that may be required to remain in compliance with state 
statutes.    

 Category 1410 – CSD (Fence Silhouettes) 

CSD amenities are funded with 80% federal funding up to a maximum of $12,000 when the municipalities agree 
to provide the remaining 20% and any funds in excess of the CSD category funding limit. Brown County and 
the town of Lawrence will split the local cost share at 10% each up to the CSD amenities category limit and split 
any costs in excess of the CSD category limit at 50% each. CSD amenities included in the project are: 

Item Number Item Description  Units 
Estimated 

Qty Unit Price Amount 
517.1010.S Concrete Staining (structure) 01. B-5-696 SF 9,108 $2.49 $22,678.92 

517.1015.S 
Concrete Staining Multi-Color (structure) 

01. B-5-696 SF 1,514 $5.24 $7,933.36 

517.1050.S 
Architectural Surface Treatment 

(structure) 01. B-5-696 SF 1,514 $13.00 $19,682.00 

      

Page 74 of 505



 

Page 6 of 8     ID 1130-68-77 – NE Region 
 

1130-68-77 Construction Total: $11,200.00 
15% Construction Engineering: $1,680.00 
1130-68-77 Project Total: $12,880.00 

1130-68-77 - Category 1410 CSD amenities limit = $15,000 

CSD funding is governed by Wis. Stat. 85.0205. The department will regularly review the total CSD funding on 
this and any associated improvement projects to ensure total CSD funding does not exceed statutory limits.  If 
at any point CSD funding exceeds statutory limits, the department will notify Brown County and the town of 
Lawrence of any adjustments to CSD funding that may be required to remain in compliance with state statutes.    

 Category 1420 – CSD (Stamping Colored Concrete – Town of Lawrence) 

CSD amenities are funded with 80% federal funding up to a maximum of $12,000 when the town of Lawrence 
agrees to provide the remaining 20% and any funds in excess of the CSD category funding limit. CSD amenities 
included in the project are: 

1130-68-77 Construction Total: $11,790.00 
15% Construction Engineering: $1,768.50 
1130-68-77 Project Total: $13,558.50 

1130-68-77 – Category 1420 CSD amenities limit = $15,000 

CSD funding is governed by Wis. Stat. 85.0205. The department will regularly review the total CSD funding on 
this and any associated improvement projects to ensure total CSD funding does not exceed statutory limits.  If at 
any point CSD funding exceeds statutory limits, the department will notify the town of Lawrence of any 
adjustments to CSD funding that may be required to remain in compliance with state statutes.    

Category 1430 – CSD (Stamping Colored Concrete – City of De Pere) 

CSD amenities are funded with 80% federal funding up to a maximum of $20,000 when the Municipality agrees 
to provide the remaining 20% and any funds in excess of the CSD category funding limit. CSD amenities 
included in the project are: 

1130-68-77 Construction Total: $19,530.00 
15% Construction Engineering: $2,929.50 
1130-68-77 Project Total: $22,459.50 

1130-68-77 – Category 1430 CSD amenities limit = $25,000 

CSD funding is governed by Wis. Stat. 85.0205. The department will regularly review the total CSD funding on 
this and any associated improvement projects to ensure total CSD funding does not exceed statutory limits.  If at 
any point CSD funding exceeds statutory limits, the department will notify the Municipality of any adjustments 
to CSD funding that may be required to remain in compliance with state statutes.    

Item Number Item Description  Units 
Estimated 

Qty Unit Price Amount 
SPV.0060 Decorative Silhouette Each 2 $5,600.00 $11,200.00 

      

Item Number Item Description  Units 
Estimated 

Qty Unit Price Amount 
SPV.0180 Concrete Stamping SY 524 $22.50 $11,790.00 

      

Item Number Item Description  Units 
Estimated 

Qty Unit Price Amount 
SPV.0180 Concrete Stamping SY 868 $22.50 $19,530.00 
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Category 1600/1610/1620 – 100% City of De Pere/Brown County/Town of Lawrence Funded 
 
In accordance with Local Participation Policy Section 3-25-5 of the State’s Program Management Manual, 
proposed improvements requested by the Municipality within the project limits, but outside the original project 
scope, are considered 100% the responsibility of the Municipality. 
 

Item Number Item Description  Units 
Estimated 

Qty Unit Price Amount 
305.0120 Base Aggregate Dense 1 ¼-Inch Ton 1 $13.77 $13.77 

      
     

1130-68-77 Construction Total: $13.77 
15% Construction Engineering: $2.07 
1130-68-77 Project Total: $15.84 

 
Category 1700 – Utilities (Town of Lawrence) 

 

 Wisconsin State Stature 84.295 (4m) Municipal Utility Relocation; Freeway Construction  

(a) The state shall pay 90 percent of the eligible costs of the relocation or replacement of any municipal utility 
facilities required by the construction of any freeway undertaken by the department. The affected municipal 
utility shall pay the balance of such costs. 

Item Number Item Description  Units 
Estimated 

Qty Unit Price Amount 
SPV.0060 Adjusting Sanitary Manhole Covers Each 2 $1,100.00 $2,200.00 
SPV.0060 Adjusting Water Valve Boxes Each 3 $300.00 $900.00 

      
     

1130-68-77 Construction Total: $3,100.00 
15% Construction Engineering: $465.00 
1130-68-77 Project Total: $3,565.00 

 
Category 1710 – Utilities (City of De Pere) 
 

 Wisconsin State Stature 84.295 (4m) Municipal Utility Relocation; Freeway Construction  

(a) The state shall pay 90 percent of the eligible costs of the relocation or replacement of any municipal utility 
facilities required by the construction of any freeway undertaken by the department. The affected municipal 
utility shall pay the balance of such costs. 

Item Number Item Description  Units 
Estimated 

Qty Unit Price Amount 
SPV.0060 Adjusting Sanitary Manhole Covers Each 2 $1,100.00 $2,200.00 
SPV.0060 Adjusting Water Valve Boxes Each 3 $300.00 $900.00 

      
     

1130-68-77 Construction Total: $3,100.00 
15% Construction Engineering: $465.00 
1130-68-77 Project Total: $3,565.00 

 

 Category 1800 – State Funded 
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 The State will pay 100% of the construction costs under Category 1800 – State Funded unless otherwise noted. 

 Category 2000 – B-05-0696 I41/Southbridge 

The State will pay 100% of the construction costs under Category 2000 – B-05-0696 I41/Southbridge unless 
otherwise noted. 

 Category 3000 – C-05-0800 I41 over Hemlock Creek  

The State will pay 100% of the construction costs under Category 3000 – C-05-0800 I41 over Hemlock Creek 
unless otherwise noted. 

 Category 6000 – S-05-0423 

The State will pay 100% of the construction costs under Category 6000 – S-05-0423 unless otherwise noted. 

 Category 6010 – S-05-0431 

The State will pay 100% of the construction costs under Category 6010 – S-05-0431 unless otherwise noted. 

 Category 6020 – S-05-0432 

The State will pay 100% of the construction costs under Category 6020 – S-05-0432 unless otherwise noted. 

 Category 6030 – S-05-0433 

The State will pay 100% of the construction costs under Category 6030 – S-05-0433 unless otherwise noted. 

 Category 6040 – S-05-0438 

The State will pay 100% of the construction costs under Category 6040 – S-05-0438 unless otherwise noted. 

 Category 6050 – S-05-0439 

The State will pay 100% of the construction costs under Category 6050 – S-05-0439 unless otherwise noted. 

 Category 6060 – S-05-0440 

The State will pay 100% of the construction costs under Category 6060 – S-05-0440 unless otherwise noted. 

 Category 6070 – S-05-0441 

The State will pay 100% of the construction costs under Category 6070 – S-05-0441 unless otherwise noted. 

 Category 6080 – S-05-0442 

The State will pay 100% of the construction costs under Category 6080 – S-05-0442 unless otherwise noted. 

 Category 6090 – S-05-0443 

The State will pay 100% of the construction costs under Category 6090 – S-05-0443 unless otherwise noted. 

 Category 6100 – S-05-0446 

The State will pay 100% of the construction costs under Category 6100 – S-05-0446 unless otherwise noted. 

 
Comments and Clarification:  This agreement is an active agreement that may need to be amended as the project 
is designed.  It is understood that these amendments may be needed as some issues have not been fully evaluated 
or resolved.  The purpose of this agreement is to specify the local and state involvement in funding the project.  
A signed agreement is required before the State will prepare or participate in the preparation of detailed designs, 
acquire right-of-way, or participate in construction of a project that merits local involvement. 
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To: Honorable Mayor Boyd 
 Board of Public Works Members  
From: Scott J. Thoresen, Director of Public Works 
Date: February 4, 2026 
RE: Consideration and possible action on DOT –Revised State/Municipal Financial Agreement 

(SMFA) for Southbridge Interchange* 
 
 
The City received the attached revised State/Municipal Financial Agreement (SMFA) for the 
Southbridge Interchange (See attached). The revised agreement incorporates the actual bid 
costs from the Wisconsin Department of Transportation (DOT) recent project letting. The DOT 
has informed the City the project costs came in approximately $1 million over the project 
estimate which included costs shared by the City. Without revising the SMFA the City would have 
been responsible for 100% of the costs over the previous agreement.  The DOT’s intent is to still cover 
the full cost share percentage for the amount that came in over the estimated costs so for most of these 
items the DOT will be paying for 80-90% of the additional cost.  This does raise the City’s participation 
from a total of $3,631 to now $10,648.08.   

Staff recommends the BOPW approve this agreement and forward to Council for approval. 
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
9.C 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Public Works 
FROM:  Eric Rakers, City Engineer 
SUBJECT:  Resolution #26-08 Authorizing Installment Payments for 2026 

Sidewalk Repair or Replacement Expenses in Excess of $1,000 
Ordered Under Wis. Stats. § 66.0907. 

RECOMMENDED 
ACTION: 

Motion to approve. 

 
The Board of Public Works at the February 9, 2026 meeting approved the Special Charge Rates 
for 2026 Sidewalk Repair Orders and Gap Sidewalk Orders. The motion passed with a 5-0 vote. 
 
ATTACHMENTS: 
Reso26-08, 2026 0209 CI_BOPW_2026_Sidewalk_Special_Charge_Rates, CE_Project_26-
05_Yearly-Program, 2026 Estimated Sidewalk & Sidewalk Replacement Costs 
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 RESOLUTION #26-08 
 

AUTHORIZING INSTALLMENT PAYMENTS FOR 2026 SIDEWALK REPAIR OR REPLACEMENT  
EXPENSES IN EXCESS OF $1,000 ORDERED UNDER WIS. STATS. § 66.0907  

 
 

WHEREAS, pursuant to Wis. Stats. §66.0907, the Board of Public Works is authorized to 

issue orders to property owners for the repair or replacement of unsafe, defective, or insufficient 

sidewalk within city right-of-way adjacent to said property; and  

 WHEREAS, Wis. Stats. §66.0907(f) authorizes the Council, by Resolution, to provide that 

expenses incurred in City repair or replacement of such sidewalk be paid in annual installments 

as a special charge against the property until all installments have been paid; and 

 WHEREAS, the Board of Public Works has reviewed this matter and recommends the 

Council allow for payment of said 2026 sidewalk repair or replacement expenses in up to five (5) 

annual installments, together with interest at the rate of 5.12% (which represents the interest 

rate at which the city last issued bonded, plus 1%) for costs in excess of $1,000. 

 NOW, THEREFORE, BE IT HEREBY RESOLVED THAT: 

 The Common Council authorizes payment of expenses incurred by the City for 
2026 sidewalk repair or replacement pursuant to Order of the Board of Public 
Works under Wis. Stats. §66.0907 in up to five (5) annual installments for costs in 
excess of $1,000, together with interest thereon at the rate of 5.12%. 

 
             BE IT FURTHER RESOLVED THAT: 
 
 The City Clerk, pursuant to Wis. Stats. §66.0907(f), shall charge against the parcel 

each year until all installments have been entered and collected like other taxes 
upon real estate. 
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Resolution #26-08 
Page 2 of 2 
 
 
 BE IT FURTHER RESOLVED THAT: 
 
 All City officials, officers and employees are authorized and directed to take such 

steps as are lawful and necessary in furtherance thereof. 
 
 Adopted by the Common Council of the City of De Pere, Wisconsin, this 18th day of 

February, 2026. 

      APPROVED: 
 
      ___________________________________ 
      James G. Boyd, Mayor 
       

ATTEST: 
             
      ___________________________________ 
      Carey E. Danen, City Clerk 
 
 
Ayes: ______ 
Nays: ______ 
Board/Committee Approval: 02/09/2026 
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To: Honorable Mayor Boyd 
 Members of the Board of Public Works  
From: Eric P. Rakers, P.E., City Engineer 
Date: February 9, 2026 
 
RE: Consideration and Possible Action on Special Charge Rates for 2026 Sidewalk Repair Orders 

and Gap Sidewalk Orders* 
 
 
The purpose for this item is to establish the special charge rate and consider a payback period for 
sidewalk replacement and new sidewalk installation completed under the 2026 Sidewalk Replacement 
Program.   
 
Background 
 
Each year staff inspects 1/8 of the City for required repairs to sidewalks.  This year, the repair area is on 
the west side of the Fox River, west of the Canadian National Railroad tracks, south of Grant Street and 
north of Scheuring Road.  Work will be completed under Project 26-05 Sidewalk and Curb Repairs.  
Sidewalks are inspected per the attached guidelines for “Defective Sidewalk and Acceptable Repairs” 
(CE_Project_26-05_Yearly-Program.pdf). 
 
Once the repair work is completed under Project 26-05, the repairs are billed back to the abutting 
property owner via special charge.  Prior to 2019, property owners had one year to pay back these 
special charges before the charge was applied to their property taxes.  In recent years, sidewalk 
replacement costs have continued to increase and beginning in 2020, the Board established a 5-year 
payback option for invoices over $1,000.   
 
2026 Sidewalk Installation and Replacement Costs 
 
The costs to provide or replace sidewalks are charged back to abutting property owners, except for 
those needed to repair sidewalks damaged due to city terrace trees or utility work.  The repairs are 
charged back to the property owner as a special charge pursuant to Wisconsin State Statute 66.0627.  
Staff annually calculates the estimated special charge rates for new sidewalk installations (gap sidewalk 
orders) and sidewalk replacements (sidewalk repair orders) based off the unit prices provided with the 
given year’s project.   
 
Included with this memo is the “2026 Estimated Sidewalk & Sidewalk Replacement Costs” calculations 
which break down how the per square foot prices are generated.  The costs listed above are comprised 
of five parts: 
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1. The replacement/installation cost of the concrete based off the bid unit prices.  This amount 
comprises nearly 3/4 of the special charge cost. 

2. Any stone required to complete the work.  This is used more for new sidewalk installations as 
existing sidewalks have stone bases already.  This is an estimated quantity. 

3. The cost for metal reinforcement to provide additional strength.  This is an estimated quantity. 
4. A 5% contingency factor based off the sum of items 1 thru 3 above.  This cost is used to cover 

any overages for the stone and reinforcement.  Any portion of this contingency that is not 
needed is removed for the final invoices. 

5. A 20% engineering and administrative fee based off the sum of items 1 through 4 above.  This is 
City policy for any invoice or charge. 

 
A comparison of the 2026 estimated costs to the final sidewalk installation and replacement costs since 
2018 is shown on Table 1. The estimated costs for 2026 sidewalk installations and replacements are as 
follows: 
 

Table 1 – Sidewalk Special Charge Rates by Year 

Year 
Provide 4” 

Sidewalk (SF) 
Provide 6” 

Sidewalk (SF) 
Replace 4” 

Sidewalk (SF) 
Replace 6” 

Sidewalk (SF) 
2026 (estimated) $15.85 $17.10 $15.93 $17.18 

2025 None Completed None Completed $16.51 $17.71 
2024 $11.20 None Completed $13.06 $15.19 
2023 $12.06 None Completed $12.76 $14.09 
2022 $8.80 None Completed $10.93 $11.27 
2021 None Completed None Completed $10.67 $11.34 
2020 None Completed None Completed $10.63 $11.57 
2019 None Completed None Completed $11.41 $11.68 
2018 $7.95 None Completed $7.70 $8.13 

 
The City allows homeowners to complete their own sidewalk repairs or installation to avoid special 
charge for sidewalk replacement or installation.  Repair methods such as mud jacking, crack filling, or 
sidewalk grinding are permitted.   The cost for panel replacements completed by the City is shown on 
Table 2: 
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Table 2 - Estimated 2026 Sidewalk Panel Replacement Costs 

Number of Panels 
(5’x5’) 

2026 4-inch 
Replacement 

Estimated Cost 

2026 6-inch 
Replacement 

Estimated Cost 
1 - (25 SF) $398.25 $429.50 
2 - (50 SF) $796.50 $859.00 
3 - (75 SF) $1,194.75 $1,288.50 

4 - (100 SF) $1,593.00 $1,718.00 
5 – (125 SF) $1,991.25 $2,147.50 

 
Lastly, a payback option was introduced in 2019 for special charges exceeding $1,000.  Since 2019, a 5-
year payback period has been used. 
 
Recommendation 
 
Staff recommends approval of the following sidewalk installation and replacement rates for 2026 with a 
5-year payback period for special charges exceeding $1,000. 

• Provide New 4” Concrete Sidewalk:  $15.85 per square foot 
• Provide New 6” Concrete Sidewalk:  $17.10 per square foot 
• Remove and Replace 4” Concrete Sidewalk: $15.93 per square foot 
• Remove and Replace 6” Concrete Sidewalk: $17.18 per square foot 

 
Attachments for this item include: 

• CE_Project_25-06_yearly-Program 
• 2026 Estimated Sidewalk and Sidewalk Replacement Costs 
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SIDEWALK REPAIR AND REPLACEMENT PROGRAM 
 

YEAR DESCRIPTION OF AREA 

2026 
West side of Fox River, west of RR tracks, Grant to 

Scheuring 

2027 
East side of Fox River, north of Charles, west of 

Webster 

2028 
East side of Fox River, north of Charles, east of 

Webster 

2029 
West side of Fox River, east of RR tracks, north of 

Scheuring 

2030 West side of Fox River, south of Scheuring Road 

2031 
East side of Fox River, south of Charles Street, west 

of Jordan/Ontario 

2032 
East side of Fox River, south of Charles, east of 

Jordan/Ontario 

2033 
West side of Fox River, west of RR tracks, north of 

Grant Street 

 
GUIDELINES 

 

DEFECTIVE SIDEWALK AND ACCEPTABLE REPAIRS 

CRITERIA DEFECT REPAIRS* 

Vertical Displacement 3/4" high or greater for 12" of joint ---Replace 
---Mudjack 

---Grinding up to 2” vertical 

Horizontal Displacement Greater than 1/2" for crack 3' or 
longer 

---Replace 
---Level crack may be      

cleaned and filled with             
concrete epoxy 

Profile Variance Over 4" per slab ---Replace 
---Mudjack 

Inverse Slope Trapped water ---Replace 
---Mudjack 

Surface Imperfections ---50% or more of slab spalled 
---Missing piece 3"x3" or greater 

---Over 10' of cracks per slab 

---Replace 
---Missing piece up to 12" x      

12" may be cleaned and 
filled with concrete epoxy 

*Ramping of Vertical Displacement or Concrete 
Overlay of sidewalk are NOT acceptable repairs. 
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2026 
ESTIMATED COSTS FOR NEW & REPLACEMENT SIDEWALK 

 
NEW 4-INCH SIDEWALK  
 Provide 4-inch Concrete Sidewalk $12.00 
 Provide ¾-inch Crushed Aggregate Base Course 0.60 
 Drilled Tie Bars 0.08 
 Subtotal (Per Square Foot) $12.68 
 5% Contingency 0.63 
 20% Engineering & Administration 2.54 
 Total (Per Square Foot) $15.85 ($79.25 / LF) 
 
NEW 6-INCH SIDEWALK  
 Provide 6-inch Concrete Sidewalk $13.00 
 Provide ¾-inch Crushed Aggregate Base Course 0.60 
 Drilled Tie Bars 0.08 
 Subtotal (Per Square Foot) $13.68 
 5% Contingency 0.68 
 20% Engineering & Administration 2.74 
 Total (Per Square Foot) $17.10 ($85.50 / LF) 
 
REPLACEMENT 4-INCH SIDEWALK  
 Remove and Replace 4-inch Concrete Sidewalk $12.00 
 Provide ¾-inch Crushed Aggregate Base Course 0.05 
 Drilled Tie Bars 0.69 
 Subtotal (Per Square Foot) $12.74 
 5% Contingency 0.64 
 20% Engineering & Administration 2.55 
 Total (Per Square Foot) $15.93 ($79.65 / LF) 
 
REPLACEMENT 6-INCH SIDEWALK  
 Provide 6-inch Concrete Sidewalk $13.00 
 Provide ¾-inch Crushed Aggregate Base Course 0.05 
 Drilled Tie Bars 0.69 
 Subtotal (Per Square Foot) $13.74 
 5% Contingency 0.69 
 20% Engineering & Administration 2.75 
 Total (Per Square Foot) $17.18 ($85.90 / LF) 
 

Page 86 of 505



 

City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
9.D 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Public Works 
FROM:  Scott Thoresen, Public Works Director 
SUBJECT:  Resolution #26-09 Authorizing Contractor Agreement with 

Badger Concrete Lifting, LLC (Project #26-19 Mudjacking - 
Curb & Gutter and Sidewalk). 

RECOMMENDED 
ACTION: 

Motion to approve. 

 
The Board of Public Works at the February 9, 2026 meeting approved accepting the proposal 
from Badger Concrete Lifting, LLC in the amount of $4,062.50 for Project 26-19 Mudjacking 
and moved to send it to the Common Council for approval. The motion passed with a 5-0 vote. 
 
ATTACHMENTS: 
Reso26-09, Badger Concrete Lifting(Mudjacking)2-12-26-161-001-12, Exhibit A-Badger 
Concrete Lifting, LLC, Exhibit B-Badger Concrete Lifting, LLC, 2026 0209 
CI_BOPW_Award_26-19, 2026 0129_CE_Project 26-19_Bid Tab 
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RESOLUTION #26-09 

 
AUTHORIZING AGREEMENT FOR CONTRACTOR SERVICES BETWEEN 

THE CITY OF DE PERE AND BADGER CONCRETE LIFTING, LLC 
(Mudjacking – Curb & Gutter and Sidewalk) 

 
 WHEREAS, the City is in need of mudjacking services at various locations within the City of De 

Pere as part of Project #26-19; and 

WHEREAS, Badger Concrete Lifting, LLC has available and offers to provide personnel and 

equipment necessary to accomplish the mudjacking services, subject to the terms and conditions of 

the Agreement for Contractor Services, attached hereto and incorporated herein by reference; and 

 WHEREAS, the Board of Public Works has reviewed this matter and recommends approval 

thereof. 

 NOW, THEREFORE, BE IT HEREBY RESOLVED THAT: 
 

The City Manager and City Clerk are authorized and directed to enter into 
such Agreement for Contractor Services Between the City of De Pere and 
Badger Concrete Lifting, LLC (Mudjacking – Curb & Gutter and Sidewalk) as is 
attached hereto. 

 
 BE IT FURTHER RESOLVED THAT: 
 

All City officials, officers, employees, and agents are further authorized and 
directed to take such steps as are lawful and necessary in furtherance thereof. 

 
 Adopted by the Common Council of the City of De Pere, Wisconsin, this 18th day of 

February, 2026.   

 
       APPROVED: 
 
       ___________________________________ 
       James G. Boyd, Mayor 

 
       ATTEST: 
 
       ___________________________________ 
       Carey E. Danen, City Clerk 
Ayes: ______ 
Nays: ______ 
Board/Committee Approval: 2/09/2026 
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   AGREEMENT FOR CONTRACTOR SERVICES BETWEEN THE  
CITY OF DE PERE AND BADGER CONCRETE LIFTING, LLC 

(Mudjacking – Curb & Gutter and Sidewalk) 

 
 THIS AGREEMENT made and entered into this          day of _____________, 2026, by 
and between the City of De Pere, Wisconsin, (“City”), and Badger Concrete Lifting, LLC, a 
Wisconsin limited liability company (“Contractor”). 
 
I. SCOPE OF CONTRACTING SERVICES 
 

Contractor agrees to perform concrete mudjacking services described in the City’s 
Request for Proposals, Project 26-19, Mudjacking – Curb & Gutter and Sidewalk Various 
Locations, dated January 9, 2026, attached and incorporated herein as Exhibit A.  No standard 
terms or conditions of Contractor’s Proposal are incorporated into this Agreement unless such 
term is specifically written into the Agreement.  Any change to the scope of services as identified 
therein shall be defined in writing and authorized by both parties prior to performing such work.  
Such writing shall include the scope of work to be done, schedule for commencing and 
completing the work and the basis for compensation for such work. 
 
II. COMPENSATION 

 
 Contractor shall be paid as provided in Contractor’s proposal attached and incorporated 
herein as Exhibit B.  The date for each progress payment should be the 3rd Tuesday of each 
month.  The period covered by each Application for Payment starts on the day following the end 
of the preceding period and ends the 4th Friday of the Month. 

 
III. INSURANCE 
 
 The Contractor shall maintain during the course of the project, the following 
minimum public liability and property damage insurance to cover claims for injuries, including 
accidental death, as well as from claims for property damages which may arise from the 
performance of work under the Agreement as stated below: 
 

1. Comprehensive general liability insurance, including personal injury liability, blanket 
contractual liability and broad form property damage liability.  The combined single 
limit for bodily injury and property damage shall not be less than $1,000,000 per 
occurrence; with additional umbrella liability insurance coverage to a total of not less 
than $5,000,000. 

 
2. Automobile Liability 
 

(A) Coverages must include the following extensions: 
Comprehensive Form 
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Badger Concrete Lifting, LLC 

Mudjacking – Curb, Gutter and Sidewalk 
Page 2 of 6 

 

(1) All Owned Autos 
(2) All Hired Autos 
(3) All Non-Owned Autos 
(4) Mobile Equipment 
(5) Specialized Equipment 
(6) Contractual Liability 
(7) Uninsured Motorists to Limit of Policy 
(8) Additional Insured Endorsement naming City of De Pere, its 

employees, agents and assigns 
 

(B) Limits of Liability: 
Combined Single Limit/Bodily Injury and Property Damage: 

$1,000,000 per person/per accident 
 

Uninsured/Underinsured Motorists:  
Limits equal to above combined single limit 
 

3. Worker’s Compensation and Employers’ Liability Insurance 
 Limits of Liability:  Statutory 

 
 The Contractor shall provide City with a certificate of insurance outlining the required 
coverage and naming the City as an additional insured thereunder for purposes of the Contract. 
 
IV. INDEMNIFICATION 
 

The Contractor shall indemnify and hold harmless the City, its officers, agents and 
employees from and against all claims, damage, losses, and expenses including reasonable 
attorney’s fees arising out of or resulting from the performance of the work specified in this 
Contract, provided that any such claim damage, loss or expense is caused in whole or in part by 
any negligent or intentional act or omission of the Contractor, any Subcontractor, anyone directly 
or indirectly employed by any of them or anyone for whose acts any of them may be liable, 
regardless of whether or not it is caused in part by a party indemnified hereunder. 
 
V. LEGAL RELATIONS AND PUBLIC RESPONSIBILITY 
 

1. LAWS TO BE OBSERVED. The Contractor shall at all times observe and comply with all 
federal, state, and local laws, regulations and ordinances which are in effect or which 
may be placed in effect during the contract period and which in any manner affect the 
conduct of the work. The Contractor shall indemnify and save harmless the City and 
all of its officers, agents and employees against any claim or liability arising from or 
based on the violation of any such law, ordinance, or regulation, whether by himself 
or his employees, subcontractors, or agents. 
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2. CONTRACTOR RECORDS.  Contractor acknowledges that, as a contractor of a 

Wisconsin Municipality, Wis. Stats. §19.36(3) applies to it and records produced by it 
pursuant to this contract are subject to the public records law to the extent that they 
would otherwise be if maintained by the City of De Pere.  Contractor agrees that, 
within 10 business days of a written request of the City of De Pere, it shall forward 
such records as are requested by the City of De Pere.  Such records shall be in the 
format requested by City of De Pere provided that such records are kept and 
maintained in that format.   

 
3. PERMITS AND LICENSING. The Contractor shall procure all permits and licenses 

necessary and incidental to the work required hereunder. 
 
4. SAFETY, HEALTH AND SANITATION. The Contractor shall comply with all federal, state 

and local laws governing work safety and health and shall provide all safeguards, 
safety devices and protective equipment and take any other needed actions as the 
Contractor or the City Engineer may determine reasonably necessary to protect the 
life and health of employees on the job and the safety of the public and to protect 
property in connection with the performance of the work covered by the contract. 

 
5. RESPONSIBILITY FOR DAMAGE CLAIMS. The Contractor and its surety shall indemnify 

and save harmless the City and all of its officers, officials, agents and employees from 
all suits, actions or claims of any character brought because of any injuries or damages 
received or sustained by any person, persons, or property on account of the 
operations of the said Contractor; or on account of or in consequence of any neglect 
in safeguarding the work, or through use of unacceptable materials in constructing 
the work; or because of any act or omission, neglect or misconduct of said Contractor; 
or because of any claims or amount recovered for any infringement of patent, 
trademark or copyright; or from any claims or amounts arising or recovered under the 
worker’s compensation law; or any other law, ordinance, order or decree; and so 
much of the money due the said Contractor under and by virtue of this contract as 
shall be considered necessary by the Board of Public Works for such purposes, may 
be retained for the use of the City; or, in case no money or insufficient money is 
retained, the Contractor’s surety shall be held. 

 
The City shall not be liable to the Contractor for damages or delays resulting from 
work by third parties or by injunctions or other restraining orders obtained by third 
parties.   
 
It shall be the Contractor's responsibility to see that all of the contract operations 
incidental to the completion of this contract are covered by public liability and 
property damage liability insurance in order that the general public or any 
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representative of the contracting authority may have recourse against a responsible 
party for injuries or damages sustained as a result of said contract operations. This 
requirement shall apply with equal force, whether the work is performed by the 
Contractor, or by a Subcontractor or by anyone directly or indirectly employed by 
either of them. 

 
6. CONTRACTOR'S RESPONSIBILITY FOR WORK. Until acceptance of the Work by the City 

Engineer, the Contractor shall have the charge and care thereof and shall take every 
precaution against injury or damage to any part thereof by the action of the elements, 
or from any other cause, whether arising from the execution or non-execution of the 
Work. The Contractor shall rebuild, repair, restore and make good all injuries or 
damages to any portion of the Work occasioned by any of the above causes before 
acceptance and shall bear the expense thereof, except damage to the Work due to 
unforeseeable causes beyond control of and without the fault or negligence of the 
Contractor, including but not restricted to acts of God, of public adversaries or of 
governmental authorities. In case of suspension of work from any cause whatever, 
the Contractor, prior to suspension, shall take such precautions as may be necessary 
to prevent damage to the project, provide for normal drainage and shall erect any 
necessary temporary barricades, signs or other facilities, at the Contractor’s expense, 
as directed by the Engineer. 

 
7. PERSONAL LIABILITY OF PUBLIC OFFICIALS. In carrying out any of the provisions of this 

contract or in exercising any power or authority granted to them thereby, there shall 
be no personal liability upon the City, its officers, officials, agents and employees, it 
being understood that in such matters they act as agents and representatives of the 
City. Any right of action by the Contractor against the City, or its agents or employees, 
is hereby expressly waived. 

 
VI. GUARANTEE OF MATERIALS AND WORKMANSHIP 
 
 The Contractor shall guarantee all materials furnished and all work performed under the 
Contract against all defects in materials and workmanship for a period of one year following the 
date of acceptance of the Work, which date shall be understood to be the date of which final 
payment of all monies due the Contractor under the contract is authorized by the Director of 
Public Works. Should any defect appear during the guarantee period, the Contractor shall make 
the required repairs or replacement upon receipt of written notification from the Director of 
Public Works to do so. 
 
VII. MEDIATION 
 
 All claims, disputes and other matters in question between the parties of this Agreement 
arising out of or relating to this Agreement or breach thereof, which are not disposed by mutual 
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agreement of the parties, shall be subject to mediation as a condition precedent to the institution 
of legal proceedings by either party.  If such claim, dispute or other matter involves a lien arising 
out of the Contractor’s services, the Contractor may proceed in accordance with applicable law 
to comply with lien notice and filing deadlines prior to resolution of the matter by mediation. 
 
 The City and Contractor shall attempt to resolve claims, disputes and other matters in 
question between them by mediation in accordance with the Rules of the American Arbitration 
Association currently in effect, unless the parties agree otherwise.  A request for mediation shall 
be filed in writing with the other party to this Agreement and, if applicable, the American 
Arbitration Association.  The request may be made concurrently with the filing of a civil action, 
but mediation shall proceed in advance of legal proceedings, which may be stayed pending 
mediation for a period of 60 days from the date of filing unless a longer period is agreed to by 
the parties or required by a court order. 
 
 The parties shall share the mediator’s and any filing fees equally.  The mediation shall be 
held in the place where the Project is located unless another location is mutually agreed upon.  
Agreements reached in mediation shall be enforceable as settlement agreements in any court 
having jurisdiction thereof. 
 
VIII. NOTICES 
 

Any notification required or needed under the contract shall be sent to the following: 
 

 If to City:     If to Contractor: 
   

City of De Pere   Badger Concrete Lifting, LLC  
  Attention:  City Engineer  Attention:  Kyle Schoenebeck 
  925 South Sixth Street  811 Severndroog Way 
  De Pere, WI  54115   Green Bay, WI  54313-7482  
 
 
 IN WITNESS WHEREOF, the parties hereto have made and executed this Agreement as of 
the day and year first above written. 
 

(Signatures follow on Page 6 of 6) 
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BADGER CONCRETE LIFTING, LLC   CITY OF DE PERE 
        
 
By: ________________________________  By: ______________________________  
       Kyle Schoenebeck, Owner          James G. Boyd, Mayor 
 
 
 
       By: ______________________________ 
                 Carey E. Danen, City Clerk 
 
 
Approved as to Form: 
 
 
       
Joanne Bungert, City Attorney 
 
J:\Law\Agreements\2026\Contractor \Badger Concrete Lifting( Mudjacking)2-12-26-161-001-12.docx 
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JANUARY 9, 2026 
 

CITY OF DE PERE 
 

REQUEST FOR PROPOSALS 
 

PROJECT 26-19 
 

MUDJACKING - CURB & GUTTER AND SIDEWALK 
 

VARIOUS LOCATIONS 
 
Sealed proposals will be received by the Board of Public Works of the City of De Pere at the 
Municipal Service Center, 925 South Sixth Street, De Pere, Wisconsin 54115, until 1:00 P.M., 
Thursday, January 29, 2026, at which time they will be publicly opened and read aloud.  The bid 
opening will occur virtually or in person.  See the proposal forms and specifications for 
additional information. 
 
Project 26-19 for which proposals are being sought includes the following approximate 
quantities: 

• 10 LF Mudjacking Curb & Gutter 

• 1,000 SF Mudjacking Sidewalk 
 

All proposals shall be submitted on forms provided by the City of De Pere.  Proposal forms and 
specifications may be viewed by emailing dppubwrks@deperewi.gov. 
 
The letting of the contract is subject to the provisions of Wisconsin Statute Section 62.15 
regarding Public Works. 
 
The City of De Pere reserves the right to reject any or all proposals, to waive any informalities in 
bidding and to accept any proposal which the Common Council deems most favorable to the 
interests of the City of De Pere. 
 
Dated this 9th day of January, 2026. 
 
Board of Public Works 
City of De Pere 
Eric Rakers, P.E. 
City Engineer 
 
Project 26-19 
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CITY OF DE PERE - BOARD OF PUBLIC WORKS 
 

SCHEDULE OF PRICES 
 

PROJECT 26-19 
 

MUDJACKING - CURB & GUTTER AND SIDEWALK 
 

VARIOUS LOCATIONS 
 

ITEM DESCRIPTION UNIT QUANTITY UNIT PRICE AMOUNT BID 

SD-01 
Mudjacking Curb & 
Gutter 

LF 10* 
$ $ 

SD-02 Mudjacking Sidewalk SF 1,000* 
$ $ 

TOTAL 
$ 

* Estimate, final totals determined in field. 
 

PROPOSAL 
 
This Proposal, submitted by the undersigned to the Board of Public Works of the City of De 
Pere, agrees to perform all work specified herein within fourteen (14) consecutive calendar 
days of the date of notification of acceptance of this proposal.  The undersigned bidder, being 
duly sworn, does depose and say that they are an authorized representative of  
 
__________________________________________________________and that the said bidder 
has examined and carefully prepared bid from the Special Provisions and Location Maps, and 
has checked the same in detail before submitting said proposal or bid; and that said bidder or  
their agents, officer, or employees have not, either directly or indirectly, entered into any 
agreement, participated in any collusion, or otherwise taken any action in restraint of free 
competitive bidding in connection with this proposal or bid. 
 
 
______________________________     TITLE___________________________ 
(Signature of Bidder) 
 
 
______________________________ 
Print or Type Name of Bidder 
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CITY OF DE PERE - BOARD OF PUBLIC WORKS 
 

SPECIAL PROVISIONS 
 

PROJECT 26-19 
 

MUDJACKING - CURB & GUTTER AND SIDEWALK 
 

VARIOUS LOCATIONS 
 
1. SCOPE OF WORK 

The work under this proposal includes mudjacking as specified herein at various locations in 
the City of De Pere.  Submittal of proposals, insurance and work to be performed shall 
conform to pertinent requirements of the General Requirements of the City of De Pere 
2025 Construction Specifications found on the City of De Pere Website and these Special 
Provisions.  Attached is a sample agreement that will be executed with the successful 
bidder. 

 
2. OPENING BIDS 
 Bids will be opened at the time and place indicated in the Advertisement to Bid.  The bid 

opening can viewed live via the GoToMeeting information shown below.  An abstract of the 
amounts of the base bids and major alternatives, if any, will be made available to the 
bidders after opening the bids. 

 
Please join my meeting from your computer, tablet or smartphone. 
https://meet.goto.com/345634277 
 
You can also dial in using your phone. 
United States: 1-877-309-2073 
Access Code: 345-634-277 
 
Get the app now and be ready when your first meeting starts: 
https://meet.goto.com/install 

 
3. MUDJACKING 
 

A. See Attached Section 32 01 20 Mudjacking. 
 

B. The unit price for Mudjacking work includes:   
1. Traffic Control 
2. Provide grout holes 
3. Provide and install grout 
4. Clear grout holes and seal with cement 
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C. Measurement: The City will measure Mudjacking by the square foot for sidewalk and 
pavement based on the joints, and by the lineal foot along the flow line for curb & 
gutter acceptably completed. 
 

D. Payment: The City will pay for measured quantities at the contract unit price under the 
following bid items: 
 
 ITEM NUMBER DESCRIPTION    UNIT 
 SD-01   Mudjacking Curb & Gutter  LF 
 SD-02   Mudjacking Sidewalk   SF 
                     

 
4. PROSECUTION AND PROGRESS 

The Contractor will call or meet at least once a day with the Engineer to report job progress 
and receive new job assignments while work on this proposal is in progress.  The Contractor 
will notify the Engineer within 24 hours of any unsuccessful attempt to mudjack any item 
requested by the Engineer. 
 
A sample contractor’s agreement is attached to this proposal for your consideration. 
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2025 Specifications  City of De Pere  

1/9/2026 32 01 20-1 Mudjacking 

SECTION 32 01 20 
 

MUDJACKING 
 

PART 1 – GENERAL 
 
1.1 SUMMARY 

 
A. Section Includes 

1. Mudjacking Concrete  
2. Mudjacking Hole Restoration 
3. Clean-up 

 
1.2 REFERENCES (Not Used) 

 
1.3 SUBMITTALS 

 
A. Grout mix design. 
 

PART 2 – PRODUCTS 
 
2.1 MATERIALS 

 
A. Certified grout mix shall contain a minimum of 7 percent Portland Cement. 
 

PART 3 – EXECUTION 
 
3.1 MUDJACKING CONCRETE  

 
A. Holes for injecting the grout mix will be spaced not less than 12 inches nor more 

than 18 inches from a traverse joint or crack and spaced not more than six (6) inches 
from center of the hole to center of hole.  

 
B. The grout mix will have a stiff enough consistency to raise the concrete without 

blowing or leaking, and yet fluid enough to prevent pyramiding.  
 
C. The hole size for slab raising operations shall be a minimum of one inch (1”) up to a 

maximum of two inches (2”) in diameter. 
 

D. The holes shall be spaced as necessary to uniformly assure complete communication 
of slurry between holes. 
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2025 Specifications  City of De Pere  

1/9/2026 32 01 20-2 Mudjacking 

E. Slabs shall be raised to the required elevation and pitched at one-quarter (1/4) inch 
per twelve (12) inches of lineal run, or as directed by the Engineer.  

 
3.2 MUDJACK HOLE RESTORATION 
 

A. All jacking operation holes will be cleared of the grout mix and filled with a stiff 1:3 
cement mix, which will be consolidated and finished smooth. 
 

B. Holes shall be cleaned the full depth of the slab by removing excess slurry and wire 
brushing exposed sidewalls. 

  
C. Prior to the placement of the Portland Cement, the surface around the holes shall be 

damp. 
 
3.3 CLEAN-UP 
 

A. Slabs raised shall be thoroughly scraped and swept after completion, but prior to 
patching.  
 

B. Surrounding grass areas adjacent to slab raising shall be left in a clean, non-debrised 
condition. 

 
END OF SECTION 
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SIDEWALK REPAIR AREA

N

CITY OF DE PERE
AOFFICE:  920-339-4061   EMAIL: DPPUBWRKS@DEPEREWI.GOV

ENGINEERING DIVISION  925 S. SIXTH ST DE PERE WI 54115
13 Exhibit A  
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To: Honorable Mayor Boyd 
 Members of the Board of Public Works  
From: Eric P. Rakers, P.E., City Engineer 
Date: February 9, 2026 
 
RE: Consideration and possible action on award of Project 26-19 Mudjacking – Request for 

Proposal* 
 
The Engineering Department received proposals for Project 26-19 Mudjacking on January 29, 2026.  This 
work is for repairs to City sidewalk.  The proposals are as follows: 
 

Contractor Amount 
Badger Concrete Lifting, LLC $4,062.50 
J&S Concrete Services, LLC $6,300.00 

 
The allocated budget amount for the project from the capital improvement fund is $10,000.  This is from 
the general obligation debt. 
 
Staff’s recommendation is to accept the proposal from Badger Concrete Lifting, LLC in the amount of 
$4,062.50. 
 
Attachments: 
2026 0129 CE_26-19 Bid Tab (PDF) 
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Item Description Unit Qty Unit Price Amount Bid Unit Price Amount Bid

SD-01 Mudjacking Curb & Gutter LF 10 $6.25 $62.50 $30.00 $300.00

SD-02 Mudjacking Sidewalk SF 1,000 $4.00 $4,000.00 $6.00 $6,000.00

BIDDER NO. 2BIDDER NO. 1

Project 26-19

Mudjacking - Curb & Gutter and Sidewalk

TOTAL AMOUNT BID: $4,062.50 $6,300.00

Badger Concrete Lifting 

LLC

J & S Concrete Services 

LLC
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
9.E 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Public Works 
FROM:  Chase Kuffel, Assistant City Engineer 
SUBJECT:  Resolution #26-10 Authorizing Standard Agreement for 

Professional Services with Allyson Brunette Consulting LLC 
(Sustainability Commission Green Tier Legacy Community 
Scoresheet). 

RECOMMENDED 
ACTION: 

Motion to approve. 

 
This item was unanimously approved by the Sustainability Commission at its meeting on 
February 10, 2025. 
 
ATTACHMENTS: 
Reso26-10, Allyson Brunette Consulting2-9-26, Exhibit A-2026 0126_Allyson Brunette 
Consulting Proposal, 2026 0210 CE_SC_GTLC_Consultant_Award 
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RESOLUTION #26-10 
 

AUTHORIZING STANDARD AGREEMENT FOR PROFESSIONAL SERVICES BETWEEN  
THE CITY OF DE PERE AND ALLYSON BRUNETTE CONSULTING LLC 

(Sustainability Commission Green Tier Legacy Community Scoresheet) 
 
 

 WHEREAS, the City is in need of consulting services for completion of the City’s Green Tier 

scorecard for compliance with the Wisconsin Department of Natural Resources Green Tier Legacy 

Communities program for organizations that commit to becoming more sustainable through 

environmental footprint management; and 

WHEREAS, Allyson Brunette Consulting LLC has available and offers to provide qualified personnel 

and facilities necessary to accomplish said services, subject to the terms and conditions of the Agreement 

for Professional Services as is attached hereto and incorporated herein by reference; and 

 WHEREAS, the Sustainability Commission has reviewed this matter and recommends approval 

thereof. 

 NOW, THEREFORE, BE IT HEREBY RESOLVED THAT: 
 

The City Manager and City Clerk are authorized and directed to enter into such Standard 
Agreement for Professional Services Between the City of De Pere and Allyson Brunette 
Consulting LLC as is attached hereto. 

 
 BE IT FURTHER RESOLVED THAT: 
 

All City officials, officers, employees, and agents are further authorized and directed to 
take such steps as are lawful and necessary in furtherance thereof. 

 
 Adopted by the Common Council of the City of De Pere, Wisconsin, this 18th day of February,  
2026.   
       APPROVED: 
 
       ___________________________________ 
       James G. Boyd, Mayor 

 
       ATTEST: 
 
       ___________________________________ 
       Carey E. Danen, City Clerk 
 
Ayes: ______ 
Nays: ______ 
Board/Committee Approval: 02/10/2026 
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STANDARD AGREEMENT FOR PROFESSIONAL SERVICES BETWEEN THE 
CITY OF DE PERE AND ALLYSON BRUNETTE CONSULTING LLC 

 
Project: Sustainability Commission Green Tier Legacy Community Scoresheet 

 
THIS AGREEMENT made and entered into this ___ day of ________________, 2026, by and between the 
City of De Pere, a Wisconsin municipal corporation (“City”) and Allyson Brunette Consulting LLC, a 
Wisconsin limited liability company (“Consultant”), collectively referred to as the parties. 
 

WITNESSETH 
 

 WHEREAS the City is in need of consulting services for completion of the City’s Green Tier 
scorecard for compliance with the Wisconsin Department of Natural Resources; and 
 
 WHEREAS the Consultant has available and offers to provide qualified personnel and facilities 
necessary to accomplish the work within the required timeframe. 
 
 NOW, THEREFORE, in consideration of the following terms and conditions, City and Consultant 
mutually agree as follows: 
 
I. SCOPE OF WORK 
 
The scope of work shall include all services and materials necessary to complete the project as fully 
described and specified in Consultant’s Proposal thereto dated January 26, 2026 (Exhibit A), attached 
hereto and incorporated herein by reference.  If a conflict exists between Exhibit A and this Agreement, 
the terms of this Agreement shall prevail.   No standard terms or conditions of Consultant’s Proposal are 
incorporated into this Agreement unless such term is specifically included herein. 

 
II. AMENDMENTS TO AGREEMENT 
 
This Agreement may be amended only by written instrument signed by both parties. If in the reasonable 
judgment of the City, the scope or nature of the services to be performed by Consultant change or 
deviate materially from the scope or nature of the services described above, the City may, at its 
discretion, suspend performance of its services until a written agreement superseding this Agreement 
and adjusting the scope, schedule, terms and conditions has been executed. Where additional work is 
to be completed on time and expenses compensation, charges shall be in accordance with the fee 
schedule submitted with the Consultant’s proposal. 
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III.     FEES 
 
Total fees payable to Consultant shall not exceed the amount of  
$4,500.00 for all services, materials, equipment and authorized reimbursable expenses under this 
Agreement unless an Amendment to Agreement signed by both parties, approves additional fees in 
writing. Any such additional fess shall be defined in writing and authorized prior to execution of such 
work. 
 
 
IV. SCOPE OF CONSULTING SERVICES 
 
Consultant agrees to perform all those services and furnish all material necessary as fully described in 
Exhibit A.   
 
V.  SCOPE OF CITY SERVICES 
 
City agrees to provide the Consultant certain items and/or information such as existing plans, standard 
specifications, and other information concerning the project that may be applicable in the design of the 
project, as are available. 
 
VI. COMPENSATION 
 
The City agrees to pay, and the Consultant agrees to accept compensation in accordance with the 
compensation provisions described in Exhibit B. A 25% deposit will be made by City upon signing of this 
Agreement, and the parties will thereafter determine appropriate benchmarks for the remaining four 
invoices as indicated.  
 
VII. INDEMNIFICATION 
 
Consultant hereby agrees to indemnify the City, its elected and appointed officials, officers, employees, 
agents, representatives and volunteers, and each of them, from and against any and all suits, actions, 
legal or administrative proceedings, claims, demands, damages, liabilities, interest, attorneys’ fees, costs 
and expenses of whatsoever kind or nature in any manner directly or indirectly caused, occasioned, or 
contributed to in whole or in part or claimed to be caused, occasioned, or contributed to in whole or in 
part, by negligence, whether active or passive, of Consultant or of anyone acting under its direction or 
control or on its behalf even if liability is also sought to be imposed on City, its elected and appointed 
officials, officers, employees, agents, representatives and volunteers. The obligation to indemnify the 
City, its elected and appointed officials, officers, employees, agents, representatives and volunteers, and 
each of them, shall be applicable unless liability results from the sole negligence of the City, its elected 
and appointed officials, officers, employees, agents, representatives and volunteers. 
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In the event that Consultant employs other persons, firms, corporations or entities (subcontractors) as 
part of the work covered by this Agreement, it shall be Consultant’s responsibility to require and confirm 
that each subcontractor enters into an Indemnity Agreement in favor of the City, its elected and 
appointed officials, officers, employees, agents, representatives and volunteers, which is identical to this 
Indemnity Agreement. 

 
This indemnity provision shall survive the termination or expiration of this Agreement. 
 
VIII. INSURANCE 

 
Consultant shall not commence work under this Agreement until it has obtained the insurance required 
herein. All coverages shall be with insurance carriers licensed and admitted to do business in the State 
of Wisconsin. All coverages shall be with carriers acceptable to the City.  A minimum AM Best Rating of 
A-VII is required. 

 
It is hereby understood and agreed that the insurance required by the City is primary coverage and that 
any insurance or self-insurance maintained by the City, its officers, council members, agents, employees 
or authorized volunteers will not contribute to a loss. 

 
Worker’s Compensation and Employers Liability Minimum Requirements as required by Statute: 
Consultant shall cover or insure under applicable labor laws relating to worker’s compensation 
insurance, all of their employees in accordance with the law in the State of Wisconsin. Consultant shall 
provide statutory coverage for work related injuries and employer’s liability insurance with limits of 
$100,000 each accident, $500,000 disease policy limit and $100,000 disease each employee. 

 
Liability Insurance: Consultant shall procure and maintain during the life of this Agreement the following 
Commercial General Liability Insurance and Automobile Liability insurances: 

 
A. PROFESSIONAL LIABILITY (Errors and Omissions) 

(1) Minimum Limits 
(a) $2,000,000 each claim/$3,000,000 annual aggregate 
(b) Any deductible not to exceed $25,000 each claim 

 
(2) Must continue coverage for 3 years after final payment for service/job 

 
B. GENERAL LIABILITY COVERAGE 
 

(1) Commercial General Liability 
(a) $4,000,000 general aggregate 
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(b) $1,000,000 products - completed operations aggregate 
(c) $1,000,000 personal injury and advertising injury 
(d) $2,000,000 each occurrence limit 

 
(2) Claims made form of coverage is not acceptable. 

  
(3) Insurance must include: 

(a) Premises and Operations Liability 
(b) Blanket Contractual Liability including coverage for the joint negligence of 

the City of De Pere, it officers, council members, agents, employees, 
authorized volunteers and the named insured 

(c) Personal Injury 
(d) Explosion, collapse and underground coverage 
(e) Products/Completed Operations 
(f) Independent Contractors 

 
C. BUSINESS AUTOMOBILE COVERAGE 
 

(1) Minimum Limits - $2,000,000 Combined Single Limit for Bodily Injury and Property 
Damage each accident 

 
(2) Must cover liability for "Any Auto" - including Owned, Non-Owned and Hired 

Automobile Liability 
 

Additional Insured: Consultant shall name the City, including all elected and appointed officials, all 
employees and volunteers, all boards, commissions and/or authorities and their board members, 
employees and volunteers as an Additional Insured on the General Liability Coverage. This coverage shall 
be primary to the Additional Insured and not contributing with any other insurance or similar protection 
available to the Additional Insured, whether other available coverage is primary, contributing or excess. 

 
Waiver of Workers Compensation Subrogation: The workers’ compensation policy is to be endorsed with 
a waiver of subrogation. The insurance company, in its endorsement, agrees to waive all rights of 
subrogation against the City, its officers, officials, employees and volunteers for losses paid under the 
terms of the policy that arises from the work performed by the named insured for or on behalf of the 
City of De Pere.  

 
Cancellation Notice: All insurances required by this Agreement shall include an endorsement stating the 
following: “Thirty (30) days Advance Written Notice of Cancellation or Ten (10) days for Non-Renewal 
shall be sent to: City of De Pere Attn: City Clerk 335 S. Broadway, De Pere, WI 54115. 
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Proof of Insurance Coverage: Consultant shall provide to the City, at the time this Agreement is returned 
for execution, Certificates of Insurance and/or policies, acceptable to the City. If so requested, certified 
copies of any or all polices shall also be furnished. The Additional Insured Policy endorsement must 
accompany the Certificate of Insurance. A copy of the Certificate of Insurance must be on file with the 
City. If no Certificates of Insurance and/or policies are provided to the City upon execution of this 
Agreement, the Agreement shall be null and void. 

 
Continuation of Coverage: If any of the above coverage expires during the term of this Agreement, the 
Consultant shall deliver renewal certificates and/or policies to the City at least ten (10) days prior to the 
expiration date. 
 
 
IX.  OWNERSHIP AND FORM OF DOCUMENTS 
 
Any reports, specifications, drawings, or other documents prepared by the Consultant in the 
performance of its obligations under this Agreement shall become the property of the City. All such 
materials shall be returned to the City upon completion, termination, or cancellation of this Agreement 
and payment in full of all monies due the Consultant. The Consultant shall not use, willingly allow, or 
cause such materials to be used for any purpose other than the performance of all Consultant’s 
obligations under this Agreement without the written consent of the City. The City agrees that the 
Consultant shall not be responsible for any re-use by the City, or by third parties that obtained the 
documents from or through the City, for purposes other than original intent of the documents provided 
by the Consultant. 
 
Consultant acknowledges that, as the Consultant to City, a Wisconsin municipality, Wis. Stats. §19.36(3) 
applies to it and records produced by it pursuant to this contract are subject to the public records law to 
the extent they would otherwise be if maintained by the City.  Consultant agrees that, within 10 business 
days of a written request of City, it shall forward to City any such contract or records maintained by 
Consultant as are requested by City.  Such records shall be in the format requested by City provided that 
such records are kept and maintained in that format.  
 
X. SAMPLES 
 
Unless otherwise agreed or consumed in testing, test specimens shall be retained for a minimum of thirty 
(30) days following submission of final report.  
 
XI. AUDITOR ACCESS 
 
Consultant shall, upon request of City or its auditors, provide access to and furnish the auditors with 
copies of requested records, reports and any other documentation in its possession or custody 
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pertaining to financial transactions, records or other financial information held by Consultant in 
conjunction with or related to Consultant’s obligations under this Agreement. 
 
XII. CONFIDENTIALITY OF INFORMATION 
 
Consultant understands that, during the course of work under this contract, Consultant may become 
privy to confidential information of City.  Consultant shall maintain the confidentiality of all information 
specifically designated confidential by City unless withholding such information would violate the law, 
create a significant harm to the public, or create a risk of significant harm to the public. 
 
 
XIII. DISPUTE RESOLUTION 

 
All claims, disputes or any other matters in question between the parties arising out of or relating to this 
Agreement or breach thereof shall be subject to mediation as a condition precedent to the institution of 
any legal proceedings by either party. If such claim, dispute or any other matter involves a lien arising 
out of Consultant’s services, Consultant may proceed in accordance with applicable law to comply with 
lien notice and filing deadlines prior to resolution of the matter by mediation. 
The City and Consultant shall attempt to resolve claims, disputes and other matters in question between 
them by mediation in accordance with the current Mediation Rules of the American Arbitration 
Association unless the parties agree otherwise. A request for mediation shall be filed in writing with the 
other party to this Agreement and, if applicable, the American Arbitration Association. 

  
The parties shall share equally the mediator’s and any filing fees. Mediation shall be held in the place 
where the Project is located, unless another location is mutually agreed upon. Agreements reached in 
mediation shall have the same force and effect as settlements in any court having jurisdiction thereof. 

 
XIV. ACCESS/UTILITIES 

  
The City will arrange access to the site, as necessary, for Consultant to complete the work. Consultant 
will take reasonable precautions to minimize any damage to the site due to its operation. Site restoration 
is not included unless specifically requested by the City. 

 
Consultant is responsible for locating public utilities and agrees to indemnify and save the City harmless 
from all claims, suits, losses, cost and expenses including attorney’s fees as a result of any personal injury, 
death or property damage occurring from damage to public utilities. Consultant shall coordinate with a 
private locating service for locating utilities on private property. 

 
XV. SAFETY 
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Consultant shall comply with all Occupational Safety and Health Administration (OSHA) and State and 
Local safety and health standards and any other applicable rules and regulations. 

 
Consultant’s work or field personnel shall not be responsible for determining or implementing the 
means, methods, techniques, sequences or procedures of construction. Consultant will not be 
responsible for evaluating, reporting or effecting job conditions concerning health, safety or welfare, 
unless specifically requested in writing. Consultant’s work or failure to perform same shall not in any 
way excuse any contractor, subcontractor or supplier from performance of its work in accordance with 
contract documents. 
 
XVI. TIME FOR COMPLETION 
 
The parties hereto agree that time is of the essence in completion of the project.  Should Consultant 
encounter any circumstances, which, in the Consultant’s opinion, will delay their response time, 
Consultant shall so inform the City as soon as the delay in response time is known. 
 
 
XVII. RESPONSIBILITY OF CONSULTANT 
 
The Consultant is employed to render a professional service only, and any payments made to the 
Consultant are compensation solely for such services rendered and recommendations made in carrying 
out the work.  The Consultant shall follow the practice of its profession to make findings, opinions, factual 
presentations, and professional advice and recommendations, consistent with the standard of care 
expected of professionals in the industry performing similar services on projects of like size and 
complexity. 
 
XVIII. NON-DISCRIMINATION 
 
The Consultant agrees that, in performing under this Agreement with the City, it will not discriminate 
against any employee, applicant for employment or any other person or member of the public on the 
basis of age, race, creed, color, disability, marital status, sex, national origin, ancestry, arrest record, 
conviction record, military service, use or non-use of lawful products off the employer’s premises during 
nonworking hours, declining to attend a meeting or to participate in any communication about religious 
matters or political matters, or any other basis provided under Wis. Stats. §111.321. 
 
XIX. ASSIGNMENT, TRANSFER OR SUBCONTRACTING 
 
This Agreement is binding on the heirs, successors, and assigns of the parties hereto.  The Consultant 
shall obtain the written consent of the City prior to assigning, transferring, or subcontracting any portion 

Page 113 of 505



 
 
 

 
Page 8 of 10 

 
 
 
 

of the work to be performed under this project.  The Consultant shall be responsible to the City for the 
actions of persons and firms performing subcontract work. 

 
XX. SEVERABILITY 
 
This Agreement represents the entire understanding of the City and Consultant as to those matters 
contained herein.  No prior oral or written understanding shall be of any force or effect with respect to 
those matters covered hereunder.  This Agreement may not be modified or altered except in writing 
signed by both parties. 
 
XXI. AUTHORITY 
 
The parties hereto have all necessary or requisite power and authority to execute and deliver this 
Agreement. 
 
XXII. APPLICABLE LAWS AND JURISDICTION 
 
This Agreement shall be administered and interpreted under the laws of the State of Wisconsin.  
Jurisdiction of litigation arising from this Agreement shall be in that state.  If any part of this Agreement 
is found to be in conflict with applicable laws, such part shall be inoperative, null and void insofar as it is 
in conflict with said laws, but the remainder of this Agreement shall be in full force and effect. 
 
XXIII. ENTIRE AGREEMENT 
 
This Agreement, together with the Consultant’s Proposal dated January 26, 2026, the attachments 
appended hereto, and all documents, drawings, specifications, and instruments specifically incorporated 
herein and made a part hereof, shall constitute the entire Agreement of the parties. 
 
XXIV. COMPLIANCE WITH LAWS 
 
Consultant is responsible to see that services and documents furnished by Consultant conform to the 
applicable laws, rules, regulations, codes, orders, and special requirements, except as may be specifically 
provided otherwise herein. 
 
 
 
XXV. SUSPENSION OF WORK 
 
The City may suspend, in writing, all or a portion of the work under this Agreement in the event 
unforeseen circumstances beyond the control of the Consultant make normal progress in the 
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performance of the work impossible.  The Consultant may request that work be suspended by notifying 
the City, in writing, of circumstances which are interfering with normal progress of the work.  If agreed, 
the time for completion of the work shall be extended by the number of days the work is suspended.  In 
the event that the period of suspension exceeds 90 days, the terms of this Agreement are subject to 
renegotiation and both parties are granted the option to terminate work on the suspended portion of 
the project in accordance with Article XXVI. 
 
XXVI. TERMINATION OF WORK 
 
The City may terminate all or a portion of the work covered by this Agreement for its convenience.  Either 
the City or the Consultant may terminate work in the event the other party fails to perform in accordance 
with the provisions of this Agreement.  Termination of this Agreement is accomplished by 15 days prior 
written notice from the party initiating termination to the other.  Notice of termination shall be delivered 
by certified mail with receipt for delivery returned to the sender. 
 
In the event of termination, the Consultant shall perform such additional work as is necessary for the 
orderly filing of documents and closing of the project.  The additional time for filing and closing shall not 
exceed 10 percent of the total time expended on the completed portion of the project prior to the 
effective date of termination. 
 
The Consultant shall be compensated for the completed portion of the work on the basis of work actually 
performed prior to the effective date of termination, plus the work required for filing and closing.  
Charges for the latter work are subject to the 10 percent limitation described in this Article. 
 
 
XXVII. NOTICES 
 
Any notification required or needed under the contract shall be sent via First Class Mail to the 
following: 
 
 If to City:  City of De Pere 
    Attn: City Clerk 
    335 South Broadway 
    De Pere, WI 54115 
 
  

If to Consultant: Allyson Brunette Consulting LLC 
   Attn: Allyson Brunette, Founder/Owner 
   1644 Glen Road 
   Green Bay, WI  54313 
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XXVIII. COUNTERPARTS 

 
This Agreement may be executed in several counterparts, and the signatures on this Contract may be 
transmitted electronically. Electronic signatures will be deemed to constitute original signatures and 
counterparts to this Agreement containing the signatures (whether original or electronic) of all the 
parties will be deemed to constitute a single, enforceable Contract. 
 
IN WITNESS WHEREOF, the parties hereto have made and executed this Agreement as of the day and 
year first above written. 
 
ALLYSON BRUNETTE CONSULTING LLC CITY OF DE PERE, WISCONSIN 
 
 
 
By: __________________________     By: ____________________________ 
       Allyson Brunette          Kimberly T. Flom, City Manager 
       Founder/Owner 
 
      By: ____________________________ 
            Carey E. Danen, City Clerk          
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











• 

• 

• 

• 

• 

• 

• 







 

 



 

 

 

 

 

 



 

 

 

 

 

 

• 







• 



• 



 

- 

- 

 

 

 

 

 



 



 



 
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    

 












  

 







 





 




 

 

 


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To: Members of the Sustainability Commission  
From: Chase Kuffel, Assistant City Engineer 
Date: February 10, 2026 
 
RE: Consideration and possible action on Proposal for 2026 Green Tier Legacy Community 

Scoresheet Completion* 
 
 
Staff received a proposal from Allyson Brunette Consulting for the data gathering a submission of the 
City of De Pere’s Green Tier Legacy Community Scoresheet for 2026.  The proposal cost would not 
exceed $4,500 and would provide the scoresheet as a deliverable by the end of the 2026 calendar year.   
 
The staff recommendation is to accept the proposal from Allyson Brunette Consulting for the 2026 
Green Tier Legacy Community Scoresheet completion in the amount of $4,500.  This proposal would be 
funded via the Consulting line item as part of the Sustainability Commission budget. 
 
Attachments: 
2026 0126_Allyson Brunette Consulting Proposal 
Professional Service Agreement – Template 
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
9.F 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  City Clerk 
FROM:  Carey Danen, City Clerk 
SUBJECT:  Resolution #26-11 Rescinding Property Taxes and Approval to 

pay net taxes utilizing Unassigned Reserves (Parcel Nos. ED-6 
and WD-478-1). 

RECOMMENDED 
ACTION: 

Motion to approve. 

 
The Finance-Personnel Committee voted unanimously to recommend approval at its February 
10, 2026 meeting. 
 
Under Wisconsin law, certain types of property are exempt from property tax.  Exempt property 
owners are required to file a report with the Clerk's office every even-numbered year to confirm 
their status and make updates if needed.  I was not aware that in addition, owners of qualifying 
benevolent low-income housing are required to file a second report annually with the assessor. 
 The CEO of NeighborWorks sent me the report last spring; however, I failed to forward it to the 
City's assessor, thinking that it was a duplicate of their 2024 report and that their tax-exempt 
status was current until the next reporting period in 2026. 
 
In order to correct this error, I am requesting your approval to pay the net taxes for both parcels 
in the amount of $5,687.45 using unassigned reserves.  The Common Council must formally 
rescind the property taxes, and we can then request a charge back to the other taxing jurisdictions 
for their portion.  There is a delay before the funds would be recouped, because the Department 
of Revenue does not approve chargebacks until after the October 1st submission deadline.  The 
other jurisdictions then have until February 15th, 2027 to make payment.  At that point, 
$3,606.02 will be returned to unassigned reserves. 
 
Thank you for your consideration and understanding in this matter.  Please contact me in 
advance of the meeting with any questions. 
 
ATTACHMENTS: 
Reso26-11, 2025 Tax Bill_ED-6, 2025 Tax Bill_WD-478-1 
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RESOLUTION #26-11 
  

RESCINDING PROPERTY TAXES AND APPROVAL TO 
 PAY NET TAXES UTILIZING UNASSIGNED RESERVES 

(Parcel ED-6 and WD-478-1) 
 

 WHEREAS, Neighborhood Housing Services of Green Bay, Inc., d/b/a NeighborWorks 

Green Bay, as the owner of Parcels ED-6 and WD-478-1, qualifies for a property tax exemption as 

a nonprofit organization owner of real property pursuant to the requirements under Wis. Stats. 

§70.11(4g); and 

 WHEREAS, an annual report submitted by NeighborWorks was inadvertently assumed by 

City staff to be a duplicate of a previously-filed report and resulted in the report not being 

provided to City’s assessor which caused the property to be erroneously taxed for 2025 and that 

such taxation of the property is exempt by law from taxation, which may constitute palpable 

error under Wisconsin Statute §74.33(c); and 

 WHERAS, this matter was reviewed by the Finance/Personnel Committee, which 

recommends that the Common Council rescind the 2025 taxes; and  

 WHEREAS, the Common Council, acknowledging the palpable error, wishes to rescind the 

2025 taxes for both parcels in the total amount of $5,687.45 (ED-6 $2,636.34 and WD-478-1 

$3,051.11). 

 NOW, THEREFORE, BE IT HEREBY RESOLVED THAT: 

1. The Common Council hereby rescinds the 2025 property tax for 
Parcels ED-6 and WD-478-1 pursuant to Wisconsin Statutes §§ 
74.33(c) based upon the property being exempt by law from 
taxation. 
 

2. The City Clerk is authorized and directed to formally rescind the 
2025 property taxes for Parcels ED-6 and WD-478-1 pursuant to 
Wisconsin Statutes §§ 74.33(c) and the preceding Council action 
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Resolution #26-11 
Page 2 of 2 
 

and to charge-back the other appropriate taxing jurisdictions in 
Brown County for their portion received, pursuant to Wis. Stats § 
74.41. 
 

3. The City of De Pere shall make payment to Brown County for 2025 
net property taxes for Parcels ED-6 ($2,636.34) and WD-478-1 
($3,051.11) in the amount of $5,687.45, utilizing Unassigned 
Reserves, based upon the property being exempt by law from 
taxation and, therefore, palpable error pursuant to Wisconsin 
Stats. §§ 74.33(c) and 74.41. 

 
BE IT FURTHER RESOLVED THAT: 
 

All City officials, officers and employees are authorized and directed to take such 
steps as are lawful and necessary in furtherance thereof. 

 
Adopted by the Common Council of the City of De Pere, Wisconsin, this 18th day of 

February, 2026.      

APPROVED: 

______________________________  
 James G. Boyd, Mayor 

 
      ATTEST: 
             
      ______________________________ 

     Carey E. Danen, City Clerk 
 

Ayes: ______  
Nays: ______  
Board/Committee Approval: 02/10/2026 
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
9.G 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Human Resources 
FROM:  Shannon Metzler, Human Resources Director 
SUBJECT:  Resolution #26-12 Authorizing Agreement for Professional 

Services with The Archer Company, LLC (Classification and 
Compensation Study). 

RECOMMENDED 
ACTION: 

Motion to approve. 

 
The Finance/Personnel Committee voted unanimously at its February 10, 2026, meeting to 
recommend approval of this item. 
 
ATTACHMENTS: 
Reso26-12, The Archer Company2-12-26, Exhibit A- Archer Company Compensation RFP - 
2026, Exhibit B-City of De Pere Compensation Study Proposal.Revised 1.30.26. The Archer 
Company (002), Memo to finance hiring consulting firm 
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RESOLUTION #26-12 
 

AUTHORIZING AGREEMENT FOR PROFESSIONAL SERVICES BETWEEN THE  
CITY OF DE PERE AND THE ARCHER COMPANY, LLC  

(Classification and Compensation Study) 
 

WHEREAS, pursuant to its Compensation Policy, the City is required to complete a comprehensive 

review of its Employee Classification and Compensation Plan at least once every five years to analyze pay 

grade ranges, classifications, market measurement and internal pay equity; and  

WHEREAS, The Archer Company, LLC has available and offers to provide personnel and 

professional assistance necessary to accomplish the same within the required timeframe; and 

WHEREAS, this matter has been reviewed by the Finance/Personnel Committee which 

recommends approval thereof. 

 NOW, THEREFORE, BE IT HEREBY RESOLVED THAT: 

The City Manager and City Clerk are authorized and directed to execute the Agreement 
for Consulting Services Between the City of De Pere and The Archer Company, LLC, as is 
attached hereto, subject to such changes as deemed necessary by City Attorney. 
 

BE IT FURTHER RESOLVED THAT: 
 

All City officials, officers, and employees are authorized and directed to take such steps 
as are lawful and necessary in furtherance thereof.   
 

Adopted by the Common Council of the City of De Pere, Wisconsin, this 18th day of February, 2026. 

      APPROVED:   
 
           

_________________________________ 
James G. Boyd, Mayor 

      ATTEST: 
 
 
      _________________________________ 

     Carey E. Danen, City Clerk 
Ayes: ______ 
Nays: ______ 
Board/Committee Approval: 2/10/2026 
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STANDARD AGREEMENT FOR PROFESSIONAL SERVICES BETWEEN THE 
CITY OF DE PERE AND THE ARCHER COMPANY, LLC 

 
Project: (Classification and Compensation Study) 

 
THIS AGREEMENT made and entered into this ___ day of ________________, 2026, by and between the 
City of De Pere, a Wisconsin municipal corporation (“City”), and the Archer Company, LLC, an Ohio 
limited liability company (“Consultant”), collectively referred to as the parties. 
 

WITNESSETH 
 

 WHEREAS the City is in need of a qualified firm to conduct analysis and recommendations on its 
compensation plan for non-represented employees to analyze pay grad ranges, classifications, market 
measurement and internal pay equity; and 
 
 WHEREAS the Consultant has available and offers to provide qualified personnel and facilities 
necessary to accomplish the work within the required timeframe. 
 
 NOW, THEREFORE, in consideration of the following terms and conditions, City and Consultant 
mutually agree as follows: 
 
I. SCOPE OF WORK 
 
The scope of work shall include all services and materials necessary to complete the project as fully 
described  and specified in the City of De Pere Human Resources Department Request for Proposals 
(Exhibit A) and Consultant’s Proposal thereto dated January 30, 2026 (Exhibit B), both of which are 
attached hereto and incorporated herein by reference.  If a conflict exists between Exhibit A and Exhibit 
B, the terms of Exhibit A shall prevail.  If there is a conflict between the terms and conditions of Exhibit 
A and this Agreement, the terms of this Agreement shall prevail.   No standard terms or conditions of 
Consultant’s Proposal are incorporated into this Agreement unless such term is specifically included 
herein. 

 
II. AMENDMENTS TO AGREEMENT 
 
This Agreement may be amended only by written instrument signed by both parties. If in the reasonable 
judgment of the City, the scope or nature of the services to be performed by Consultant change or 
deviate materially from the scope or nature of the services described above, the City may, at its 
discretion, suspend performance of its services until a written agreement superseding this Agreement 
and adjusting the scope, schedule, terms and conditions has been executed. Where additional work is 
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to be completed on time and expenses compensation, charges shall be in accordance with the fee 
schedule submitted with the Consultant’s proposal. 
  
III.     FEES 
 
Total fees payable to Consultant shall not exceed the amount of $34,390.00 for all services, materials, 
equipment and authorized reimbursable expenses under this Agreement unless an Amendment to 
Agreement signed by both parties, approves additional fees in writing. Any such additional fess shall be 
defined in writing and authorized prior to execution of such work. 
 
 
IV. SCOPE OF CONSULTING SERVICES 
 
Consultant agrees to perform all those services and furnish all material necessary as fully described in 
Exhibits A and B.   
 
V.  SCOPE OF CITY SERVICES 
 
City agrees to provide the Consultant certain items and/or information such as necessary human 
resources information concerning the project, including relevant job descriptions and completed 
questionnaires that may be applicable for completion of the project, as are available. 
 
VI. COMPENSATION 
 
The City agrees to pay, and the Consultant agrees to accept, compensation in accordance with the 
compensation provisions described in Exhibit B, to be paid in a lump sum at the conclusion of the work.  
Services for “Year Two” will be paid in accordance with Exhibit B rates as indicated on as needed basis, 
as requested by City and agreed to by Consultant. Payment to the Consultant is due in 30 days from the 
invoice date.  Compensation for special services shall be as agreed upon by the City and Consultant and 
set forth in the written authorization for special services.   
 
VII. INDEMNIFICATION 
 
Consultant hereby agrees to indemnify the City, its elected and appointed officials, officers, employees, 
agents, representatives and volunteers, and each of them, from and against any and all suits, actions, 
legal or administrative proceedings, claims, demands, damages, liabilities, interest, attorneys’ fees, costs 
and expenses of whatsoever kind or nature in any manner directly or indirectly caused, occasioned, or 
contributed to in whole or in part or claimed to be caused, occasioned, or contributed to in whole or in 
part, by negligence, whether active or passive, of Consultant or of anyone acting under its direction or 
control or on its behalf even if liability is also sought to be imposed on City, its elected and appointed 
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officials, officers, employees, agents, representatives and volunteers. The obligation to indemnify the 
City, its elected and appointed officials, officers, employees, agents, representatives and volunteers, and 
each of them, shall be applicable unless liability results from the sole negligence of the City, its elected 
and appointed officials, officers, employees, agents, representatives and volunteers. 
 
In the event that Consultant employs other persons, firms, corporations or entities (sub-contractor) as 
part of the work covered by this Agreement, it shall be Consultant’s responsibility to require and confirm 
that each sub-contractor enters into an Indemnity Agreement in favor of the City, its elected and 
appointed officials, officers, employees, agents, representatives and volunteers, which is identical to this 
Indemnity Agreement. 

 
This indemnity provision shall survive the termination or expiration of this Agreement. 
 
VIII. INSURANCE 

 
Consultant shall not commence work under this Agreement until it has obtained the insurance required 
herein. All coverages shall be with insurance carriers licensed and admitted to do business in the State 
of Wisconsin. All coverages shall be with carriers acceptable to the City.  A minimum AM Best Rating of 
A-VII is required. 

 
It is hereby understood and agreed that the insurance required by the City is primary coverage and that 
any insurance or self-insurance maintained by the City, its officers, council members, agents, employees 
or authorized volunteers will not contribute to a loss. 

 
Worker’s Compensation and Employers Liability Minimum Requirements as required by Statute: 
Consultant shall cover or insure under applicable labor laws relating to worker’s compensation 
insurance, all of their employees in accordance with the law in the State of Wisconsin. Consultant shall 
provide statutory coverage for work related injuries and employer’s liability insurance with limits of 
$100,000 each accident, $500,000 disease policy limit and $100,000 disease each employee. 

 
Liability Insurance: Consultant shall procure and maintain during the life of this Agreement the following 
Commercial General Liability Insurance and Automobile Liability insurances: 

 
A. PROFESSIONAL LIABILITY (Errors and Omissions) 

(1) Minimum Limits 
(a) $2,000,000 each claim/$3,000,000 annual aggregate 
(b) Any deductible not to exceed $25,000 each claim 

 
(2) Must continue coverage for 3 years after final payment for service/job 
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B. GENERAL LIABILITY COVERAGE 
 

(1) Commercial General Liability 
(a) $4,000,000 general aggregate 
(b) $1,000,000 products - completed operations aggregate 
(c) $1,000,000 personal injury and advertising injury 
(d) $2,000,000 each occurrence limit 

 
(2) Claims made form of coverage is not acceptable. 

  
(3) Insurance must include: 

(a) Premises and Operations Liability 
(b) Blanket Contractual Liability including coverage for the joint negligence of 

the City of De Pere, it officers, council members, agents, employees, 
authorized volunteers and the named insured 

(c) Personal Injury 
(d) Explosion, collapse and underground coverage 
(e) Products/Completed Operations 
(f) Independent Contractors 

 
C. BUSINESS AUTOMOBILE COVERAGE 
 

(1) Minimum Limits - $2,000,000 Combined Single Limit for Bodily Injury and Property 
Damage each accident 

 
(2) Must cover liability for "Any Auto" - including Owned, Non-Owned and Hired 

Automobile Liability 
 

Additional Insured: Consultant shall name the City, including all elected and appointed officials, all 
employees and volunteers, all boards, commissions and/or authorities and their board members, 
employees and volunteers as an Additional Insured on the General Liability Coverage. This coverage shall 
be primary to the Additional Insured and not contributing with any other insurance or similar protection 
available to the Additional Insured, whether other available coverage is primary, contributing or excess. 

 
Waiver of Workers Compensation Subrogation: The workers’ compensation policy is to be endorsed with 
a waiver of subrogation. The insurance company, in its endorsement, agrees to waive all rights of 
subrogation against the City, its officers, officials, employees and volunteers for losses paid under the 
terms of the policy that arises from the work performed by the named insured for or on behalf of the 
City of De Pere.  
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Cancellation Notice: All insurances required by this Agreement shall include an endorsement stating the 
following: “Thirty (30) days Advance Written Notice of Cancellation or Ten (10) days for Non-Renewal 
shall be sent to: City of De Pere Attn: City Clerk 335 S. Broadway, De Pere, WI 54115. 

 
Proof of Insurance Coverage: Consultant shall provide to the City, at the time this Agreement is returned 
for execution, Certificates of Insurance and/or policies, acceptable to the City. If so requested, certified 
copies of any or all polices shall also be furnished. The Additional Insured Policy endorsement must 
accompany the Certificate of Insurance. A copy of the Certificate of Insurance must be on file with the 
City. If no Certificates of Insurance and/or policies are provided to the City upon execution of this 
Agreement, the Agreement shall be null and void. 

 
Continuation of Coverage: If any of the above coverage expires during the term of this Agreement, the 
Consultant shall deliver renewal certificates and/or policies to the City at least ten (10) days prior to the 
expiration date. 
 
IX.  OWNERSHIP AND FORM OF DOCUMENTS 
 
Any reports, specifications, drawings, or other documents prepared by the Consultant in the 
performance of its obligations under this Agreement shall become the property of the City. All such 
materials shall be returned to the City upon completion, termination, or cancellation of this Agreement 
and payment in full of all monies due the Consultant. The Consultant shall not use, willingly allow, or 
cause such materials to be used for any purpose other than the performance of all Consultant’s 
obligations under this Agreement without the written consent of the City. The City agrees that the 
Consultant shall not be responsible for any re-use by the City, or by third parties that obtained the 
documents from or through the City, for purposes other than original intent of the documents provided 
by the Consultant. 
 
Consultant acknowledges that, as the Consultant to City, a Wisconsin municipality, Wis. Stats. §19.36(3) 
applies to it and records produced by it pursuant to this contract are subject to the public records law to 
the extent they would otherwise be if maintained by the City.  Consultant agrees that, within 10 business 
days of a written request of City, it shall forward to City any such contract or records maintained by 
Consultant as are requested by City.  Such records shall be in the format requested by City provided that 
such records are kept and maintained in that format.  
 
X. SAMPLES 
 
Unless otherwise agreed or consumed in testing, test specimens shall be retained for a minimum of thirty 
(30) days following submission of final report.  
 
XI. AUDITOR ACCESS 
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Consultant shall, upon request of City or its auditors, provide access to and furnish the auditors with 
copies of requested records, reports and any other documentation in its possession or custody 
pertaining to financial transactions, records or other financial information held by Consultant in 
conjunction with or related to Consultant’s obligations under this Agreement. 
 
XII. CONFIDENTIALITY OF INFORMATION 
 
Consultant understands that, during the course of work under this contract, Consultant may become 
privy to confidential information of City.  Consultant shall maintain the confidentiality of all information 
specifically designated confidential by City unless withholding such information would violate the law, 
create a significant harm to the public, or create a risk of significant harm to the public. 
 
 
XIII. DISPUTE RESOLUTION 

 
All claims, disputes or any other matters in question between the parties arising out of or relating to this 
Agreement or breach thereof shall be subject to mediation as a condition precedent to the institution of 
any legal proceedings by either party. If such claim, dispute or any other matter involves a lien arising 
out of Consultant’s services, Consultant may proceed in accordance with applicable law to comply with 
lien notice and filing deadlines prior to resolution of the matter by mediation. 
The City and Consultant shall attempt to resolve claims, disputes and other matters in question between 
them by mediation in accordance with the current Mediation Rules of the American Arbitration 
Association unless the parties agree otherwise. A request for mediation shall be filed in writing with the 
other party to this Agreement and, if applicable, the American Arbitration Association. 

  
The parties shall share equally the mediator’s and any filing fees. Mediation shall be held in the place 
where the Project is located, unless another location is mutually agreed upon. Agreements reached in 
mediation shall have the same force and effect as settlements in any court having jurisdiction thereof. 

 
XIV. ACCESS/UTILITIES 

  
The City will arrange access to the site, as necessary, for Consultant to complete the work. Consultant 
will take reasonable precautions to minimize any damage to the site due to its operation. Site restoration 
is not included unless specifically requested by the City. 

 
Consultant is responsible for locating public utilities and agrees to indemnify and save the City harmless 
from all claims, suits, losses, cost and expenses including attorney’s fees as a result of any personal injury, 
death or property damage occurring from damage to public utilities. Consultant shall coordinate with a 
private locating service for locating utilities on private property. 
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XV. SAFETY 

 
Consultant shall comply with all Occupational Safety and Health Administration (OSHA) and State and 
Local safety and health standards and any other applicable rules and regulations. 

 
Consultant’s work or field personnel shall not be responsible for determining or implementing the 
means, methods, techniques, sequences or procedures of construction. Consultant will not be 
responsible for evaluating, reporting or effecting job conditions concerning health, safety or welfare, 
unless specifically requested in writing. Consultant’s work or failure to perform same shall not in any 
way excuse any contractor, subcontractor or supplier from performance of its work in accordance with 
contract documents. 
 
XVI. TIME FOR COMPLETION 
 
The parties hereto agree that time is of the essence in completion of the project.  Should Consultant 
encounter any circumstances, which, in the Consultant’s opinion, will delay their response time, 
Consultant shall so inform the City as soon as the delay in response time is known. 
 
 
XVII. RESPONSIBILITY OF CONSULTANT 
 
The Consultant is employed to render a professional service only, and any payments made to the 
Consultant are compensation solely for such services rendered and recommendations made in carrying 
out the work.  The Consultant shall follow the practice of its profession to make findings, opinions, factual 
presentations, and professional advice and recommendations, consistent with the standard of care 
expected of professionals in the industry performing similar services on projects of like size and 
complexity. 
 
XVIII. NON-DISCRIMINATION 
 
The Consultant agrees that, in performing under this Agreement with the City, it will not discriminate 
against any employee, applicant for employment or any other person or member of the public on the 
basis of age, race, creed, color, disability, marital status, sex, national origin, ancestry, arrest record, 
conviction record, military service, use or non-use of lawful products off the employer’s premises during 
nonworking hours, declining to attend a meeting or to participate in any communication about religious 
matters or political matters, or any other basis provided under Wis. Stats. §111.321. 
 
XIX. ASSIGNMENT, TRANSFER OR SUBCONTRACTING 
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This Agreement is binding on the heirs, successors, and assigns of the parties hereto.  The Consultant 
shall obtain the written consent of the City prior to assigning, transferring, or subcontracting any portion 
of the work to be performed under this project.  The Consultant shall be responsible to the City for the 
actions of persons and firms performing subcontract work. 

 
XX. SEVERABILITY 
 
This Agreement represents the entire understanding of the City and Consultant as to those matters 
contained herein.  No prior oral or written understanding shall be of any force or effect with respect to 
those matters covered hereunder.  This Agreement may not be modified or altered except in writing 
signed by both parties. 
 
XXI. AUTHORITY 
 
The parties hereto have all necessary or requisite power and authority to execute and deliver this 
Agreement. 
 
XXII. APPLICABLE LAWS AND JURISDICTION 
 
This Agreement shall be administered and interpreted under the laws of the State of Wisconsin.  
Jurisdiction of litigation arising from this Agreement shall be in that state.  If any part of this Agreement 
is found to be in conflict with applicable laws, such part shall be inoperative, null and void insofar as it is 
in conflict with said laws, but the remainder of this Agreement shall be in full force and effect. 
 
XXIII. ENTIRE AGREEMENT 
 
This Agreement, together with the City’s Request for Proposals, Consultant’s Proposal dated January 30, 
2026, the attachments appended hereto, and all documents, drawings, specifications, and instruments 
specifically incorporated herein and made a part hereof, shall constitute the entire Agreement of the 
parties. 
 
XXIV. COMPLIANCE WITH LAWS 
 
Consultant is responsible to see that services and documents furnished by Consultant conform to the 
applicable laws, rules, regulations, codes, orders, and special requirements, except as may be specifically 
provided otherwise herein. 
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XXV. SUSPENSION OF WORK 
 
The City may suspend, in writing, all or a portion of the work under this Agreement in the event 
unforeseen circumstances beyond the control of the Consultant make normal progress in the 
performance of the work impossible.  The Consultant may request that work be suspended by notifying 
the City, in writing, of circumstances which are interfering with normal progress of the work.  If agreed, 
the time for completion of the work shall be extended by the number of days the work is suspended.  In 
the event that the period of suspension exceeds 90 days, the terms of this Agreement are subject to 
renegotiation and both parties are granted the option to terminate work on the suspended portion of 
the project in accordance with Article XXVI. 
 
XXVI. TERMINATION OF WORK 
 
The City may terminate all or a portion of the work covered by this Agreement for its convenience.  Either 
the City or the Consultant may terminate work in the event the other party fails to perform in accordance 
with the provisions of this Agreement.  Termination of this Agreement is accomplished by 15 days prior 
written notice from the party initiating termination to the other.  Notice of termination shall be delivered 
by certified mail with receipt for delivery returned to the sender. 
 
In the event of termination, the Consultant shall perform such additional work as is necessary for the 
orderly filing of documents and closing of the project.  The additional time for filing and closing shall not 
exceed 10 percent of the total time expended on the completed portion of the project prior to the 
effective date of termination. 
 
The Consultant shall be compensated for the completed portion of the work on the basis of work actually 
performed prior to the effective date of termination plus the work required for filing and closing.  
Charges for the latter work are subject to the 10 percent limitation described in this Article. 
 
 
XXVII. NOTICES 
 
Any notification required or needed under the contract shall be sent via First Class Mail to the 
following: 
 
 If to City:  City of De Pere 
    Attn; City Clerk 
    335 South Broadway 
    De Pere, WI 54115 
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If to Consultant: The Archer Company, LLC 
   Attn: Marianne Oyaas, MA, CCP  
   Regional Director 
   8601 Caswell Court 
   Raleigh, NC 27613 
 

 
XXVIII. COUNTERPARTS 

 
This Agreement may be executed in several counterparts, and the signatures on this Contract may be 
transmitted electronically. Electronic signatures will be deemed to constitute original signatures and 
counterparts to this Agreement containing the signatures (whether original or electronic) of all the 
parties will be deemed to constitute a single, enforceable Contract. 
 
 
IN WITNESS WHEREOF, the parties hereto have made and executed this Agreement as of the day and 
year first above written. 
 
THE ARCHER COMPANY, LLC   CITY OF DE PERE, WISCONSIN 
 
 
 
By: __________________________     By: ____________________________ 
            Kimberly T. Flom, City Manager 
Name: ______________________         
 
Its: _________________________ 
 
 
By: __________________________               By: ____________________________ 
            Carey E. Danen, City Clerk 
Name: ______________________           
 
Its:__________________________ 
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        CITY OF DE PERE 
 HUMAN RESOURCES DEPARTMENT 

 

REQUEST FOR PROPOSALS 
FOR 

COMPENSATION STUDY 
 

Proposal Due Date and Time: January 12th 10 a.m.  
 

The City of De Pere is soliciting proposals from qualified firms for analysis and recommendations 
on its compensation plan for non-represented employees. The scope of services are outlined in 
section 3.0 of this request. 

 
Proposals will be evaluated as they are submitted.  We will be notifying any firms we are 
interested in interviewing by January 14th.  Interview dates will be offered on the following dates 
and times either to meet virtually or in person.   
January 20th 1:30 p.m.-4:40 p.m. 
January 21st 12:30 p.m.- 5 p.m. 
January 22nd 8 a.m. to 5 p.m. 
 
It is anticipated that the contract for this study will be awarded in February 2026 with completion 
in May and presenting for City Council approval in June 2026.  All communications regarding this 
Request For Proposal shall be directed to:  
 

 Shannon Metzler, Human Resources Director 

 City of De Pere Human Resources Department 

 335 S. Broadway St. 

 De Pere, WI  54115 

 Phone: (920) 339-4045    Fax: (920) 339-4049   Email: smetzler@deperewi.gov 

   

2.0 BACKGROUND INFORMATION 
The City of De Pere has one pay plan titled Grade Order List (see attached) for all non-
represented employees.  Each position is in a defined grade and is a step and open market plan.  
This system includes grade orders E through U and represents approximately 60 positions with 
approximately 100 full-time and part-time employees. A full compensation study was completed in 
2022. This compensation plan is administered in accordance with our Compensation Policy (see 
attached). 
 
Any reclassifications of positions that have occurred were reviewed by a compensation consultant 
and the positions were placed in the current compensation system based on the consultant’s 
recommendations.  
 
It would be the City’s intent to utilize the consultant on a continuing basis in the future for position 
review and maintenance of the plan. 
 

3.0 SCOPE OF SERVICES 
 
 3.1 To review all non-represented positions to quantitatively evaluate and determine market    

competitiveness and to recommend updates to the grade order as determined by the market 
analysis. This pay plan includes approximately 60 positions comprised of executive, 
professional, administrative, technical and clerical positions.     
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3.2 To review and make recommendations to the current pay for performance management 
compensation system for non-represented employees. 

 
3.3 To review positions on a continuing basis as requested by the City in response to market 

pressure, turnover, and for retention purposes. 
   
3.4 To conduct informational meetings with employees to explain the scope of the project, 

methods used, and role of the employee.  Conduct interviews and other meetings with 
employees and supervisory staff as needed as well as City Administration.  To present 
the results of the Classification and compensation plan to the Finance/Personnel 
Committee of the Common Council and to the subsequent meeting(s) of the Common 
Council upon request. 

 

4.0 EVALUATION OF PROPOSALS: SELECTION FACTORS 
 This section sets forth criteria which will be used in the evaluation of proposals and selection of the 

successful firm.  Each responsive proposal will be evaluated, and selection will be made on the basis 
of the criteria listed below: 

              A. Experience of the firm and proposed project team with regards to compensation studies, 
particularly with government agencies.   

 B. Demonstrated understanding of City’s needs with respect to the compensation study, quality 
of the firm’s described approach, and the ability to meet/exceed the criteria set forth in 
Section 3.0 of the RFP.    

C. Compliance with Contract Terms and Conditions and overall quality and completeness of 
proposal submission.   

D.       References.   

E.       Cost of services (please breakdown cost per section under 3.0 Scope of Service) 

 

The City may conduct interviews and/or discussions with one or more firms. Once these interviews 
and discussions are completed, award will be made to the top-ranked firm, and other proposers will 
be advised of the decision. Proposals will remain confidential until a firm has been selected. 

5.0 PROPOSAL RESPONSE FORMAT 
Proposers are to make written proposals that present the firm’s qualifications and understanding 
of the work to be performed.  Proposers shall address each of the specific topics listed below as a 
minimum. Failure to include any of the requested information may be cause for proposal to be 
considered non-responsive and rejected. 
 

 5.1 A Cover Letter introducing your firm and confirming your interest in performing the subject 
study.  Indicate your agreement with, or specific exceptions to, any of the objectives, 
requirements, terms or conditions contained in this solicitation document. 

 5.2 Experience of the firm and proposed project team with regards to analysis and formulation of 
compensation and benefit plans: 

A. Describe your firm's overall experience with providing compensation and benefits 
consulting services, particularly to government entities. 

B. Identify and describe the experience, qualifications and credentials of the project 
team or individual(s) proposed to do the work, specifically detailing the experience 
with government agencies.    

C. Describe any recently completed or current work your firm is performing for other 
clients, especially government entities, with respect to employee compensation 
plans. 

D.      A list of at least four (4) current references for who comparable work has been 
performed. This list shall include client name, person to contact, address, telephone 
number, and description of work performed.   
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5.3 Demonstrated Understanding of City's needs with respect to its compensation policy and the 
ability to meet/exceed the objectives set forth in Section 3.0 of the RFP: 

A. Provide a description of the general approach to be used in conducting the study,  
 including assumptions, theories and methodologies to be employed, and the 

anticipated public and private comparables to be used. 
 
B. Provide a work plan describing the individual tasks to be performed, and the relative      

scheduling of those tasks including a listing of City and Proposer resources 
required.  All deliverable items should be identified and described. The work plan 
should detail key events, methods, estimated hours and the timeline for completion. 

 
C.       Recommendations for annual or ongoing maintenance and review of the plan, either 

 by your firm or City staff over the next ten years. 
  

 

6.0 SUBMITTAL INSTRUCTIONS 
 
Proposal packages shall be delivered to the address shown below, by mail, courier, e-mail, or in 
person on or before 10:00 a.m. by January 12, 2026. Proposals submitted after this time will be 
rejected as unresponsive.  Proposers shall submit to: 
    
                                         City of De Pere Human Resources Department 
                                         Attn: Shannon Metzler 
                                         335 S. Broadway St.  
                                         De Pere, WI  54115 
     or smetzler@deperewi.gov  
 
 
6.1      Contract Term-   The contract resulting from the award of this RFP shall commence as 

soon as administratively possible following award notification and shall continue until all 
agreed upon tasks have been satisfactorily completed. 

 
6.2 Right to Reject-   The City reserves the right to reject any or all proposals, to waive 

technicalities, or to accept the proposal deemed to serve the City’s best interest. 
 
6.3 Proposal Costs- All costs associated with preparation, submittal and presentation of 

proposals shall be borne by the proposer. 
 

A sample Consultant Agreement the City uses is included with this RFP. 
 

“The City of De Pere is an Equal Opportunity Employer” 
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Proposal for a 
Compensation Study 

for the 
City of De Pere, Wisconsin 

January 30, 2026 

Prepared by: 

Primary Contact for this Proposal: 

James Battigaglia, President 

7652 Sawmill Road, #295 

Dublin, Ohio  43016 

jimbattigaglia@archercompany.com 
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January 30, 2026 
City of De Pere 
Sharon Metzler, Human Resources Director 
335 S. Broadway Street 
De Pere, WI  54115 
 
Email: smetzler@deperewi.gov 

RE Compensation Study 

Dear Ms. Metzler: 

The Archer Company is pleased to provide a proposal for the above-referenced request for 
proposal. The project work you seek is right at the core of the mission of the Archer Company.  

Executive Summary 
As  we  understand  the  project,  the  City is seeking a highly-qualified firm with extensive 
experience in conducting compensation studies.  The primary objective for the study as 
identified by the City is to ensure that the City’s compensation plan is optimal in meeting the 
City’s objectives, which appear to include internal equity, market competitiveness, a strong pay-
for-performance component, sound pay administration policies, and an ongoing methodology 
to ensure new and significantly-changed jobs are evaluated and placed in the appropriate pay 
grade within the pay plan.  Our review of the City’s compensation policies suggest that the City 
continues to be committed to performing periodic compensation updates. 

The proposed study will cover approximately 60 classification titles, in which approximately  100 
City non-represented employees are assigned.   At the highest level, the study will first focus on 
understanding the City’s compensation program and goals, and in the end, will produce 
recommendations to support the City’s compensation objectives. The study will also result in 
logical and strategic recommendations for adjustments to the pay plan and perhaps individual 
pay rates as needed to ensure both internal equity and external competitiveness.  Another 
major objective is to analyze and make recommendations on the current pay for performance 
compensation component of the compensation plan, to ensure the system is solid and supports 
the City’s objectives to reward performance contributions with monetary (and in some cases, 
time off) rewards.  The study will also focus on the compensation policies and processes that 
support the actual compensation plan, to ensure the policies are strategically aligned with the 
operational goals and objectives of the City.  Finally, once the pay plan is completed and final 
presentations delivered, the City is looking to utilize the consultant on an ongoing basis for 
ongoing needs such as position review and maintenance of the compensation plan. 

Our proposal provides an integrated, phased approach, with strategic input points (e.g., working 
sessions) to ensure the final recommendations and report are aligned with the City’s specific 
needs. All findings are recommendations are to be captured in a project final report and 
presented to the City in formal presentations.   

We provide detail on project phases as a draft timeline in Section Three (D).  We provide a not-
to-exceed cost amount, broken down by project phases, in Section Five. 
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The Archer Company 
The  Archer Company, LLC is a long-established consulting practice that began on the east coast 
in 1987 and soon spread through nationwide marketing and distribution efforts. Our company 
was established in for the sole purpose of  providing  federal,  state,  and  local  governments  
with award- winning,   valid,   and  reliable   human   resource   management  systems. We are 
proud  of  our  successes, which  have  led  to  an extensive list of satisfied clients.  The Archer  
Company  has  been  a profitable company in all the years of its existence, which is a testament 
to the high quality of services we provide as well as the loyalty we have experienced from many 
long-term clients. As of today, we have provided compensation and related services successfully 
to over 1,600 organizations, the majority of which have been cities and towns, counties, and 
other local and state public sector employers.  

The combined 70+ years’ experience in public sector class and comp brought by our project 
team can assure the City that they will be in great hands with the Archer Company. Included in 
those years is experience with Wisconsin local government compensation systems reaching 
back to the early 1990s. 

The project will be managed from our Raleigh NC office, with the intended project director, 
Marianne Oyaas, who has performed compensation studies in Wisconsin since 1993, with 
substantial municipal experience. 

The Archer Company is a limited liability company wholly owned (100%) by its principals. 
With headquarters in Dublin (Columbus), Ohio, we have offices in Raleigh, (North Carolina), 
Atlanta (Georgia), and Omaha (Nebraska), with additional staff in Virginia. 

 Corporate Address: 7652 Sawmill Road, Suite 295, Dublin, OH  

 Primary Contact:   Jim Battigaglia, President 

 Office Phone: (614) 361-4998 

 Email: jimbattigaglia@archercompany.com 

We agree to all terms and requirements issued by the City of De Pere. We have sufficient 
staff resources to commence work as soon as the City is ready to begin and have provided 
what we think will be a successful timeline for completing the multi-pronged project within 
about 22 weeks , with the final timeframe being determined in conjunction with the City’s 
Project Manager.  

Thank you for your consideration of our proposal. Please feel free to contact me by letter, email, 
or phone should you have any questions or need any other information. We look forward to 
hearing from you. 

Sincerely, 

Jim Battigaglia 
 President 
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Section 2. Firm and Staff Qualifications 

A. Company Description, Ownership and Address 

The Archer Company, LLC is the flagship of a long-established consulting practice that was 
established in 1987 for the sole purpose of providing federal, state, and local governments with 
award-winning, valid, and reliable human resource management systems. As of today’s date, we 
have provided human resources services for more than 1,600 organizations and have operated 
profitably and without legal challenge all of these years.  We are recognized by public sector leaders 
and union leaders alike as a highly qualified and objective firm. 

The Archer Company is a limited liability company wholly owned (100%) by its principals. With 
headquarters in Columbus, Ohio, we have offices in Raleigh, (North Carolina), Atlanta (Georgia), and 
Omaha (Nebraska), with additional staff in California and Florida.   

Corporate Address: 7652 Sawmill Road, Suite 295, Dublin, OH 43016 

Primary Contact:  Jim Battigaglia, President  

Office Phone: (614) 891-7034  

Email: jimbattigaglia@archercompany.com  

The project will be managed from our Raleigh, North Carolina office, under the project direction of 
Marianne Oyaas, Regional Director.  Ms. Oyaas has worked extensively with Wisconsin 
municipalities, counties and special districts, on compensation studies, since 1993.   

Project Management Address: 8601 Caswell Court, Raleigh, NC  27613 

Project Director:  Marianne Oyaas, Regional Director  

Office Phone: (608) 698-0606  

Email: marianneoyaas@archercompany.com  

B. Qualifications and Service Areas 

The Archer Company is a leading human resources consulting firm specializing in the development 
and implementation of compensation and classification systems for local government and public 
sector organizations of all types. Our seasoned team has broad experience and expertise across all 
sectors in the areas of:  

• Job analysis and job evaluation 
• Development of Job 

Architectures, Classification 
Structures, Career Ladders 

• Salary, benefits and total 
compensation surveys 
and market analysis 

• Review and development of 
compensation administration 
programs; current plan 
assessments 

• FLSA compliance 
• Performance 

management systems and 
management training 
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• Pay-for-performance programs 
linking contribution to rewards 

• Bonus and incentive plan 
review and design 

• Total compensation 
assessment and design 

• Development of compensation 
philosophies at the organization 
level 

• Review and development of 
Human Resources policies 
and processes 

• Interactive cost modeling 
using user-friendly Excel 
models 

What Sets The Archer Company Apart?  First, while the solutions we offer our clients are 
progressive and linked to the challenges of today’s labor market and economic environment, they 
are built on solid foundations that are logical, defensible, sustainable, and flexible.  Second, our 
solutions and approaches are based on a solid understanding of each client as a separate entity - we 
do NOT offer cookie cutter approaches. Third, unlike some of our larger competitors who expect 
staff to manage 8-10 clients simultaneously, our approach is to manage a much smaller number of 
client assignments at any one time. Focusing on a small number of engagements allows our teams 
to concentrate on the needs of our clients more effectively and enables us to complete projects 
more quickly than you may find among larger firms. We are focused, efficient, and highly effective 
in our approach to completing client assignments.  Fourth and we suspect uniquely, the team 
assigned to collaborate with you on this project have worked together for over twenty (20) years.  
Our senior team members both have chosen to engage with client organizations from the 
standpoint of a smaller firm, having worked in large firms in prior years. We have found it easier to 
provide truly customized, very personalized services from the vantage point of a smaller, highly 
focused consulting business.  

Classification & Compensation Experience: Since our inception, The Archer Company has 
performed more than 1,600 classification and compensation studies in thirty-six states for union 
and nonunion cities and towns; utilities; airports and airport authorities; counties; state 
governments; school districts; housing authorities; colleges; other public agencies; and private 
organizations throughout the United States. The employee populations among our client 
organizations range in size from five to over 15,000 employees. Project budgets in past years have 
ranged from less than $10,000 to $475,000. Our clients utilize our expertise to review and audit their 
systems, design, and develop classification and compensation systems (pay plans, performance 
management, etc.), and/or obtain guidance when navigating unique compensation issues. These 
clients have contracted with The Archer Company to address innovative yet practical classification 
and compensation methodologies and to develop systems and policies that overcome the problems, 
or limitations, of traditional compensation systems.  

About Our Professionals: It takes experience to maintain the high level of service and to provide the 
results offered by The Archer Company. We utilize industry best practices in solutions design, 
provided by service professionals who have actually worked as local government managers and 
who, as a result of their experience, understand the practical implications of organizational change. 
We understand the public sector environment, its issues and concerns, the requirements of 
government leaders, and how to develop an equitable and defensible classification and 
compensation plan. Our professionals have the ability to effectively communicate and interact with 
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employees at all levels of the organization, including elected officials, management, professionals, 
technicians, laborers, and public safety personnel. Team members have extensive knowledge and 
understanding of the various areas of local government from both managing government 
departments and from decades of experience providing consulting services. Thus, we are uniquely 
qualified and staffed to complete all of the tasks associated with a public sector engagement.  

Our proposed team consists of Archer Company employees only – no subcontractors will be used. 

About Our Systems: The Archer Company utilizes a number of proprietary products in its 
classification and compensation work. They include the Archer Comprehensive Position 
Questionnaire, the Archer Matrix-Point-Factor Job Evaluation System, the Archer Total 
Compensation/Total Rewards Framework, the  Archer Multi-Dimensional Performance Appraisal 
System, and the Archer Quality of Work Life Survey. These products are the result of 27 years of 
research; and several have won an outstanding practitioner award given by the Society for Human 
Resource Management. They were developed and copyrighted by Ernest R. Archer, Ph.D., the late 
President of The Archer Company. Even though they are based upon the complex mathematical 
relationships required for valid and defendable systems, all of our systems are easily administered 
and maintained. Because these systems also facilitate change, clients who adopted our systems 
years ago have been able to maintain sound, reliable human resource programs through their 
organizations' growth and the many recent changes in automation capabilities and government 
service obligations.  

C. Benefits of the “Archer Approach” 

We know how to work well with you: This project will be organized as a strategic partnership 
between the Archer Company and the City’s Project Team.  We see this as a true partnership but at 
the same time ensure that the City’s time is respected and utilized for key purposes: providing 
Archer Company needed information and perspectives, evaluating options, and driving strategic 
decisions that impact our recommendations.  Also, the Archer Company expects to work closely 
with Human Resources in order to ensure the success and long-term viability of the pay plan and to 
facilitate the implementation of our recommendations.  

The Archer Company understands that this project is of significant importance to the City. All 
recommendations made during the study must be supported by objective analysis (data driven 
rationale) and valid methodologies in order to promote the credibility of the findings to both 
management and employees. While the Archer Company utilizes a systematic approach and 
methodology proven to provide reliable and objective findings to develop recommendations, our 
methods and report formats will be customized to meet the City’s specific needs. We also 
understand that communication, perception and buy-in will play a key role in whether the plan will 
meet with success in this project. We recognize that any recommendations developed during this 
process must be perceived as fair and balanced by the employees represented in the plan.  

Our Team is Seasoned and Well-Synergized: With The Archer Company, you will collaborate directly 
with our team of seasoned consultants who will lend their expertise in public sector (as well as all 
market sectors) compensation practices and principles appropriate to the City’s unique situation 
and challenges. The principals of The Archer Company (Jim Battigaglia and Marianne Oyaas) have 
been working together as a team for more than twenty years.  
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The Archer Company Approach is Effective and Efficient and Leads to a Very High Rate of Plan 
Adoption: We attribute our long-term success with public employers all over the US, and the fact 
that so many of our clients have collaborated with us for at least a decade, on key aspects of our 
approach to client engagements: 

1. Relationship Management and Dedicated Project Director: While The Archer Company 
utilizes a team approach in our work, every project is assigned a senior level Project Director 
who will manage the project and serve as the primary project liaison to the client. The Project 
Director, Marianne Oyaas, will be hands-on in the development of all recommendations. The 
workload of all of our consultants is balanced to ensure that they give their full attention to 
each task at hand and complete deliverables in a timely manner.  Ms. Oyaas will be 
accountable to the City’s Project Team and be able to respond 
to any day-to-day needs and inquiries that arise.  

2. Quality Control and Solid Data Management Practices: The 
team approach ensures that all work receives the scrutiny of 
a second set of eyes—even the work of our most experienced 
consultants is subject to review by the team to ensure the 
highest quality of service. 

We handle a tremendous amount of data and information in 
a study of this size. In our nearly 40 years of experience 
performing this type of work we have honed processes and 
procedures for handling, organizing, and analyzing large 
volumes of electronic project data and information.  

3. Back-up Procedures: The Archer Company is committed to 
exceptional customer service, which means that our clients 
should have open communication with and reasonable access 
to their assigned Project Director. Should Ms. Oyaas be out of 
contact for an extended period of time, members of the 
Project Team will be available to answer questions and 
address issues as needed. If at any time a client is unsatisfied with the level of service they 
receive, they may contact the president of the company directly for resolution of the 
problem. 

4. Client Communication and Coordination: The Archer Company is committed to active 
communication and coordination with the City’s Project Team from Day One of the project 
engagement. There is rarely a surprise in the execution of an Archer study.  Our proposal 
describes a process we will complete with the Project Team to create, and managed, a study 
communication plan for all impacted City employees.  

5. Project Meetings: The Archer Company will meet with the Project Team during strategic 
points of the study in order to seek their input and facilitate their review of key components 
and deliverables of the study. The Project Team, supplemented by other stakeholders as 
identified by the Project Team, will be asked to participate in the decision-making and review 
process; we also understand that the City may wish to review the project status and progress 

 

 
“Even the work of our 

most experienced 
consultants is subject 
to review by the team 
to ensure the highest 
quality of service.” 

QUALITY 

ASSURANCE 
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as needed. We will provide regular dashboard updates during the project’s duration. Project 
meetings will be conducted virtually unless particular meetings require an on-site presence. 
Initial kick-off meetings, department director interviews, and final report presentations, at a 
minimum, will be held on-site.   

D. Your Archer Team and Project Staffing 

With The Archer Company, you will collaborate directly with a selected team of seasoned 
consultants who will lend their expertise in classification and compensation practices and principles 
appropriate to the City’s unique situation and challenges.  

We always utilize a team approach in our work to ensure overall consistency for our clients, and we 
have assembled a team of experienced professionals we believe will best provide the professional 
analysis and support needed for this project. The majority of the work on this project will be 
performed by our staff in Raleigh, North Carolina and Columbus, Ohio. Brief biographies of our key 
project consultants are provided below (Analysts will be assigned to support these consultants in 
accordance with need and availability).  

The City of De Pere Study Proposed Project Team  

Marianne Oyaas 
Regional Director 
(Raleigh, NC Office)  

Project Director: Ms. Oyaas will serve as the Project Director 
and will be responsible for the quality of all project deliverables, 
oversight of the construction of the classification and pay plan 
recommendations (job analysis, classification, and evaluation; 
pay policy review; compression and equity analysis; pay 
structure and pay plan implementation design; and market 
analysis) and the work of the Project Team.  

Jim Battigaglia 
President  

Senior Consultant:  Mr. Battigaglia will serve as a Senior 
Consultant for this project contributing to several phases of the 
work plan including implementation costing scenarios, 
leveraging his experience as a County Finance Director and his 
significant public sector accounting experience.  

Amy Lee 
Project Specialist 

Analyst:  Ms. Lee will coordinate the salary survey development 
and data compilation.   Ms. Lee has a consistent track record of 
over 85% custom survey participant participation. 

Marianne Oyaas, MA, CCP • Regional Director  

Ms. Oyaas has worked in total rewards consulting for over thirty years, with significant recent 
experience with a variety of public sector clients in the southeast region. Ms. Oyaas will serve as 
Project Director. Ms. Oyaas is based in Raleigh, North Carolina, rejoining Archer in mid-2024 after a 
few years at Segal Consulting. She specializes in classification and compensation plan development, 
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compensation assessments, job architecture, compensation philosophy creation, strategic plan 
implementations, performance appraisal systems and other human resource engagements.   

Ms. Oyaas is a Total Rewards leader and strategist with broad and deep experience in both the public 
and private sectors, culminating in significant expertise in all areas of total rewards and employee 
recognition. Ms. Oyaas has extensive experience in developing, maintaining, and enhancing base, 
variable and executive plans for private, non-for-profit organizations and local governments.  Her 
experience also includes market pricing, point-factor and other quantitative job evaluation and job 
pricing methodologies, best practices for incorporating custom peer surveys and published data to 
develop market consensus results, pay equity analyses and corrective strategies, management of 
HRIS systems and data/fiscal modeling, and design and administration of web-based survey sites. 
Ms. Oyaas has provided expert testimony in grievance and interest arbitration cases in the areas of 
job analysis, job evaluation, job classification and job documentation.  

Ms. Oyaas worked with Wisconsin cities and counties almost exclusively from 1993 – 2006 and has 
continued to work with Wisconsin municipalities and counties as recently as the City of Fond du Lac 
(2024 – present), the City of Waukesha (2024), and Waukesha County (2023-2024). 

Ms. Oyaas has completed significant work in the areas of total rewards program design,  pay equity, 
“living wage” programs and initiatives strengthening the link between performance contributions 
and pay rewards. She also works with Boards, Commissions, and leadership teams in developing 
compensation philosophies aimed at deepening the connection between employer and human 
resources objectives on one hand, and the pay delivery system offered by the employer on the 
other.  Previous experience as a labor negotiator provides Ms. Oyaas with the “cred” to work with 
union organizations effectively. 

Recently, Ms. Oyaas has managed a wide variety of client engagements involving the design of 
compensation and classification systems, following approaches similar to those proposed for the 
City of De Pere. These clients include (last few years):  

(Clients marked with an asterisk were serviced during her tenure at Segal Consulting (2021-May, 
2024). In these cases, Ms. Oyaas managed the client relationship and directed the project teams.) 

Cities, Towns and Counties 

• Town of Carrboro (NC) 
• City of Sarasota (FL) (nearly complete; awaiting appointment of new City Manager to re-

present our recommendations) 
• Swain County (NC) 
• City  of Greenville (NC) 
• Gaston County (NC) * 
• City of Ashville (NC) 
• City of Manning (SC) 
• City of Lancaster (SC) 
• Fulton County (GA) * 
• City of Laurens, SC (nearly complete) 
• City of Simpsonville, SC (nearly complete) 
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• City of Batesburg-Leesville, SC (nearly complete) 
• City of Fountain Inn (SC) 
• City of Tega Cay (SC) 
• City of Lexington (SC) 
• City of Union (SC) 
• City of Gaffney (SC) 
• City of Mount Pleasant (SC) 
• City  of Carrolton (GA) 
• Bulloch County (GA) 
• Waukesha County (WI) * 
• City of Fond du Lac (WI) 
• Greenville County (SC) 
• Stafford County (VA) – several projects * 
• Albemarle County Public Schools (VA) * 
• City of Waukesha (WI) * 
• City  of Union (SC) 

Utilities and Water Management Districts 
• Albemarle County Service Authority , VA 
• Prince William County Service Authority (VA) * 
• Loudon Water (VA) * 
• Greenville Utilities Commission (NC) 
• The City of Asheville Water Resources (NC) 
• Suwannee River Water Management District (FL) 

Ms. Oyaas has served enterprise fund utilities (as well as municipal-owned utilities) since the mid-
1990s. 

Airport and Airport Authorities  

• Sarasota-Manatee Airport Authority (FL) 
• Raleigh-Durham Airport Authority – several projects (NC) * 
• Fort Wayne-Allen   County Airport Authority (IN)* 
• Metro Knoxville Airport Authority (TN) * 
• Gerald R. Ford International Airport (MI) * 
• Morrisville Municipal Airport – Operated by DM Airports, Ltd. (NJ) * 

 
Transit 

• Pittsburgh Regional Transit (PA) * 
 
In addition, Ms. Oyaas has conducted comprehensive compensation assessments (qualitative and 
quantitative audits) for a number of Higher Education institutions, and/or conducted a variety of 
compensation studies. These institutions include: 
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Higher Education * 
• University of Chicago 
• Michigan Technological University 
• Western Michigan University 
• University of Cincinnati 
• Goucher College 

Education and Other Experience: Ms. Oyaas directed multi-state consulting practices at MAXIMUS, 
Carlson Dettman Associates and MRA – the Management Association. Most recently employed at 
Segal Consulting prior to rejoining the Archer team in 2024, Ms. Oyaas provided similar services to 
those contained in this proposal to a number of cities, counties, school districts, airport authorities 
and higher education institutions. Earlier career experiences include creating Polk County, WI’s first 
professional human resource function; classification, compensation, and selection testing 
management experience for the Minnesota Merit System (part of the State of Minnesota); and 
directing the compensation functions for three global Fortune 500 companies (Toshiba, Sealy 
Mattress Company and Time Warner Cable). 

She received a Master of Arts degree with honors in Industrial Relations from the University of 
Minnesota (concentration in Compensation) and a Bachelor of Arts degree in Psychology and Social 
Work (Phi Beta Kappa) from the University of St. Catherine in Minneapolis/St. Paul. Ms. Oyaas is a 
Certified Compensation Professional (CCP) as well as a member of WorldatWork, the Public Sector 
HR Association (PSHRA) and the Society for Human Resource Management (SHRM). 

Jim Battigaglia• President  

Mr. Battigaglia recently became the President of The Archer Company and will serve as a Senior 
Consultant for this project. Mr. Battigaglia is based in Columbus, Ohio. Mr. Battigaglia specializes in 
classification and compensation plan development, implementations, performance appraisal 
systems and other human resource engagements. Prior to his twenty years as a Principal at The 
Archer Company, Mr. Battigaglia served as the Director of MAXIMUS Human Resources and 
Organizational Development practice. Prior to that, Mr. Battigaglia served as a government 
consultant for KPMG and as the Director of Accounting for Montgomery County, Ohio.  

 Mr. Battigaglia specializes in classification and compensation system implementations, 
performance appraisal systems, training human resources and other staff in the utilization of the 
Archer Point Factor Matrix Job Evaluation System, and other human resource engagements. The 
majority of the projects managed by Mr. Battigaglia included job analysis, market analysis, 
classification structure design, job documentation, pay plan implementation design and pay plan 
implementation cost analysis.  

Some clients for whom Mr. Battigaglia has designed compensation and classification systems, 
following approaches similar to those proposed for the City of De Pere include:  the cities of Newton, 
Sandy Springs and Griffin, Georgia; the City of Mount Pleasant, South Carolina; the City of Asheville, 
North Carolina; the cities of Carmel and Westfield, Indiana; the City of Beechwood, Cleveland 
Heights, Perrysburg, and Solon, Ohio; the City of Elgin, Illinois; Beaver, Butler, Centre, Indiana, 
Monroe, Cumberland, Mifflin, Snyder, Union, and Washington Counties, Pennsylvania; Cuyahoga, 
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Franklin, Geauga, Lucas, Mahoning, Richland, and Wood counties in Ohio; the City of Manassas and 
the City of Newport News, Virginia; Franklin County Common Pleas Court, Municipal Court and 
Probate Court; Franklin County Prosecutor’s Office and Public Defender’s Office; Cuyahoga County 
Prosecutor’s Office and Public Defender’s Office; Cuyahoga County Board of Health; Cleveland 
Metroparks and Zoo, Ohio;  Decatur, Fulton, Cobb, Henry, Newton, and Richmond/Augusta 
Counties, Georgia; Clayton County Water and Sewerage Authority, Georgia; McHenry County, 
Illinois; Greenville County, South Carolina; Charleston County Parks and Recreation Commission, 
South Carolina; Charlotte County, Florida; the City of Orangeburg and Orangeburg Utilities, South 
Carolina; Jefferson, Plaquemines, St. Bernard and St. Charles Parish, Louisiana.    

Mr. Battigaglia provides pay plan maintenance services to numerous organizations including clients 
in Ohio, Louisiana, Pennsylvania, Michigan, Wisconsin, Minnesota, Tennessee, South Carolina, 
Georgia, and Massachusetts. He implemented performance appraisal systems at Cuyahoga County, 
Montgomery County Auditor's Office, Ohio, and the Butler Metropolitan Housing Authority.  

Mr. Battigaglia received a Bachelor of Business Administration degree from Ohio University. He is a 
member of World at Work and holds the World at Work’s Certified Compensation Professional (CCP) 
certification.  

E. Client List 

In our thirty-five plus years of operation, we have had the privilege to assist over 1,600 cities, 
counties, utilities, school districts, colleges, and other public agencies with their compensation 
challenges and needs. These clients utilized our services to address innovative yet practical 
compensation methodologies and to develop systems and policies that overcome the problems, or 
limitations, of traditional compensation systems. 

Local government compensation studies require a disciplined, valid, and reliable approach that will 
defend our clients and our own company against legal challenge, and equally importantly, will instill 
confidence in our results and recommendations.  Pay is a very emotional subject for employees in 
all organizations, and the public nature of public sector pay requires additional sensitivities and a 
very high level of professionalism in the conduct of our work.  

The Archer Company has an extensive list of public-sector clients both nationally and in the 
Southeast. Many of our clients represent long-term relationships with clients who collaborate with 
us annually or every other year to evaluate new and changed jobs, provide recommendations for 
wage increase and/or structure budgets, or to perform other ad-hoc studies and services.  

In over thirty years The Archer Company has never received an informal or formal legal challenge. 
Our adoption rate is close to 100%.  We listen hard and make sure we understand what the 
objectives and priorities are of our client organizations. 

CLASSIFICATION AND COMPENSATION CLIENTS 

In this section, we are listing The Archer Company clients that we have provided similar classification 
and compensation studies in the last 5-8 years: 

CITIES/TOWNS 
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• Albany, GA 
• Alexandria, LA 
• Asheville, NC 
• Batesburg-Leesville, SC 
• Beachwood, OH 
• Cape Coral, FL 
• Carrboro, NC 
• Carmel, IN 
• Christiansburg, VA 
• Clinton, NC 
• Covington, GA 
• Darlington, SC 
• Deltona, FL 
• Downers Grove, IL 
• Dunedin, FL 
• Easley, SC 
• Elgin, IL 
• Fond du Lac, WI 
• Fort Mill, SC 
• Fountain Inn, SC 
• Franklin, NC 
• Covington, GA 
• Gaffney, SC 
• Glendale Heights, IL 
• Griffin, GA 
• Hapeville, GA 
• Hartsville, SC 
• Irmo, SC  
• Kenner, LA 
• Laurens, SC 
• Lancaster, SC 
• Lexington, SC 
• Lyman, SC 
• Kennesaw, GA 
• Lombard, IL 
• Lyman, SC 
• Manassas, VA 
• Manning, SC 
• McHenry, IL 
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• McDonough, GA 
• Morrow, GA 
• Manning, SC 
• Mount Pleasant, SC 
• Newport News, VA 
• North Augusta, SC 
• Orangeburg, SC 
• Ottawa, OH 
• Pekin, IL 
• Raymore, KS 
• Reston, VA 
• Richmond Hill, GA 
• Ridgeville, GA 
• Santee, SC 
• Sarasota, FL (Draft Final Report just issued) 
• Savannah, TN 
• Simpsonville, SC (study nearly complete) 
• Smyrna, GA 
• Solon, OH 
• Tega Kay, SC 
• Truckee, CA 
• Union, SC 
• Westfield, IN 
• Westlake, OH 
• Winnsboro, SC 
• Wisconsin Rapids, WI 

COUNTIES 

• Augusta/Richland County, GA 
• Beaver County, PA 
• Bibb County, GA 
• Bulloch County, GA 
• Butler County, PA 
• Centre County, PA 
• Chatham County, GA 
• Charlotte County, FL 
• Cheatham County, TN 
• Clark County, OH 
• Cobb County, GA 
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• Cuyahoga County, OH 
• Cuyahoga County Auditor’s Office, OH 
• Cuyahoga Coroner’s Office, OH 
• Cuyahoga County Data Center, OH 
• Cuyahoga Planning Commission, OH 
• Cuyahoga Prosecutor’s Office, OH 
• Cuyahoga Public Defender, OH 
• Cuyahoga County Recorder’s Office, OH 
• Cuyahoga County Sheriff’s Office, OH 
• Cuyahoga Soil & Water Conservation District, OH 
• Dawson County, GA 
• DeKalb County, GA 
• Douglas County, NV 
• Edgefield County, SC 
• Fairfield County, SC 
• Forsyth County, GA 
• Franklin County, OH 
• Franklin County Auditor’s Office, OH 
• Franklin County Common Pleas Court, OH 
• Franklin County Coroner’s Office, OH 
• Franklin County Data Center, OH 
• Franklin County Municipal Court, OH 
• Franklin County Probate Court, OH 
• Franklin County Prosecutor’s Office, OH 
• Franklin County Public Defender’s Office, OH 
• Fulton County, GA 
• Geauga County, OH 
• Geauga County JFS, OH 
• Greenville County, SC 
• Henry County, GA 
• Iberia Parish, LA 
• Indiana County, PA 
• Jackson County, GA 
• Jefferson Parish, LA 
• Lee County, FL 
• Lee County, GA 
• Lyon County, MN 
• McHenry County, IL 
• Monroe County, PA 
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• Newton County, GA 
• Pender County, NC 
• Pickens County, SC 
• Plaquemines Parish, LA 
• Polk County, FL 
• Snyder County, PA 
• Solon, OH 
• Spalding County, GA 
• St. Bernard Parish, LA 
• St. Charles Parish, LA 
• Stanislaus County Courts, CA 
• Stutsman County, ND 
• Swain County, NC 
• Taylor County, WI 
• Union County, PA 
• Washington County, PA 
• Wayne Township, IN 
• Wood County, OH 
• Wood County Engineer, OH 

SPECIAL DISTRICTS 

• Albemarle County Service Authority, VA 
• Albany Gas & Electric, GA 
• Allen County Health District, OH 
• Appomattox Water Authority, VA 
• Cleveland Municipal Court, OH 
• Cleveland Municipal Court Clerk of Courts, OH 
• Cuyahoga County Board of Elections, OH 
• Charleston Parks & Recreation, SC 
• Charleston Airport Authority, SC 
• Clayton County Water Authority, GA 
• Cleveland Metroparks and Zoo, OH 
• Cuyahoga County Board of Health, OH 
• Cuyahoga County Personnel Review Commission, OH 
• Dayton Municipal Court, OH 
• Daphne Utilities, AL 
• Denver Housing Authority, CO 
• Florida Keys Aqueduct Authority, FL 
• Franklin ADAMH Board, OH 
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• Fulton County Board of Health, OH 
• Greater Cleveland Council for Employment Opportunities, OH 
• Huron-Clinton Metro Parks, MI 
• Lee County Airport, FL 
• Louisiana Department of Recreation & Tourism, LA 
• Low Country Council of Governments, SC (numerous projects) 
• Orange Beach Water Authority, AL 
• Orangeburg Department of Public Utilities, SC 
• Peace River Manasota Water Authority, FL 
• Pennsylvania Association of Counties, PA 
• Regional Income Tax Agency, OH 
• Sarasota-Manatee Airport Authority, FL 
• Suwannee River Water Management District, FL 
• Summit County DD Board, OH 
• Tampa Bay Water Authority, FL 
• Toledo Metroparks, OH 
• Wayne Township, IN 
• Winston-Salem Housing Authority, NC 
• Wood County DD Board, OH 
• Wood County Board of Health, OH 
• Wood County Park District, OH 

F. References  

1. City of Fond du Lac, Wisconsin  

Years:  2024 – present (study completed in 2025; continue to provide “add-on” services as 
requested by the City)  

Project Description:  The Archer Company completed a comprehensive Total Compensation 
Study for the City including base salaries, benefits, total compensation expenditures and a 
review with recommendations on all key City pay policies and pay practices.  The study 
covered over 200 employees in about 150 job classifications.  We also provided a set of 
recommendations for better articulation of the City’s Compensation Philosophy and 
enhancements to the City’s compensation policies. We administered an appeals process for 
employees who wanted their pay grade reviewed.  We are scheduled to train the City’s 
Human Resources Department on use of our job evaluation and grading process and will be 
evaluating and grading all jobs for about one full year as part of the original contract.  

 Contact:  Deb Hoffmann, City Attorney/Director of Human Resources 
Phone Number: (920) 322-3423 
Email Address:  dhoffmann@fdl.wi.gov 
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2. Albemarle County Service Authority 

Years: October 2024-March 2025 

Project Description: The Archer Company conducted a job analysis and developed a 
classification and compensation study for the Authority covering approximately 100 
employees and 84 unique job classifications including many specialized, highly professional 
job roles.  Job analysis, evaluation and classification was completed, resulting in the 
establishment of a formal classification plan and assignment of all roles to the new plan.  We 
worked with the Authority to identify the competitive market and benchmark jobs, and we 
completed a comprehensive compensation and pay practices assessment. Integrating 
internal value and market value, we created a pay structure, assigned all job classifications 
to the new plan, and developed and vetted multiple implementation scenarios, including 
conducting a compression analysis. We continue to evaluate, and assign pay grades for new 
and substantially-changing job roles. 

Contacts:  Quin Lunsford, Executive Director; 

Emily Roach, Director of Human Resources and Administration 

Address:  168 Spotnap Road 
               Charlottesville, VA 22911 

Phone Number: (434) 977-4511 

Email Address:    qlunsford@serviceauthority.org 

           eroach@serviceauthority.org 

3. DeKalb County, Georgia   

Years:  1992 – current; current pay plan maintenance agreement        

Project Description:  The Archer Company developed a classification and compensation study 
for DeKalb County covering 7,000 employees and over 650 classifications. Employees 
completed questionnaires. We conducted extensive employee interviews. We worked with 
the County to identify the competitive market and benchmark jobs. Salary survey data was 
collected and analyzed. We worked with the County to define the compensation philosophy 
and pay structure. We classified all employees and designed pay plan implementation 
scenarios. 

Post implementation, we conducted a regional water and salary survey. At a later point, we 
completed a planning and economic development salary survey of specific job titles. We also 
developed a formal career progression program and provide general human resource 
consulting services. We developed various minimum rate scenarios. Recently we conducted 
focused salary surveys for specific departments and recommended specific employee pay 
adjustments to address pay compression. 

Contact:   Ms. Jadia Haynes, Assistant Human Resources Director  

Address:   Manuel J. Maloof Center 
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1300 Commerce Drive 

Decatur, GA  30030 

Phone Number: (404) 687-3888 

Email Address:  jphaynes@dekalbcountyga.gov  

4. Cuyahoga County (Cleveland), Ohio  

Years: February 1992 - Present 

Project Description: The original study included classification and compensation analysis and 
plan development, implementation scenarios, compression remediation strategies, and pay 
policy review and recommendation.  We initially surveyed about 85 classification titles. The 
County currently has 1,200 employees and 950 unique job classifications. Since our original 
project with the County, we have provided similar services and updates, including updating 
multiple pay structures for various offices (e.g., the Coroner’s Office and Public Defender’s 
Office) and conducting targeted market studies benchmarking jobs to ensure a 
representative sample across job families and grades, encompassing at least 60% of the 
employees in the group under study. Most recently, in 2023-24, we conducted a pay 
compression study for non-bargaining employees.  

Contact:   Albert Bouchahine, Classification Manager 

Address:   9830 Loraine Avenue 

                 Cleveland, Ohio  44102  

Phone Number:   216-443-5619 

Email Address: abouchahine@cuyahogacounty.us   

5. Jefferson Parish, Louisiana 

Years: January 1997 - Present 

Project Description: The original study included classification and compensation analyses, 
as well as the development of a formal pay structure aligned with the Parish's compensation 
objectives. Structure elements (e.g., number of pay grades, range width, midpoint 
differentials, etc.) were designed around these objectives. We completed a compression 
analysis and provided per-person recommendations, including costing. We created new 
classification descriptions for each job in the Final Classification Plan. We initially surveyed 
about 85 classification titles. The Parish has 2,400 employees and 700 unique job 
classifications. Since our original project with the Parish, we have provided similar services 
and updates (in 2008, 2016, and 2023).  Each update has included a market study and 
adjustments to pay ranges to keep the Parish competitive.  

Contact:  John Dumas, Personnel Director 
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Address:  Joseph S. Yenni Building 1 

221 Elmwood Park Blvd., Suite 517  

Jefferson, LA  70123 

Phone Number:   504-736-6364  

Email Address:     JDumas@jeffparish.net  

6. City of Lancaster, SC 

Years: 2024 – 2025 (continuing evaluation of new and changed jobs; final study adopted) 

Project Description: The Archer Company developed a classification and compensation plan 
for the City, adopted by the City Council this summer, covering approximately 180 
employees in 80 job titles. The study included a custom survey of pay levels and key pay 
policies and included development of three pay structures (general, Police, Fire) using pay 
step plans, a review of pay practices and pay policies, and recommendations on ongoing 
pay plan maintenance. Multiple implementation scenarios were vetted and modeled, and 
the City chose an implementation strategy based on alleviation of pay compression. 

Contact:  Mr. Steven “Flip” Hutfles 

Address:  P.O. Box 1149 

216 South Catawba Street 

Lancaster, South Carolina  29712 

Phone: 803-283-2489 

Email Address: shutfles@lancastercitysc.com 
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Section 3. Approach 

A. Introduction 

The City of De Pere, Wisconsin (The City) seeks to partner with a qualified consulting firm to 
complete a comprehensive compensation study. The study will focus on completing a number of 
objectives and deliverables aimed at ensuring the City’s Compensation Plan is internally equitable, 
market competitive, based on solid policy administration, successful at incorporating “pay-for-
performance” principles, and supported by ongoing maintenance work (review of new and changed 
jobs, and pay plan adjustments to maintain market competitiveness).  

The study includes approximately 60 unique job classifications, in which approximately 
100employees are assigned.  These classifications and positions  represent a wide range of functions 
performed across City departments.  

B. Areas of Service and Deliverables 

From our understanding of the RFP and addendum, we have identified fourteen (14) objectives, key 
area areas of service and/or deliverables to be addressed in this study. The objectives are 
summarized below: 

One. Complete a Comprehensive “Current State Assessment” of the City’s current 
Classification and Compensation System – The assessment is inclusive of policies, pay 
structures, and key “class and comp” practices.   We have a specific objective below 
covering review of “class and comp” policies. The current state assessment is 
accomplished by several means: 1. review of all documents (policy and process 
documents, job descriptions, pay structures, etc.), 2. working sessions on the policies and 
practices supporting the Classification and Compensation Plans, and  3. input on the 
same areas from Department Directors.  We will identify strengths and areas of 
opportunity (if any), and findings will flow into other work described in the objectives 
below.  

Two. Ensure Internal Pay Equity – Through thorough job analysis and job evaluation as well as 
a wholistic review of the City’s Job Classification and Compensation Plan, we will ensure 
that the pay structure itself (number of grades, range width, etc.) is optimal in supporting 
the City’s compensation objectives.  Equally as important, each job will be studied both 
from an “internal worth” standpoint, using our proprietary point factor job evaluation 
system, and from an “external” worth standpoint via our custom market assessment – 
to ensure the final classification assignment and corresponding pay grade and range is 
both internally equitable and market competitive.   

We will ensure that the final grade assignments for each class title reflects true internal 
equity. Consistency and equity within the Compensation Plan is critical so that jobs that 
perform similar functions are provided similar pay opportunities. Equity within the 
compensation plan is assured by determining the appropriate pay grade for each job 
classification identified in the study. 

We understand the current pay grades are based to some degree on a quantitative job 
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evaluation system, the details of which are not accessible by the previous consultant to 
the City. We will be completely transparent to the City’s Project Team about our point 
factor evaluation system, so that the City’s Project Team fully understand the factors 
used in the scoring system and their relative weights, and most importantly, how the 
scores are integrated with market data to inform final pay grade assignment.    

Another form of pay equity refers to appropriate placement of each employee within 
their assigned pay grade and range.  We are finding “pay compression” to be a growing 
concern among many of our clients and will discover with the City’s Project Team 
whether compression is a concern.  If so, we can  conduct a thorough analysis to identify 
both policy/practice issues that can lead to pay compression as well as actual current 
instances of pay compression. From this analysis, we will recommend policy changes and 
actual pay adjustments as necessary to remediate the compression issues we may 
uncover.   

Three. Understand the Current “Market Position” for  Compensation and Determine the 
Optimal Market Position for the New Structure – Through facilitated working sessions 
with key stakeholders, we will explore the City’s current desired “market position” (e.g. 
pay at “market average”, “lead market” or “lag market”) and if requested, we can explore 
options and implications of different market positions.  Once the market data is compiled 
and the reports completed, we will understand the full costs of continuing to position 
the pay structure at the current market position, and we will be able to cost out 
alternatives for different positions/percentiles that the City may wish to consider.   

As part of this deliverable, we will need to fully understand how the City  has historically 
operationalized its current market position, including whether the market position 
includes base salaries as well as benefit contributions  made by the City, or rather is based 
on benchmarking results with respect to base salaries alone. 

Four. Through a Custom Survey Process, Understand Current Market Competitiveness for 
Base Pay and Key Pay Policies and Practices – To ensure the City provides competitive 
compensation in the marketplace, we will design and execute a highly customized 
market assessment process, guided by the City’s “compensation philosophy” and 
compensation program objectives.  

Major design decisions are made around defining the “peer” organizations, choosing the 
appropriate “benchmark” jobs that represent the range of jobs in the City, and 
determination of the targeted pay practices about which the City wants to understand 
market trends and practices.  

The market competitiveness review includes understanding the market demands at all 
key points along the pay range:  

• Minimums  - For hiring purposes 

• Midpoint/Market Control Points - Ensuring they are fully competitive at the 
market position desired by the City (e.g., “at market,” “above market”) and  

• Maximums - Ensuring appropriate salary growth is possible given the desire to 
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retain trained, seasoned employees over the long run 

• True Hiring Ranges - Particularly in public safety/sworn roles, we recommend 
specifically also surveying hiring rates or ranges (which increasingly we find are 
“higher” than the stated Range Minimum rates). The intent here is to ensure we 
understand the true hiring rates and ranges being offered among the peers the 
City identifies as comprising its “labor market”  

We have provided three samples of our custom market work: 

• Exhibit 1 provides for a partial example of a Benchmark Job Survey Summary 
Report we recently produced. This report measures the competitiveness of a 
client’s pay ranges for a large number of benchmark jobs. 

• Exhibit 2 provides for a partial example of a custom Pay Practices survey 
questionnaire we recently prepared (available online or through a fillable Word 
document).  We plan to incorporate a survey component covering key pay 
practices and policies, particularly those identified by the City’s Project Team, to 
supplement the benchmark pay component of the custom survey.  

• Exhibit 3 provides a partial example of a custom Pay Practices  Market Report, 
including a number of key pay policies and practices.   

Five. Provide a Set of Recommendations to Ensure Market Competitiveness of the Pay 
Structure – From the market assessment and our deep experience in public sector 
compensation programs, we will deliver a comprehensive set of recommendations 
aimed at preserving the City’s desired level of competitiveness for its pay structure. If we 
find the current pay structure, overall or in the case of one or more job classifications or 
job families is not competitive, we will give specific recommendations in terms of 
changes or enhancements that will align the pay structure and individual classification 
pay grade assignments to the market at the level at which the City wishes to compete.  

The structure development also includes several key “design” decisions that should link 
to the City’s compensation objectives, such as range width, amount of time it takes the 
employee to reach a fully competitive rate, and the method(s) by which employees will 
progress through pay ranges (e.g., time in job, merit, etc.). 

Six. Review and Recommendations on the City’s “Pay-for-Performance” Plan and Policies – 
The City has incorporated a “pay-for-performance” component, to provide additional 
salary growth, and other bonus and/or additional time off rewards, beyond the basic 
step-based compensation plan.  The intent of this objective is to provide an overall 
assessment of the plan by understanding current policies, funding, administration and 
other elements of plan success, culminating in a set of recommendations to further align 
the program to the City’s compensation objectives, if needed.   

Seven. Review and Recommendations on Job Classification and Compensation Policies – This 
objective, which will be one of the project phases, constitutes a thorough review of all of 
the City’s Classification and Compensation policies and key practices.  We believe that 
even the most solid and defensible classification and compensation plan will fall far short 
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of effectiveness without sufficient, and carefully-considered classification and 
compensation policies.  

Our brief review of the compensation policies provided to us reveal a set of solid policy 
prescriptions.  However, there are areas we believe could be enhanced by more 
specificity, such as the reclassification policy. In addition, there are additional policies we 
believe could strengthen the Compensation Plan in general, based on contemporary 
market trends and the current legislative/legal/compliance environment faced by 
employers. 

Ideally, the classification policies should address such topics as the classification of new 
positions and job reclassification.  The compensation policies should address all 
“compensation events” including compensation philosophy and use of a broad banded 
pay structure; hiring salaries; promotions, demotions and transfer pay; temporary/acting 
assignments; salary structure adjustments and a number of others.  We will also review 
the City’s pay for performance initiatives and/or programs, skill pay, special assignment 
pay, certification pay and any other pay programs that supplement the base pay 
program.  Particular attention will be paid to the area of “starting pay” determination, 
and options and impacts for “crediting” employees for job knowledge and experience in 
the determination of the appropriate starting salary.  

 In this phase, we will utilize market practice information, City compensation philosophy 
objectives and our deep experience  in order to analyze current “class and comp” 
administration policies and recommend additions and/or modifications to better align 
with the City’s human resources objectives. 

Eight. Development of a New Pay Structure - We use regression analysis to draw a “pay line” 
based on the integration of market data and job evaluation points from the application 
of our trademarked job evaluation system, the Archer Matrix Point Factor Evaluation 
System, to each final job classification identified in the study.  This methodology ensures 
an internally equitable grade structure coupled with market-competitive pay ranges. We 
build ranges (Minimums, Midpoints, Maximums, desired range width and Range 
Midpoint differentials) based on several elements that will be defined in the 
development of Compensation Philosophy, including: 

1. Desired level of hiring competitiveness 

2. Desired Maximum Pay versus market pay levels 

3. The way in which employees move through pay ranges (combination of step plan 
and open range components)  and the link to performance  

4. The point of time in a job at which the City believes the salary or wage should be 
fully competitive 

Based on market data and discussions with the Project Team, the pay structure or 
structures will reflect the final decision on market position, e.g., aligning the structure 
to “market average” or “50th percentile” or perhaps another chosen percentile in an 
effort to “lead” or “lag” the market. 
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Nine. Complete an Equity Review, Compression Analysis, Recommend Remediation 
Strategies with Estimated Costs – Unless the City believes that pay compression is not a 
concern, we will compete a pay compression analysis. Through a thorough diagnosis of 
the types of level of inequities present in the current pay plan, we will identify a series of 
recommendations including potential grade and even individual pay adjustments that 
will minimize identified inequities including pay compression. 

First, we will work with the Project Team to identify the type or type(s) of inequities 
including compression issues occurring in the City and from that identification process, 
we will gather the data required from the City, complete the data analysis, and provide 
recommendations to rectify the specific compression occurring at the City. We will 
provide cost estimates to accompany our recommendations. 

A pay equity review includes a focused analysis of current salaries within job titles and 
grades, identifying “outliers” – rate differences which can’t be explained by legally-
permissible factors including time in job; related education and experience; special skills; 
and (although it is sometimes a compliance issue), job performance.  We will identify 
such outliers, in the context of the recommended ranges and rates for each job and 
provide remediation recommendations – on a per position basis.  

Compression analysis centers around the type of pay compression in the salary plan.  For 
example, if the compression is due to high base/overtime earnings of subordinates 
compared to the earnings of their exempt supervisors/managers, we need to complete 
a total earnings analysis of all supervisor/managers and each of their subordinates.  Or, 
if the compression is actually a disconnect between current pay within a range and time 
in the job (i.e., “newer” employees are earning too close to or more than more “senior” 
employees), a different analysis is required. We want to make sure we solve the right 
issue. 

Ten. Create an Implementation Plan – By fully understanding all results from the internal 
and external analysis, by learning the City’s objectives, priorities, and pain points, we 
will develop an interactive Excel model that will allow the modeling of potential costs 
under 3-4 scenarios aligned with the City’s fiscal assets and specific objectives and 
priorities.  

At least one option will be based on a gap analysis comparing current compa-ratios and 
target compa-ratios (based on such factors as time in position, and perhaps, if 
important to the City, performance results). This type of implementation, which can be 
very flexibly implemented, is best used for compression alleviation situations.   

Please see Exhibit 4 for an example Implementation Cost Summary Dashboard, 
describing multiple implementation scenarios considered by a recent municipal client.  

The implementation plan will also articulate other compensation plan 
recommendations outside of the pay structure implementation, such as the creation 
or change of certain pay “add ons” or practices that we believe should be added, 
enhanced or in some cases eliminated.  
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Eleven. Provide a Plan for Maintaining Ongoing Successful Administration of the Classification 
and Compensation Program - This includes specific strategies for monitoring market 
position, inflation, compression, and internal equity annually and a series of steps to 
take once the analysis of said factors is complete. These steps would include the 
appropriate considerations to take, and supporting data to use, to determine periodic 
pay structure adjustments and the budget amount for the annual pay increase program.  

Twelve. Communication and Education – Through the development of a comprehensive 
communication plan, ensure project stakeholders are appropriately informed and 
updated about the project, including results and recommendations.  Here are some key 
elements of our activities for this important objective: 

• At Day One, we will develop a detailed project plan with milestone dates and 
administer the plan to the City’s expectations.  

• We will meet with the Project Team, Human Resources Director and Department 
Directors as the study commences to ensure full understanding of who we are, as 
well as our processes and methodologies.   

• We will also be meeting with each Department Director to understand their specific 
compensation and classification concerns, any issues with hiring and retention, and 
any compensation policy/plan administration concerns they may have, as part of our 
job analysis process.   

• We will be happy to draft project update website postings and/or emails to 
communicate at key points during the project.   

• Finally, as the study is completed, we will be prepared to present study findings and 
recommendations in the form of a draft and final report, and presentations as desired 
to Department Directors and employee groups, as well as to the Finance/Personnel 
Committee of the Common Council and the Common Council itself. See Exhibit 5 for 
an example Archer Company Compensation Study Final Report.  

Thirteen. Human Resources Training for Program Administration – We will provide Human 
Resources Team virtual training on job analysis, market assessment, job evaluation and 
managing job change – in order to support ongoing Classification and Compensation 
Program effectiveness. We will provide the content, tools, and resources to enable the 
Human Resources Team to administer the Classification and Compensation Plan 
independently over time.   

Topics to be covered include understanding job changes and effective job analysis, use 
of the Archer Matrix Point Factor Evaluation System, market assessment, integration of 
market data and internal evaluation scores to ensure plan effectiveness, and annual 
decisions that are necessary to maintain the market competitiveness of the 
Compensation Plan (i.e., pay structure adjustments, pay increase budgeting). 

Fourteen. Ongoing Support – We are committed to set up the City for success.  In order to do this, 
we provide up to 20 hours of ad-hoc, as-needed project support for one year following 
the issuance report – at no charge to the City.  
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These hours could be used to: 

1. Analyze, evaluate and recommend a pay grade for new and substantially-changed 
positions  

2. Any other use deemed necessary by the City, during the first year following project 
completion. This can include consultation on implementation, individual pay issues 
that might arise, FLSA questions, and anything that falls within the purview of the 
City’s classification and compensation plan, and our recommendations.  

Beyond the 20 hours at no cost, we are prepared to provide ad-hoc consulting and/or 
complete small assignments for the City around the administration of the compensation 
plan, maintaining our 2026 rates without increase, through 2027.   

We also provide recommendations on pay structure increases and merit budgeting to all 
Archer Company clients, at no charge, each year upon request and a vast majority of 
clients request our “budget guidance recommendations” each year.  

C. Detailed Description of Project Phases 

The Archer Company intends to focus our approach to ensure an alignment of the recommendations 
and all deliverables to the City’s Compensation Philosophy, human resources strategy, and strategic 
and operational objectives. 

As each client is unique and faces its own set of challenges and opportunities, The Archer Company 
stresses fact-finding, due diligence, and information-gathering from Day One, in order to ensure our 
efforts and outcomes will be of optimal value to our clients.   

For this project, we have identified eleven (11) project phases each with multiple tasks, to ensure 
quality and timely delivery of expected work products and outcomes. We also provide additional 
detail on two optional phases. 

The Archer Company has  put together a project plan to complete all services in 22 weeks.  We think 
the proposed cadence of project activities is optimal given the large scope of the project.. However, 
we have flexibility within this timeframe based on anticipated discussions with the City to ensure 
that the project is “completed” within timeframe expectations.  

If selected, we will focus during Week One with the Project Team, to create a mutually-agreeable 
work plan with weekly timeline, and the identification of key dates. The project plan will be created 
and managed by The Archer Company Project Director.   

Phase One: Project Initiation and Kick-Off Meetings 

This phase includes relevant data-gathering, kick-off meetings, and agreement on project plan, 
objectives, and study steps. 

Discussions are held with the City Project Team to discuss expectations, gather information, and 
plan project implementation. The Archer Company will work with the Project Team and appropriate 
staff to obtain clarification regarding the City’s organizational structure, the current classification 
and compensation plan,  compensation concerns, expectations of study results, and other relevant 
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matters. During this time, we will also collect relevant data and information and solidify the project 
timeline and mutual accountabilities. The following tasks are expected to take place as part of Phase 
One: 

A. Project Plan: The Archer Company will finalize a specific project plan for the City that outlines 
every task to be completed and due dates for key milestones and deliverables. 

B. Initial Kick-Off and Subsequent Project Meetings: The Archer Company will conduct 
meetings with the Project Team at key points during the project timeframe. We are open to 
periodic meeting with the top leaders at a cadence requested by the group, as well.  The 
kick-off meeting will be on-site, as well as the final report presentation.  All other project 
meetings can be successfully completed virtually. 

initially we will focus on the overall goals and objectives for the study, as well as specific 
concerns, from the perspective of top leadership within the organization. We want to make 
sure our approach and methodology are in alignment with the needs of this leadership team. 
The initial meeting will also focus on the following objectives: 

1. Gain a full understanding of the City’s mission, vision, and values 
2. Clarify stakeholders’ expectations of the process and deliverables 
3. Discuss the potential impact of the collective bargaining agreements on the study 

methodology, particularly in terms of the compression analysis and other complexities 
in salary administration which might be present due to the existence of union groups and 
a non-union group 

4. Agree to specific project timeframe   
5. Identification of roles and responsibilities 
6. Finalize budget, deadlines, and deliverables 

We will also work with the Project Team to gather data and information we will need to 
conduct the study.  

C. Meeting with Department Directors: If it would be helpful, we are happy to also meet with 
Department Directors in order to introduce our firm, the team, and our background. Also 
important is to preview the study timeline, phases, and ways in which their input will be 
gathered and be important to the success of the study. 

D. Group Employee Orientation Sessions:  We are also happy to conduct up to three employee 
orientation sessions while on site for the Kick-Off meetings, and more sessions if the City is 
acceptable to virtual orientation sessions.  The intent of the orientation sessions is to 
introduce our company, walk through the project objectives and timeline, and ensure 
employees are well-versed on the scope of the work, assuring them that certain tasks (such 
as organizational staffing review) are not in scope.  We will also walk through the 
Comprehensive Position Questionnaire we use for job analysis/evaluation/classification 
purposes in order to provide useful training and “tips and tricks” for questionnaire 
completion. 

Page 171 of 505



 

Proposal to the City of De Pere, WI 
January 30, 2026 26 | P a g e  

E. Review the Current Classification and Compensation System (as a prelude to the formal 
assessment in Phase Two): The Archer Company will review with the Project Team the City’s 
current classification plan and all aspects of its pay delivery system, to ensure we have a full 
understanding of the “current state” of the City’s Classification and Compensation Plan 
(including challenges, pain points and opportunities).   

As part of this task, we will review all identified job families, job series, career ladders and 
pay progression plans/policies that may exist at present  to establish a baseline and 
understand the “current state.”  

We also want to understand leaderships’ views on the extent to which the current 
Classification Plan meets the City’s  needs to support growth and change. Some of this input 
will occur at this stage and more through department director interview in Phase Three. 

F. Review the Current Organizational Structure and Reporting Relationships: The Archer 
Company will review organizational charts, job descriptions, assignment of functions, and 
job titles for each department. 

This and other information will be provided by the City following a data request we issue 
immediately upon contract execution, for receipt to the Archer Company by the end of Project 
Week 2.  

Phase Two:  Compensation Plan Current State Assessment 

In this phase, we perform a qualitative and quantitative assessment of the key components of the 
current Classification and Compensation Plan.  

The intent of this phase is to thoroughly understand, through reading and discussion with the Project 
Team, the Classification and Compensation Plan components including underlying assumptions, 
policies, key processes, and other components (structures and structure design, for example). 

The assessment includes two to three virtual working sessions to understand what is working about 
the Classification and Compensation Plans, what is not working and what could work better. 
Through focused working sessions, we will gain a much deeper understanding of the “current state” 
of these inter-related plans, which, with  market data we will be gathering and our strong knowledge 
of public sector compensation practices, will inform recommendations about both the Classification 
and Compensation Plans.  Our aim is to ensure they are both “solid” and strategically integrated as 
well. 

Topics in the working sessions will include: 

1. The City’s ability to recruit and retain: turnover statistics, areas of specific concern 

2. The current Classification Plan and policies and processes in place to support the plan (e.g., 
classification of new jobs, reclassification process, and any career ladders/progressions in 
place) 

3. How the Classification Plan and Compensation Plan are integrated through policy and 
practice . 
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4. The City’s current “market position,” that is where the ranges are placed visa vis the 
market and how the desired market position was integrated into the current pay structure 

5. Pay increases within current job assignments: how does pay grow over time 

6. The extent to which performance is part of the compensation plan and if so, how 
performance is measured and how pay is impacted by the City’s Performance Management 
Program. We will continue “pay-for-performance” assessment work in Phase Seven.  

7. Key policies for “compensation events” include pay for new hires, promotions, demotions, 
etc., reclassifications, etc. 

8. Policies and processes used by the City to maintain pay range competitiveness 

9. Policies and processes used to determine general or “across the board” increases 

10. The extent to which internal equity is of importance, versus the role of market 
competitiveness.  We believe our  methodology integrates both methods of value well and 
we assume we will be evaluating each classification with our job evaluation system. 

11. Other pay programs and policies in place and/or perceived as lacking or insufficient), 
including, but not limited to: 

a. On-call and call-in pay 

b. Shift differentials, wage differentials and other pay “add-ons” 

c. Skill pay 

d. FLSA compliance and overtime compensation for non-exempt employees 

e. Managing base pay for employees at or near Range Maximum 

f. Certification pay 

g. Pay for degrees 

h. Bilingual pay 

i. Acting assignment/Interim pay 

j. Overall, ensuring consistency with the City’s Compensation Philosophy and Objectives 

The results of the working sessions and “current state” analysis, combined with market findings, 
department director input and our consulting experience, will be a set of recommendations to 
better align the Classification and Compensation Plan administration and policies, as well as the pay 
structure itself, to the needs and objectives of the City. These recommendations will be incorporated 
into our Final Report for the study. 

Phase Three:  Job Analysis, Classification Plan Validation, and Job Evaluation 

The intent of this phase is to analyze each existing classification  and apply sound job evaluation  
processes to gauge the strengths and any inconsistencies within the City’s Classification Plan. 
Granular data is collected  by use of our comprehensive position questionnaires (CPQs), so that we 
can deeply understand each classification for the purposes of job analysis, job evaluation and 
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market benchmarking. 

To ensure that positions performing similar work are paid in similar pay grades, a quality market 
study, current job information is really important.  

The questionnaires, supplemented by department director interviews, and a review of 
organization charts, are analyzed  to fully understand each specific role that is present at the City 
and, through that understanding, clearly outline promotional opportunities to provide one form 
of compensation growth opportunity. This step includes several crucial activities. 

The key outcome of this key phase of the project are to ensure that a job evaluation for each 
classification is completed to ensure that resulting pay grades and pay grade relationships reflect 
the different jobs performed by City employees. This process becomes the foundation of the pay 
plan’s principle of internal equity. 

Job Analysis:   A detailed job analysis is performed for every job classification included in the study 
to ensure our understanding of key job elements sufficient for the completion of job evaluation and 
market assessment.  

The Archer Company utilizes two integrated methods of conducting job analysis: the use of a 
thorough position questionnaire and information gathered from each department, and in-depth 
interviews with all department directors. 

1. Employee Questionnaires: The Archer Company utilizes a copyrighted questionnaire that 
has proven a highly effective tool to gather in-depth data about each position without 
placing too high an administrative burden on employees. The questionnaire data is essential 
to the proper analysis, classification, and evaluation of the City’s positions and will also be 
used to update job descriptions. Every question has a purpose. 

The Archer Company will supply the questionnaires to the City electronically (hard copy if 
needed), along with easy-to-follow instructions, frequently asked questions (“FAQs”) and 
additional documentation to help facilitate this effort. 

The Archer Company asks department management to ensure that the CPQs are completed, 
reviewed, and returned to the Project Team in a timely fashion. Department Directors are 
expected to play a key role in ensuring that all information collected from employees 
provides accurate, thorough, and quality data for use in the job analysis of their subordinate 
positions. 

The Archer Company Project Director will work with the Project Team to discuss the best 
way to organize and provide the completed, reviewed CPQs to The Archer Company, utilizing 
a cloud-based storage system. We will provide specific instructions on labeling and 
organization of each electronic file. 

2. Leadership Interviews: The Archer Company will conduct interviews with each department 
director and their deputies if desired, for several purposes: 

→  Review the departmental structure and operations, including all reporting 
relationships and interrelationships between positions 
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→  Understand how the department is impacted by the classification and compensation 
plan under the current state 

→       Review and discuss specific job classification concerns, and 

→   Review and discuss specific compensation concerns (e.g., recruitment issues, 
retention problems, market issues) 

→    Receive feedback on the Classification and Compensation Plans overall including 
policies and processes 

Because the interviews are intended to provide data for the classification and compensation study, 
we will tailor a specific Department Director Issues Form to gather specific information from the 
department directors with respect to any and all classification and/or compensation concerns.  The 
interviews will be scheduled by the City and conducted by Archer Company virtually. 

Job Classification Validation:  Based on job analysis and job evaluation, we will clarify the actual 
job classifications that exist in the body of work completed by the City’s employees.  The City has 
not formally asked for a Classification Study its defined Scope of Services (within the RFP) so 
essentially we are validating that the classifications are correctly described in terms of key elements 
of purpose, essential responsibilities, minimum qualifications and, if applicable to the performance 
management system, key competencies.   

Job Evaluation:   To ensure the outcome of internal equity, The Archer Company recommends 
the use of a valid and reliable quantitative job evaluation system to objectively measure and 
determine the relative worth of each classification to the organization. The Archer Company utilizes 
the Archer Matrix Point-Factor Job Evaluation System as our primary method to objectively measure 
and determine the relative worth of each classification to the organization. We will work with the 
Project Team to ensure that the methodology utilized provides a good fit with the City’s objectives, 
and we are open to using additional methodologies if necessary. However, due to the objectivity, 
reliability, and validity of this system, other methodologies are rarely needed. 

The Archer System is a point-factor evaluation matrix that provides a state-of-the-art methodology 
to measure the relative value of the City’s job classifications and validity in the pay plan’s internal 
equity. It has evaluated positive against four different measures of validity and has proven to be 
effective for over three decades of direct application to cities and counties; airport authorities; 
school districts, and all levels of state and local government. The Archer System measures each job 
classification based on sixteen factors in order to create an internally equitable classification 
hierarchy. The key job evaluation criteria are listed below: 

• The degree of critical impact on departmental/City operations 

• Amount of discretion and judgment exercised 

• Organizational responsibilities (span of control, etc.) 

• Reasoning and decision-making 

• Types and levels of interaction with individuals and groups within, and external to, the City 
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• Knowledge, skills, abilities, and competencies required 

• Minimum qualifications for the classification (balance between education and experience 
with accommodations for professional licenses and certifications) 

• The degree of physical effort and personal risk inherent in the job 

Phase Four:  Finalize and Execute a Custom Market Assessment 

This phase involves the finalization of the process we will use to measure market competitiveness 
and current market conditions, and the execution of the strategy via the completion of a 
comprehensive market assessment.   

The City’s Compensation Program (base pay, pay structure, pay policies and administration) is a key 
aspect of the City’s ability to recruit and retain talented employees at all levels. This study will be 
focused on ensuring results support the City’s Compensation Philosophy including the City’s desired 
“market position.”   

The goal of this objective is to ensure we can provide a robust picture of the City’s current pay as 
well as key pay practices and policies, visa vis the City’s intended level of competitiveness. From that 
“gap analysis” we can create recommendations and an implementation plan to align the pay 
structure, as well as pay practices and policies to the desired market position.  

The end of this task is marked by the presentation of a detailed report on the City’s market 
competitiveness overall and for each of the benchmark jobs included in the Market Assessment.  
Prior to that time, several key decisions are made in conjunction with the City about the true market 
in which the organization competes, and then The Archer Company conducts a comprehensive 
survey process to give the City a full and complete picture of its competitiveness at this time.  

With respect to pay practices we will complete an assessment of the relative competitiveness of all 
key pay policies identified by the City to be studied in the custom market assessment.  

Specific Phase Four tasks are described below: 

A. Identification of the City’s Desired Market Position:  Through one or two working sessions, 
we will come to understand the City’s desired market position (e.g., “match market,” “lead 
market,” “lag market”) and how the current market position is operationalized and 
maintained over time. We will discuss the impact, advantages and disadvantages of various 
market positions, the result of this task will be the definition of the City’s desired market 
position.  This decision has implications on the analysis of the market data and information 

Internal Equity 
The importance of internal equity in the City’s pay plan cannot be overstated – 
especially for a local government under constant scrutiny from the public, a variety 
of officials, and the employees themselves. 
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itself, the creation of the gap analysis documentation, and ultimately our recommendations 
on the pay structure and any recommendations on changes or enhancements to pay policies 
and practices.  

The final decision on final market position is often not made until the market analysis is 
completed and we work with our clients to “cost out” plan implementation based on 
different market percentiles (e.g., 50th percentile, 60th percentile,75h percentile or other 
potential percentiles of interest).  We are prepared to provide the appropriate and 
sufficient implementation costing information through iterative modeling that will allow 
the Project Team to understand the financial impact of choosing different market 
positions.  

B. Identification of “Benchmark” Positions and Pay Practices Questions: The Archer Company 
will work with the Project Team to identify the list of benchmark classifications that will be 
included in the custom survey and included in the use of published survey data. We expect 
to benchmark all of the approximate 60 job titles ( with the exception of any titles that the 
City is sure are really unusual or unique).  

With respect to questions on pay practices and policies, we will work with the City to add 
15-20  additional questions that query peer pay practices around key compensation events 
such as hiring pay; pay for promotions, demotions, transfers and reclassifications; pay 
structure increase practices; pay increase budget practices; and a variety of supplemental 
pay practices such as compensation for degrees, licenses and certifications; bilingual pay; 
shift differentials, wage differentials and other pay “add-ons”; market pay exceptions; pay 
for temporary assignments; etc.  

C. Identification of Organizations to Be Surveyed: We will have direct input from the 
Department Directors through individual interviews which, among other things, will focus 
on the organizations with whom the City is truly competing for talent. Then, we will work 
with the Project Team to identify the final group of up to 20 organizations to be included in 
the custom survey.  The City will be asked to approve the final list of targeted survey 
participants.  

Employers with the following characteristics are typically surveyed: (1) organizations with 
which the City clearly has been competing for employees; (2) organizations which are 
recognized as important, or influential, in the local marketplace; (3) organizations which are 
within proximity to the City’s competitive market (i.e. the same geographic region); and/or 
(4) organizations with similar population, demographics, and scope of services.  In Wisconsin, 
perhaps due to arbitration decision history, there is a tendency to limit the market to 
“comparable” municipalities and we understand that. However if it turns out the City is in 
fact competing with the county, school districts and/or other public sector employers, we 
will urge the consideration of adding such “talent competitors” to the list of final peers.  

Because private sector organizations will rarely provide pay data, The Archer Company will 
supplement peer data with high-quality published survey data for inclusion in the market 
study process and reports.  
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We will also discuss options and agree to a methodology for optimal weighting of the private 
sector data for the jobs for which private sector comparable positions do exist.  

D. Creation of  a Customized Web-Based Compensation Survey: The Archer Company will 
construct a customized survey designed to collect the data requested by the City. The Archer 
Company utilizes a specific web-based format for compensation surveys that has been 
proven to optimize the collection of data while minimizing the burden to participating 
organizations; however, this format may be customized to meet the needs or objectives of 
the City. Respondents can simply click on a link in an email invitation and access the survey, 
easily completing it. We will also provide a manual copy of the survey in Excel format for 
organizations who prefer it, and some undoubtedly will. 

A draft of the survey document will be submitted to the Project Team for review, and 
appropriate revisions will be made before the survey is initiated. The Project Team will be 
asked to approve the final survey document. 

E. Custom Survey Data Collection: The Archer Company uses a very “hands-on” approach with 
survey participants to facilitate ease of participation as well as to maximize participation for 
our clients. 

We will identify and compile contact information for the targeted organizations. Each 
organization will be contacted by phone to invite their participation prior to distribution of 
the survey. 

The Archer Company will contact each participant after the survey has been distributed and 
provide any follow-up assistance they may need to complete the survey. We will make every 
reasonable effort to solicit and encourage the participation of the targeted agencies; 
however, we may ask the City’s personnel to follow up with any personal contacts to help 
encourage participation. 

The Archer Company will examine all survey responses and contact participants as needed 
to clarify their responses and to solicit additional information as necessary to ensure that 
appropriate comparisons are made. Significant differences between the job functions for 
similarly titled positions will be identified and factored into our analysis. 

F. Collection of Published Survey Data to Supplement Custom Survey:  As alluded to above, 
In this step we compile, organize, and analyze additional data from well-respected surveys 
in our possession, to acknowledge the role of private sector in the market in which the City 
is competing. 

G. Create and Present a Market Competitiveness Report:  We will prepare a detailed report 
on the current competitiveness of the City’s compensation overall and with specific detail 
for each of the job titles to be assessed.  An important discussion will be facilitated by The 
Archer Company around the appropriate weight to be given to private sector data.  

The market report will also provide specific findings and recommendations with regard to 
the key pay polices/practices  identified by the City to be most important for ensuring a 
competitive “total compensation” program. See Exhibits 1, 2 and 3 for Archer Company 
examples of key survey documents.   
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Phase Five:  Pay Structure Development  

Based on the results of direction we receive in sub-task A (below), we will develop specific pay 
structure recommendations. 

The Archer Company will incorporate our findings from the review of the current Classification and 
Compensation Plan, as well as the Market Assessment, in order to provide recommendations for 
the City’s pay structure. This phase constitutes several steps: 

A. Pay Structure Working Session:  Conduct a virtual working session with the Project Team to 
understand the market results and gain input on the strengths and potential weaknesses of 
the current pay structure.  

Part of this discussion will require us to focus on understanding whether the City’s wishes to 
have a consistent market position with each employee department/job function or whether 
there is an interest, and perhaps market rationale for using more aggressive ranges for 
certain groups.  Our methodology and calculation models provide our clients with an 
understanding of implications, including financial impact  (given the new market data) for 
multiple “market positions” e.g., 50th, 55th and 60th percentile. 

As we create the proposed structure in this phase of the project, our goal is to ensure the 
structure supports and facilitates the City’s objectives, Compensation Philosophy, and 
operations. The creation of a compensation structure, or structures, involves a detailed 
understanding of the City’s human resources objectives as well as philosophy with regard to 
compensation, so that the structure supports both elements as well as appropriately 
balances internal equity and market competitiveness. Key structural elements such as the 
number of pay grades and pay range width are recommended based on a thorough 
understanding of the City’s desired market position and policies with respect to key 
“compensation events” such as hiring salaries, promotions, and reclassifications.  

B. Final Pay Plan and Pay Structure Design:  A full understanding of the Classification Plan, 
input from the Project Team and Department Directors and of course the market data will 
allow us to create a structure or structures that best aligns with the City’s unique challenges 
and concerns. 

Multiple Pay Structures: Sometimes our clients choose different market positions for 
different occupational families, for example. Other clients may choose to use a combination 
of step and open ranges between job families, which can necessitate differing pay structure 
elements such as range width from Minimum to Maximum.   

C. Final Allocation of Each Classification to a Pay Grade:  In our system, pay grade assignments 
are most often based on the final Job Evaluation Score (for internal equity). In reality there 
is a high degree of correlation between our job evaluation scores, and actual market pay. If 
we do find jobs where there is a major difference between the market pay demands and the 
internal evaluation result, those jobs will be “flagged” and discussed with the City for a final 
pay grade placement.  
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E. Review of Proposed Pay Structure with Project Team:  At the point at which we have a 
proposed pay structure or structures, with all the City’s jobs assigned to the appropriate 
classification, pay grade, and pay range, we will present all recommendations first to the 
Project Team for review and feedback.  Our review document allows the City to easily enter 
comments and feedback for ease of review and communication.  

Phase Six:  Pay Equity and Pay Compression Diagnostic and Strategy Process 

We will complete a thorough pay equity analysis and compression analysis and create remediation 
strategy recommendations.  

This was not specified in the City’s RFP; however, compression analysis is very popular among our 
clients due to growing compression issues caused by many labor market factors including post-
COVID market changes, and rapidly increasing salaries in the market during 2021 – 2023 and even 
later.  We can exclude this phase upon the City’s request, and we have costed it separately in 
Section Five of the proposal. 

The intent of this phase is to identify and provide recommendations around any pay equity issues 
that may exist in the pay plan.  Second we want to fully understand the nature of the compression 
issues at play, measure the degree of severity, and work with the Project Team to explore and cost 
out potential remediation strategies.   

The pay equity analysis focuses on current pay rates of employees within job titles, and we look for 
“outliers” where current pay differences cannot be explained by logical factors such as time in job, 
education, experience and special skills (and performance, if the City has a performance 
management program). 

The fact-finding and diagnostic phase is crucial.   With regard to pay equity, we must have full data 
available on all pay-related factors including education, experience, time in the job, and if relevant, 
performance scores. 

With regard to compression, if we find compression, the “type” of compression we find is important 
in terms of the right remediation strategy.  For example, if the type of compression the City’s is 
experiencing in its Public Safety departments is due to high base/overtime earnings of union 
subordinates compared to the earnings of their exempt supervisors/managers, we will need to 
complete a total earnings analysis of all supervisor/managers and each of their subordinates.  Or, if 
the compression is actually a disconnect between current pay within a range and time in the job 
(i.e., “newer” employees are earning too close to or more than more “senior” employees), a 
different analysis and likely set of recommendations will be warranted. We want to make sure we 
solve the right issue. Particularly in unionized work environments, pay compression between 
supervisors and subordinates can be a significant issue.  
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We will also review any employees whose current salary is above the recommended Maximum rate 
in the new structure(s) and provide policy options.  

Phase Seven:  Complete a Review with Recommendations of the Pay-for-Performance 
Program 

Primarily, this phase includes a  high level review of the City’s merit pay/pay-for-performance 
program policies and practices to ensure the reward system (which consists of multiple 
components), meet optimal outcomes for successful pay-for-performance programs.   

This phase constitutes several steps: 

A. Pay-for-Performance Working Sessions:  Conduct 2 virtual working sessions with the Project 
Team to understand the City’s current program in terms of objectives, key policies, key 
administrative practices, and funding.  Topics for the working sessions include: 

1. The City will present an overview of the current Pay-for-Performance Program including 
a discussion of goals and objectives, key policy decisions, operational requirements and 
challenges, pay implications, governance considerations and other policy provisions and 
program funding 

2. Identify strengths and challenges with the “current state” and desires the City has, 
generally or in specific areas, for program refinement. 

B. Review the Policies and Practices for Performance Management (performance appraisal form, 
training, calibration, etc.) and the Pay-for-Performance Program Itself (program guidelines, 
governance, calibration, etc.) to determine the extent to which these key elements of the initiative 
are coordinated, reflect best practices in the industry, and are aligned with the City’s program 
objectives. 

This includes several considerations including: 

• Review the pay structures in place to determine if elements are consistent with the 
City’s objectives for rewarding performance contributions (for example, is the 
structure portion subject to a “step plan” versus the portion above the “top step” 

Pay Equity 
We live at a time in the U.S. where demands for pay transparency and equitable 
salaries are at an all-time high.  Our Pay Equity analysis will identify any 
individual wages and salaries that are risky for the  City (if applicable), from a pay 
equity compliance standpoint.  We will provide realistic and defensible remediation 
recommendations that will resolve any issues that we may find. 
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appropriate given the strength of the “pay-for-performance” objectives, and the 
current level of actual base pay competitiveness) 

• Funding levels and outcomes 

• The ideal relative balance of funding for general or “across-the-board increases” and 
performance-based pay increases, etc.) 

• The intents and outcomes of “choice” for rewards (base salary increase, additional 
time off, bonus payments) and consistency considerations 

• The role of HR or other department in applying appropriate governance to ensure 
consistency of program administration and outcomes between departments; the 
level of training managers receive in both performance evaluation/management as 
well as allocating rewards; and the degree to which calibration as a consistency tool 
is applied in reviewing performance evaluations across departments 

C. Policy and Program Recommendations:  The analysis and evaluation steps will culminate in 
the recommendation of policy and practice revisions to support the City’s pay-for-
performance program objectives, and ensure best practice alignment around issues such as 
training, legal compliance, and plan governance. The recommendations will be incorporated 
into the project Final Report.  

Phase Eight:  Complete a Review with Recommendations of the City’s Classification and 
Compensation Policies 

Primarily, this phase includes a review of the City’s needs and challenges with respect to the Plan 
and then providing best-in-class classification and compensation policies and practices that are 
suitable for the City’s situation and objectives.   

While the City did not request a formal Classification Plan review, because job classification is a 
key component of a compensation plan, we feel it important to look at job classification policies 
such as establishment of new classifications, handling reclassification requests, and of course pay 
policies that connect to classification decision (such as promotional pay policies). 

We begin this phase with 1-2 virtual working sessions with the Project Team wherein we review 
each current policy, identify challenges with current policies and “missing “policies within a  typical 
set of salary administration policies, and ensure we understand all issues identified by the Project 
Team. 

Based on a review of the current classification and compensation policies, input from the Phase 3 
Department Director interviews and the Project Team working sessions, an analysis of market data 
collected in this study and best “contemporary” practices of similar employers, The Archer Company 
will make pay practice recommendations. Our intent will be to better align, as necessary, the City’s 
classification and compensation policies and practices with competitive trends and best 
contemporary practices, in the following areas (at minimum): 
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• Administration of the classification plan 
• Establishment of new classifications 
• Reclassification requests/job changes 
• New hire pay determination (based on job-related education and experience, 

market considerations, and current internal pay relationships) 
• Cost of living increases 
• Sign-on, hiring and retention bonuses 
• Maintaining equitable pay and pay equity reviews 
• Shift differentials 
• On-call and call-in pay 
• Overtime availability 
• Pay-for-performance 
• Pay “add-ons” for bilingual, special duty, certifications and degrees 
• Pay for promotions, demotions, transfers 
• Pay structure increase practices; pay increase budget practices 
• Acting assignment/Interim pay/temporary assignments 
• Managing base pay for employees at or near Range Maximum 
• Overall, ensuring consistency with the City’s Total Compensation Philosophy and 

Objectives 
We will recommend changes which we believe will align the City’s policies and practices with its 
operational, human resources and compensation goals and objectives.  

The City will be able to incorporate our pay practices recommendations in its creation of appropriate 
pay policies and programs in these areas. Final language of new or revised policies will be 
determined by the City, using the City’s preferences for such elements as language formality.   
Recommendations to better align the City’s practices with the market as well as the City’s 
Compensation Philosophy will be specifically identified.  

Phase Nine:  Develop a Compensation Plan Implementation Action Plan 

In this phase we provide options for timing and expenditure levels that align with the City’s 
compensation objectives and philosophy. 

With the preceding objectives complete, The Archer Company will create a detailed, clear, and 
logical set of implementation recommendations. These will include but not be limited to the steps 
and costs necessary to move all employees onto the new structure or structures, ensure all 
employees are paid at their new Range Minimum, and then consider options for placement of 
employees into the new pay grades and ranges.  

To support the costing of our recommendations, The Archer Company will collect current payroll 
and supplemental information. Each employee will be assigned to a job title, pay grade and salary 
range. We will work with the Project Team in order to complete the following tasks and deliverables: 
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A. Working Session(s) to Finalize Implementation Steps:  We will conduct 1-2  virtual working 
sessions with the Project Team to discuss priorities, funding, and options for the 
implementation of the new pay structure(s). 

B. Recommend and Provide Costing Strategies Associated with Implementing the Updated 
Pay Plan: (i.e., transitioning employees to the new pay plan and structure or structures). 
Implementation costs can be calculated using standard methodologies or customized to 
meet specific needs of the City’s. For example, costs can be spread over multiple years if 
necessary. Emphasis is typically placed on resolving existing pay and compression issues in 
the most fair and equitable manner, taking into consideration financial constraints and the 
City’s Compensation Philosophy. 

C. Provide Implementation Guidelines and Specific Tasks and Their Required Sequence:  In 
this phase, we explore alternatives with the City’s regarding options (e.g., bring all 
employees to Range Minimum, stagger implementation based on tenure, etc.). We will 
prepare estimated costs for 2-3 options of the City’s choosing.  

These options may be based on different market positions under consideration, in which 
case our iterative Excel models will allow the Project Team to quickly see the cost impact 
based on different market positions (such as, for examples, 50th percentile versus 60th or 
other percentiles). 

As part of the analysis and recommendations we will consider current compa-ratio 
compared to target compa-ratio based on time in job and if the City desires, other factors 
including performance and market demands.  In this “gap analysis” we calculate, for each 
employee, the difference between current compa-ratio and “target” compa-ratio (based on 
length of time in job and perhaps other factors) and then roll up individual costs to 
understand total costs and options for achieving target compa-ratios over a period of time. 

We will specifically integrate findings from the previous phase into implementation planning, 
so that, for example, the Project Team understands the financial implications of remediating 
areas and instances of pay inequities and compression that we may find.  

If costs are extensive, we will work with the City to prioritize expenditures as needed and 
develop a specific implementation road map to ensure all implementation 
recommendations are included in the priority consistent with the City’s specific challenges 
and needs. 

Again, our  implementation files are structured to be interactive, allowing Archer consultants 
and clients to see the immediate impact of multiple “What if?” scenarios, in considering 
implementation options. 
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Phase  Ten:  Draft and Final Reports; Creation of All Final Products Including Employee 
Communication Documents; Presentation of Final Report 

Provide and present a draft and final report and present the report to the Finance/Personnel 
Committee of the Common Council, and the Common Council itself, in oral presentations (and 
other groups upon request). We plan to be on site for a full day for the presentations and can do 
other virtual presentations as the City may request. 

Because of the importance of careful and complete education directed to leaders, and the impact 
of the study on employees within the affected group, we plan to partner with the Project Team to 
make sure the Final Report is sufficiently detailed and easy to understand.   

Upon review of the report, we will work with the Project Team to determine if one implementation 
plan (from several “modeled”) is to be put into the Final Report, or if the Project Team wishes several 
options to be documented in the Final Report.   

In general, Final Report content will include but not be limited to: 

1. Summary of all study methodologies and processes 

2. Classification Plan Assessment findings and recommendations 

3. Compensation Plan Assessment findings and recommendations 

4. Custom Market Assessment results and recommendations (salaries, key pay practices and 
policies) 

5. Recommended pay structure(s) that support the City’s objectives 

6. Pay grade assignment for each classification title 

7. Results and recommendations around pay equity and pay compression 

8. Implementation recommendations including individual pay adjustments and relative timing, 
based on the City’s priorities including results and recommendations to deal with pay 
compression issues. We can present one implementation option or summarize alternatives. 

9. Recommendations for maintaining the integrity and competitiveness of the Compensation 
Plan in the future 

All feedback from the Project Team will be carefully considered, and appropriate changes will be 
made prior to submitting the report in final form. All reports will be available in hard copy and 
electronic formats.  

The Archer Company will present the final results and recommendations and other key elements of 
our Final Report to the Finance/Personnel Committee of the Common Council and the Common 
Council as well.  We will work with the Project Team to ensure the presentation will be optimally 
useful given the City protocols and preferences around length, depth, etc.  

Finally, as a standard practice, The Archer Company provides copies of the survey results to all 
participants.  
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As part of this phase, we will organize all working papers, draft and final deliverables, Excel models 
and final job descriptions into a confidential shared drive, for full and unlimited use by approved City 
of De Pere personnel. We will meet all City requirements for form, format and delivery of all project 
documents. 

Phase Eleven: Human Resources Training for System Utilization and Maintenance 

As part of this proposal, the Archer Company will provide a half day virtual training session for 
Human Resources staff to support the City’s need to successfully administer the new Compensation 
Plan and new policies and protocols.  

Topics can be customized but generally cover job analysis and job evaluation (including our 
recommendations around using our Comprehensive Position Questionnaire for future job grading 
in the establishment of new jobs and reclassification of existing jobs), market assessment, 
integration of market data and internal evaluation scores to ensure plan effectiveness, internal 
equity analysis and compression monitoring, pay policy administration challenges, managing job 
changes, and annual decisions that are necessary to maintain the market competitiveness of the 
Compensation Plan (i.e., pay structure adjustments, pay increase budgeting).  

Outsourcing Job Evaluation and Pay Grade Recommendations 

Many Archer clients choose to outsource the evaluation and grade assignment of new and changed 
jobs to The Archer Company for two reasons: 

1. Most clients do not evaluate enough jobs each year to maintain a high level of proficiency 
in job evaluation 

2. Ease and convenience of outsourcing 

We are happy to discuss this option if the City has interest in the outsourcing option. 

Post- Study: One Year of Project Support (No Fee Required) and Ongoing Support 
Considerations 

Provide job analysis, evaluation and grade recommendations as needed, and ad-hoc support (up 
to 20 additional hours) for the first year following issuance of the Final Report.  

As part of our services and our commitment to the City’s success in administering the new plan, we 
will provide up to 20 hours of support, at no additional fee, for a period of one (1) year following the 
issuance of the Final Report.  These hours could be used to: 

1. Analyze, evaluate and recommend a pay grade for new and substantially-changed 
positions  

2. Any other use deemed necessary by the City, during the first year following project 
completion. This can include consultation on implementation, individual pay issues that 
might arise, FLSA questions, and anything that falls within the purview of the City’s 
classification and compensation plan, and our recommendations.  
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Ongoing Support Beyond the First Year 

After the 20 hours of free support are provided, we are available for a fee of $300 per job to evaluate 
and assign a pay grade to new and substantially-changed positions provided to us, and $375 if the 
City also requests a new job description. Or, as mentioned above, we can train the City’s HR Team 
to independently evaluate and grade jobs.   

Beyond ensuring new and changed jobs are properly assessed and graded, we provide an annual 
letter with budget recommendations for merit budgets and pay structure adjustments, cost of living 
budgets, and how to integrate these decisions and budgets, to each client, at no additional cost to 
our clients.  For custom recommendations, or to perform ad-hoc consultant services needed in 
administering the compensation plan, we will hold our 2026 consulting fees at 2026 levels through 
the end of calendar year 2027.   

D. Proposed Project Timeline 

We are providing a draft proposed timeline, by project week, capturing the eleven project phases.  
We are certainly open to discussing this timeframe with the City to ensure the City’s needs are 
met.  The draft timeline is certainly sufficient for a quality study and outcome.  

As part of Week One activities, we will draft and agree on a final timeline and all key dates.  At that 
point, the Archer will follow the project plan very closely, and we emphasize our strong commitment 
to careful and transparent project management.  There is rarely a surprise in the execution of an 
Archer study.  We can however be flexible should the City request extensions for deliverables review 
or any other reason.   

 

Project 
Week(s) Phases Key Task 

Weeks 1 and 2 

 

1.  Project Initiation and Kick-Off 
Meetings 

• Week 1: Upon contract execution, Archer 
sends list of data and information required 
(employee census, compensation policies, 
classification plan, etc.) 

• Week 2: Archer on-site for Project Kick-Off 
Meeting (one day on-site) 
o Group Meeting with Department 

Directors 
o Up to three employee study and JDQ 

completion orientation sessions (more 
can be provided virtually) 

• City – Provides requested data and 
information by end of Week 2 

 

Weeks 3, 4 and 5 2. Classification and Compensation Plan • Two Archer-Company facilitated working 
sessions (Weeks 3-4) 
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 Current State Assessment • Archer Company reviews classification and 
compensation plan and all key documents 
(Week 3) 

• Archer Company completes a Current State 
Assessment Report for Project Team (Week 
5) 

Weeks 3 –12  3. Job Analysis, Validation of 
Classification Plan, and Job 
Evaluation 

• Preparation for CPQ distribution and process  
(Week 1) 

• Archer conducts virtual CPQ orientation 
sessions (See Phase One – Week 1 task)) 

• CPQ distribution, completion by employees 
(Weeks 2-4), management review (Weeks 5-
6), City provides completed CPQs to Archer 
Portal (Week 7) 

• Archer Company analyzes all job 
descriptions, organizational charts and 
budget documents (Weeks 3-4) 

• Archer completes virtual Department 
Director interviews (Week 8) 

• Archer completes job evaluation, validation 
of job classifications, and ensuring minimum 
qualifications indicated in job descriptions 
align with CPQ information (Weeks 9-11) 

• Archer presents draft classification plan, 
class assignments and tentative pay grades 
(Week 11) 

• City reviews deliverables and provides 
feedback (Week 12) 

• Archer finalizes job evaluation and tentative 
pay grade assignments (pending market 
data) (Week 12) 
 

Weeks 3 –12 4. Finalize and Execute a Custom 
Compensation Market Study 
Strategy (Culminating in a Market 
Competitiveness Report) 

• Discuss and finalize market strategy 
including benchmark job selection, selection 
of peer organizations, use of appropriate 
private sector data, and questions on pay 
practices and policies (Weeks 3 and 4) 

• Archer creates draft custom compensation 
survey,  contacts peers for participation, and 
makes final edits to launch survey process 
(Week 4 and 5) 

• Survey in field; Archer follows up and 
provides weekly updates on participation to 
Project Team (Weeks 6-8) 
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• Archer Company compiles, cleans, organizes 
and creates market data report files (Weeks 
9-10)  

• City reviews draft market reports and 
provides feedback (Week 11) 

• Archer finalizes Market Competitiveness 
Report, following up on data if requested 
(Weeks11 and 12) 

Weeks 11 - 14 

 

5. Pay Structure Development 
• One to two virtual working sessions on pay 

structure development (Weeks 10) 

• Archer creates final structure(s) and assign 
each classification to grade and range (Week 
12) 

• City reviews structure and associated 
recommendations (Week 13) 

• Based on City input, Archer Company 
finalizes pay structure and individual pay 
grade assignments for each job role (Week 
14) 

Weeks 9-15 

 

6. Pay Equity, Pay Compression 
Diagnostic and Remediation 
Strategy Process 

• City provides necessary employee-specific 
data (Week 9) 

• Archer conducts an exploratory virtual 
working session (Week 10) 

• Archer conducts pay equity analysis and 
identifies outliers, and compression analysis 
(Weeks 11-12) 

• Archer presents findings and discusses 
remediation strategies and 
recommendations, using new pay structure 
to anchor recommendations (Weeks 14 and 
15) 
 

Weeks 4-15 7. Complete a Review with 
Recommendations of the Pay-for-
Performance Program 

 

• Pay-for-Performance Virtual Working 
Sessions (Weeks 4 and 5) 

• Archer review of policies and practices, as 
well as outcomes (Weeks 8- 10) 

• Once market data is completed, Archer uses 
market information and program 
analysis/input/evaluation work to create 
recommendation report for enhancements, 
additions and modifications to the City’s 
pay-for-performance program (Week 13) 
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• City reviews report and provides feedback 
(Week 14) 
Archer finalizes report of findings and 
recommendations on pay-for-performance 
program (Week 15) 

Weeks 3-5; 14-16 8. Complete Review with 
Recommendations on City’s 
Classification and Compensation 
Policies 

• Virtual working sessions for deep dive into 
policies inventory (current state), and 
identification of missing and/or insufficient 
policies (Weeks 3 – 5) 

• Once market data is completed, we will draft 
policy revisions, enhancements and create 
specific policy recommendations  as needed 
to improve and enhance the Compensation 
Plan policies (Weeks 14-15) 

• Archer will present the policy 
recommendations for discussion (Week 15) 
Based on client input, Archer will finalize all 
policy recommendations (Week 16) 

Weeks 16-19 

 

9. Develop a Compensation Plan 
Implementation Action Plan 

• Archer facilitates implementation planning 
working session (Week 16) 

• Archer creates 3 – 4 implementation options 
and associated costing, in per employee 
detail and roll-up report (dashboard) 
formats (Weeks 17-18) 

• Based on Project Team feedback, Archer 
refines options or focuses on refining chosen 
option, presenting final implementation 
recommendations (Week 19) 

Weeks 13-22 
(Provision of 
Preliminary Final 
Report); Creation 
of Final Report in 
Timeframe to be 
Discussed with 
City 

10. Preparation and Presentation of 
Draft and Final Reports 

• Archer drafts final report (Week 19-20)  
• City reviews and provides feedback to draft 

final report (Timeframe to be discussed to 
meet City’s needs) and feedback on 
implementation options, resulting in the 
creation of a Final Report with City’s chosen 
implementation option (or we can present 
multiple options for the City as part of the 
Final Report) (Week 20) 

• Archer creates Final Project Report (Week 
21) 

• Archer on-site for a full day to  present Final 
Report to Finance/Personnel Committee and 
to the Common Council  (Starting Week 22 
or on dates/times to fit City needs) 
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TBD – after study 
adoption 

 
 
 
 
 

11. Human Resources Staff Training on 
the Utilization and Maintenance of 
the New Compensation Plan  

• Archer works with Project Team to finalize 
agenda and content (Week 1 of 4 week 
phase) 

• Archer prepares content and readies Excel 
files for City’s use (e.g., uploading into HRIS) 
(Weeks 2 and 3) 

• Archer conducts one half-day virtual training 
session(Week 4) 

 

E. Support Needed from Human Resources 

The Archer Company uses a turn-key approach that will limit the burden on the City’s staff. The 
Archer Company expects to conduct all analyses independently, soliciting input and feedback from 
the Human Resources Director and Project Team on design and structure at critical points in the 
development of the pay plan. While we have designed the scope of work to minimize the burden on 
the City’s staff, we welcome more direct involvement from Human Resources and the City’s 
Management personnel if desired. 

We have outlined the support that will be required, by project phase: 

Phases Support Needed from Human Resources Staff 

1.  Project Initiation and Kick-Off 
Meetings 

• Provide data in Data Request form (census, pay plan 
information, policies, job descriptions, list of jobs with key 
fields (pay grade, FLSA, etc.), and a few other items 

• Provide available day/time options for initial extended 
meeting (working session) and options for a “set” project 
meeting (approximately 10 meetings to project completion) 
day and time 

• Agree to a set project plan and key dates 

2. Compensation Plan Current State 
Assessment 

• Attend two working sessions to provide feedback on the 
current Compensation and Classification Plan policies, 
processes, and input on what’s working, what’s not, etc. 

• Answer questions and provide any additional data we might 
request during our analysis of the “current state” 

  

3. Job Analysis, Evaluation, 
Classification and Job 
Documentation 

• Shephard the organization and submittal of all completed 
CPQs and Department Director Issue Forms to our shared 
project file (One Drive) 

• Schedule virtual Department Director interviews using 
scheduling templates provided by Archer Company  
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• Review our recommended point factor evaluation results for 
internal equity purposes – are the jobs correctly stacked from 
lowest to highest grade? 

• As desired, gain input from department heads on Archer’s 
evaluation and recommendations – to finalize job evaluation 
and job classification outcomes  

 

4. Finalize and Execute a Total 
Compensation Market Study 
Strategy (Culminating in a Total 
Compensation Market 
Competitiveness Report) 

• Approve final list of peer organizations for custom survey 
• Identification of pay practices areas for inquiry and providing 

information on the City pay practices, for comparison analysis 
• Approve job summaries for survey tool (using job descriptions 

in place at present) 
• Participate in working session(s) to finalize the Market 

Assessment Strategy 
• Approve survey instrument 
• Provide contacts if available for peer organizations selected for 

custom survey 
• Provide a completed survey for the City’s information – on the 

City’s behalf 
• Provide a letter from the City’s “official” to accompany survey 

invitation 
• Review draft Market Competitiveness Report and provide 

feedback 
• Review market gap/variance analysis and provide feedback 

5. Pay Structure(s) Development  • Participate in working sessions impacting pay structure design 
choices, and any subsequent meetings 

• Review and provided feedback for draft Pay Structure(s)  
 

6. Pay Equity, Pay Compression 
Diagnostic and Remediation 
Strategy Process 

• Participate in working session to discuss types of compression 
that may be at play presently 

• Provide per-employee detailed pay and job history data 
needed to complete a thorough pay equity review 

• Provide data needed to conduct compression analyses, which 
might include data on time in job, and/or total W-2 earnings 
per employee 

• Review analysis findings and remediation strategy 
recommendations; provide feedback 

7. Complete a Review with 
Recommendations of the City’s 
Pay-for-Performance Program 

• Attending working sessions with Archer consultant 

• Provide 2-3 years of performance evaluation scores for each 
employee, performance management tool and training 
materials, 2-3 years of individual performance-based rewards 
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(pay increases, bonus amounts, PTO awards) for each 
employee 

• Review Archer’s draft report of findings and recommendations 
 

8. Review with Recommendations 
City Classification and 
Compensation Policies 

• Provide a timely inventory of all City Classification and 
Compensation Policy and Process documents 

• Attend working sessions where we dive deep into the policies 
that will be reviewed 

• Review and provide feedback on Archer Company’s policy 
recommendations 

9. Develop a Compensation Plan 
Implementation Action Plan 

• Provide accurate and complete employee data necessary to 
provide implementation cost modeling (2-3 options) 

• Attend scheduled meetings and complete timely review of all 
deliverables 

• Communicate important elements for implementation 
including role of time in job, performance, variance from the  
market 

10. Preparation and Presentation of 
Draft and Final Reports 

• Review Preliminary Final Report 
• Review Final Report before delivery to the  City Manager and 

City Council 
 

11. Human Resources Staff Training 
on the Utilization and 
Maintenance of the New 
Compensation Plan 

• Provide input and approve training agenda (Project Team) 
• Attend virtual training session (HR Staff) 
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Section 4. Work Samples 
The following work samples have been provided. We note that each work example was authored or 
designed by the project’s proposed Project Manager, Marianne Oyaas: 

Exhibit 1:  Partial Example of a Custom Benchmark Survey Market Report 

Exhibit 2: Partial Example of a Custom Pay Practices Survey Questionnaire  

Exhibit 3: Partial Example of a Custom Pay Practices Survey Market Report 

Exhibit 4: Example Pay Plan Implementation Cost Dashboard 

Exhibit 5: Example Compensation Final Report 
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Section 5. Cost of Services 

A. Not-To-Exceed Costs 

Based on the scope of work contained in this proposal, with a count of approximately 60 job 
classifications, we present the not-to-exceed cost proposal: 

Project Phase: Fees 

1. Project Initiation and Kick-Off Meetings $3,240 

2. Compensation Plan Current State Assessment  $0 

3. Job Analysis, Validation of Job Classification, Evaluation $7,650 

4. Finalize and Execute a Compensation Market Study Strategy (Culminating in 
a Market Competitiveness Report) – Including Base Compensation of 
Benchmark Jobs and Key Pay Practices/Policies  

$7,875 

5. Pay Structure Development  $4,000 

6. Pay Equity, Pay Compression Diagnostic and Remediation Strategy Process $0 

7. Review with Recommendations of City’s Pay-for-Performance Program $1,000 

8. Review with Recommendations for City’s Classification and Compensation 
Policies $3,200 

9. Develop a Compensation Plan Implementation Action Plan $3,420 

10. Preparation and Presentation of Draft and Final Reports (separate meetings 
with Finance/Personnel Committee and Common Council) $4,005 

11. One Half-Day Virtual Human Resources Training on System Maintenance 
and Utilization $0 

Travel Expenses (lodging, meals, airfare, rental car/Uber):  

  

$0 (two on-site 
days; one day for 

Kick-Off 
meetings and 

second day for 
Final Report 

Presentations 
 
 

TOTAL: $34,390 
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The Total Fee amount includes 20 hours of additional support, during the first year,  at no 
additional charge. The City can use those hours as needed. 

Should the City ask The Archer Company to provide additional work not covered in the RFP or our 
proposal, our 2026 hourly fees are: 

- Project Director and Senior Consultant Rate - $160 per hour 

- Project Specialist Rate - $85 per hour 

B. Ongoing Plan Support 

Year One – up to 20 hours of support – no charge 

Year Two – Archer Company will honor 2026 hourly rates (above) through the end of 2027 for 
any additional compensation consulting work requested by the City (job evaluation and job 
descriptions are completed on a fixed fee basis): 

Job Evaluations - $300 * 

Job Evaluations with Job Descriptions -  $375* 

*After 20 hours of support has been completed at no charge  
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Section 6. Other Assurances 

The Archer Company affirms its commitments to all requirements as described in  all language 
contained within the City’s RFP.   

 In addition: 

1. The Classification and Compensation System developed by The Archer Company will: 

A. Meet all legal requirements 

B. Be totally nondiscriminatory 

C. Provide for all federal, state and location requirements (including but not limited to 
the Americans with Disabilities Act, the Fair Labor Standards Act, Equal Employment 
Opportunity provisions) 

D. Be easy for City management to administer, maintain, explain and defend 

E. Easily scale, adapt and remain sustainable in the face of organizational changes and 
growth 

F. Be based on sound compensation principles in which internal and external equity 
are considered within the pay structure, as well as the concepts of equal pay for 
equal work, equal pay for similar work, and equal pay for comparable work 

G. Provide for new positions, as well as significantly-changed positions, to be 
incorporated into the compensation plan, as well as regular adjustments to maintain 
the plans’ competitiveness 

2. The City of De Pere will have full and complete use of any and all materials developed for 
the ability to update or change as needed including our proprietary job evaluation 
methodology and scoring materials. 

3. All work provided by The Archer Company under contract with the City of De Pere shall 
belong exclusively to the City. 
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Town rate is more than 20% below the Market Mean value

Town rate is more than 10% below the Market Mean value

Town rate is more than 10% above the Market Mean value

Overall: -13% -14% -15%

PAY RANGE MINIMUM PAY RANGE MIDPOINT PAY RANGE MAXIMUM

Job Title Current Market Mean
% Difference 
from Market 

Mean
Current Market Mean

% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

- Indexes (columns F, I and M) within a range of -10% to 10% are considered within a "competitive
range"

TOWN OF XXX, NORTH CAROLINA

Pay Range Competitiveness Report - Average Variance by Department - 2024 Market Assessment

Compiled by the Archer Company

2/5/2025

Communications & Engagement Director $90,555 $103,433 -12% $115,431 $138,663 -17% 17 $140,306 $173,396 -19%

Communications & Engagement Specialist $48,023 $58,206 -17% $61,215 $74,947 -18% 18 $74,407 $92,483 -20%

Overall -19% -23% -25%

Economic Development Director $90,555 $112,218 -19% $115,431 $149,330 -23% 13 $140,306 $188,162 -25%

Overall -9% -11% -12%

Finance Director $99,837 $121,563 -18% $127,262 $160,226 -21% 21 $154,688 $198,639 -22%

Payroll & Benefits Coordinator $52,946 $55,351 -4% $67,490 $70,883 -5% 19 $82,034 $87,211 -6%

Procurement Coordinator $61,291 $65,063 -6% $78,128 $84,170 -7% 15 $94,965 $103,682 -8%

Overall -22% -24% -25%

Battalion Chief $61,291 $84,077 -27% $78,128 $108,657 -28% 12 $94,965 $134,107 -29%

Deputy Fire Chief $78,225 $101,446 -23% $99,713 $135,021 -26% 13 $121,202 $169,987 -29%

Fire Captain $55,593 $73,369 -24% $70,864 $94,126 -25% 14 $86,136 $115,843 -26%

The Archer Company The Town of XXXX Pay Range Competitiveness Report - 12/4/24 Page 1 of 5

Page 199 of 505



Town rate is more than 20% below the Market Mean value

Town rate is more than 10% below the Market Mean value

Town rate is more than 10% above the Market Mean value

Overall: -13% -14% -15%

PAY RANGE MINIMUM PAY RANGE MIDPOINT PAY RANGE MAXIMUM

Job Title Current Market Mean
% Difference 
from Market 

Mean
Current Market Mean

% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

- Indexes (columns F, I and M) within a range of -10% to 10% are considered within a "competitive
range"

TOWN OF XXX, NORTH CAROLINA

Pay Range Competitiveness Report - Average Variance by Department - 2024 Market Assessment

Compiled by the Archer Company

2/5/2025

Fire Chief $99,837 $127,487 -22% $127,262 $170,741 -25% 14 $154,688 $210,812 -27%

Fire Driver Operator $50,425 $61,553 -18% $64,276 $78,985 -19% 14 $78,128 $97,210 -20%

Fire Marshal $67,574 $82,412 -18% $86,136 $106,409 -19% 13 $104,699 $131,617 -20%

Firefighter/Relief Driver $43,559 $55,867 -22% $55,524 $72,075 -23% 13 $67,490 $89,087 -24%

Overall 4% 3% 1%

Administrative Assistant $43,559 $42,044 4% $55,524 $54,065 3% 20 $67,490 $66,643 1%

Overall -15% -17% -18%

Human Resources Analyst $58,373 $66,578 -12% $74,408 $85,667 -13% 17 $90,443 $105,790 -15%

Human Resources Director $95,083 $114,893 -17% $121,202 $151,445 -20% 21 $147,322 $189,445 -22%

Overall -22% -23% -24%

IT Operations Manager $67,574 $93,237 -28% $86,136 $120,261 -28% 15 $104,699 $148,252 -29%

IT Systems Administrator $64,356 $77,365 -17% $82,034 $98,942 -17% 19 $99,713 $121,691 -18%

The Archer Company The Town of XXXX Pay Range Competitiveness Report - 12/4/24 Page 2 of 5
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Town rate is more than 20% below the Market Mean value

Town rate is more than 10% below the Market Mean value

Town rate is more than 10% above the Market Mean value

Overall: -13% -14% -15%

PAY RANGE MINIMUM PAY RANGE MIDPOINT PAY RANGE MAXIMUM

Job Title Current Market Mean
% Difference 
from Market 

Mean
Current Market Mean

% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

- Indexes (columns F, I and M) within a range of -10% to 10% are considered within a "competitive
range"

TOWN OF XXX, NORTH CAROLINA

Pay Range Competitiveness Report - Average Variance by Department - 2024 Market Assessment

Compiled by the Archer Company

2/5/2025

Overall -12% -12% -14%

Code Enforcement Officer 1 $45,737 $52,981 -14% $58,300 $68,081 -14% 18 $70,864 $83,959 -16%

Code Enforcement Supervisor $70,952 $73,244 -3% $90,443 $84,943 6% 12 $109,934 $115,899 -5%

Deputy Planning Director $78,225 $92,065 -15% $99,713 $123,373 -19% 10 $121,202 $155,104 -22%

Environmental Planner $61,291 $68,145 -10% $78,128 $88,296 -12% 6 $94,965 $109,075 -13%

GIS Administrator $64,356 $79,982 -20% $82,034 $102,786 -20% 12 $99,713 $125,999 -21%

GIS Technician $48,023 $55,568 -14% $61,215 $71,400 -14% 14 $74,407 $88,094 -16%

Permit Technician $39,510 $44,491 -11% $50,362 $57,035 -12% 19 $61,215 $70,212 -13%

Planner $58,373 $61,713 -5% $74,408 $79,150 -6% 19 $90,443 $97,409 -7%

Planning Administrator $74,500 $88,723 -16% $94,965 $114,125 -17% 10 $115,430 $140,259 -18%

Planning Director $99,837 $113,080 -12% $127,262 $149,883 -15% 19 $154,688 $186,807 -17%

Transportation Planner $61,291 $67,771 -10% $78,128 $85,399 -9% 8 $94,965 $103,488 -8%

The Archer Company The Town of XXXX Pay Range Competitiveness Report - 12/4/24 Page 3 of 5
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Town rate is more than 20% below the Market Mean value

Town rate is more than 10% below the Market Mean value

Town rate is more than 10% above the Market Mean value

Overall: -13% -14% -15%

PAY RANGE MINIMUM PAY RANGE MIDPOINT PAY RANGE MAXIMUM

Job Title Current Market Mean
% Difference 
from Market 

Mean
Current Market Mean

% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

- Indexes (columns F, I and M) within a range of -10% to 10% are considered within a "competitive
range"

TOWN OF XXX, NORTH CAROLINA

Pay Range Competitiveness Report - Average Variance by Department - 2024 Market Assessment

Compiled by the Archer Company

2/5/2025

Overall -12% -13% -13%

Administrative Assistant $43,559 $42,044 4% $55,524 $54,065 3% 20 $67,490 $66,643 1%

Police Chief $104,829 $126,103 -17% $133,625 $170,716 -22% 19 $162,422 $206,010 -21%

Police Lieutenant $67,574 $83,088 -19% $86,136 $104,345 -17% 18 $104,699 $126,995 -18%

Police Officer 1 $52,946 $59,241 -11% $67,490 $74,287 -9% 19 $82,034 $90,337 -9%

Police Sergeant $61,291 $75,021 -18% $78,128 $94,532 -17% 19 $94,965 $115,131 -18%

Overall -10% -11% -12%

Administrative Assistant $43,559 $42,044 4% $55,524 $54,065 3% 20 $67,490 $66,643 1%

Building Maintenance Specialist $43,559 $47,818 -9% $55,524 $61,283 -9% 18 $67,490 $75,309 -10%

Capital Projects Manager $67,574 $80,387 -16% $86,136 $103,951 -17% 16 $104,699 $128,111 -18%

Engineer 1 $58,373 $68,549 -15% $74,408 $86,543 -14% 9 $90,443 $105,732 -14%

Engineering Inspector $55,593 $60,783 -9% $70,864 $77,996 -9% 17 $86,136 $95,927 -10%

The Archer Company The Town of XXXX Pay Range Competitiveness Report - 12/4/24 Page 4 of 5
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Town rate is more than 20% below the Market Mean value

Town rate is more than 10% below the Market Mean value

Town rate is more than 10% above the Market Mean value

Overall: -13% -14% -15%

PAY RANGE MINIMUM PAY RANGE MIDPOINT PAY RANGE MAXIMUM

Job Title Current Market Mean
% Difference 
from Market 

Mean
Current Market Mean

% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

- Indexes (columns F, I and M) within a range of -10% to 10% are considered within a "competitive
range"

TOWN OF XXX, NORTH CAROLINA

Pay Range Competitiveness Report - Average Variance by Department - 2024 Market Assessment

Compiled by the Archer Company

2/5/2025

Maintenance/Construction Worker 1 $35,836 $40,338 -11% $45,679 $51,982 -12% 19 $55,525 $64,147 -13%

Public Works Director $104,829 $118,889 -12% $133,625 $158,713 -16% 18 $162,422 $194,999 -17%

Solid Waste Equipment Operator 1 $34,129 $42,268 -19% $43,504 $54,284 -20% 12 $52,880 $66,802 -21%

Solid Waste Equipment Operator 3 $41,484 $47,460 -13% $52,880 $60,741 -13% 14 $64,276 $74,772 -14%

Solid Waste Supervisor $58,373 $60,168 -3% $74,408 $77,348 -4% 15 $90,443 $95,063 -5%

Stormwater Utility Manager $70,952 $78,255 -9% $90,443 $101,242 -11% 14 $109,934 $125,062 -12%

The Archer Company The Town of XXXX Pay Range Competitiveness Report - 12/4/24 Page 5 of 5
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Exhibit Two: 
 

Partial Example of a Custom 
Pay Practices Questionnaire 
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EXAMPLE 

Conducted for the County of XYZ by The Archer Company, LLC 1 | P a g e

XYZ County
2025 Pay Practices and Benefits Survey 

About this survey: 
• To complete the form electronically, use the tab key or your mouse to move through the

document and select the appropriate field. Type your information into the spaces provided; to
select a check box, use your space bar or your mouse. The fields will expand as you enter your
responses.

• Please complete the questions with information specific to your organization.

• Responses are due by _______

Who should we contact regarding the data collected in this survey? 

Organization:        Name: Email: 

City/State Title: Phone: 

GENERAL INFORMATION 

1. Number of employees in your organization:   Full-time: Part-time / Seasonal: 

2. What is your annual operating budget for all funds?

PAY STRUCTURE, PRACTICES, AND POLICIES 
3. Please choose the answer below that best describes your pay structure (if you have multiple structures,

please answer for the structure covering the largest number of employees):

Pay ranges are divided into “step” amounts, i.e., a “step” plan. 
Open ranges (i.e., Range Minimum, Midpoint and Maximum) 
Pay ranges are divided into “steps” for the lower half of the range, and open ranges are used for 
the upper half of the range (i.e., a “hybrid” plan). 
Other (please specify):     

4. How often do you adjust your pay structure(s)?

Annually 
Every other year 
Every 3rd year 
No defined schedule 
Other (please specify): 

Please go to next page 
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XYZ County- Pay Practices and Benefits Survey 

5. What index or data source does your organization use to determine the pay structure amount? We are

referring to the amount the pay ranges themselves are adjusted periodically (Check all that apply):

D Consumer Price Index (CPI) 

D Employer Cost Index (ECI) 

D Same amount as the COLA or Across-the-Board increase given to employees in the same year. 

D We use World at Work, Conference Board, Mercer, or other major Compensation Consulting 

Firm Survey Results on Pay Structure Movement Trends 

D Other (please specify): 

6. Do you allow new employees to start at a wage or salary amount higher than the Salary Range Minimum?

Yes D No D 

If "yes," how is starting salary determined? __ 

7. Please check the answer that best describes your organization's "pay" policy for hours worked above the 

normal workweek for FLSA-exempt professional, supervisory, and managerial roles:

D As exempt positions, incumbents are expected to work the necessary hours required. There is 

no extra compensation, time off, or any specific renumeration of any type for hours above the 

normal workweek. 

D We provide "compensatory" time at the rate of one (1) hour for each hour worked above the 

standard workweek. 

D We provide "compensatory" time at the rate of 1.5 hours for each hour worked above the 

standard workweek. 

D We allow employees to flex time during the current pay period, or the one immediately 

following, when hours worked are above the standard workweek. 

D We provide pay at the rate of one (1) hour for each hour worked above the standard workweek. 

D We provide pay at the rate of 1.5 hours for each hour worked above the standard workweek. 

D We provide additional time off for exempt supervisory and management positions in the form of 

additional vacation days, personal days, and/or PTO days. 

D Other (please specify) __ 

8. If your organization offers shift differential pay for evenings, nights and/or weekends, please provide the

following information:

SHIFT DIFFERENTIAL 

What positions are eligible for shift differentials? 
--

Evening Shift Differential Amount (enter N/A if this doesn't apply): 
--

Night Shift Differential Amount (enter N/A if this doesn't apply): 
--

Weekend Shift Differential Amount (enter N/A if this doesn't apply): 
--

Please provide any additional information appropriate to describe your 

shift differential program: 
--

Please proceed to the next page 

Conducted for XYZ County by The Archer Company, LLC. 2/Page 
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XYZ County- Pay Practices and Benefits Survey 

9. If your organization offers a bilingual pay program, please provide the following information:

BILINGUAL PAY 

What positions are eligible for bilingual pay: 

What type of remuneration is provided (e.g., lump sum amount, 

increase to hourly rate, additional time off): 

What languages are included in the bilingual pay program? 

Please describe any type of proficiency testing required for the 

bilingual pay program: 

10. Please provide information about compensation and time off accrual practices for employees working

different ANNUAL hours. Example: You have some employees in your organization that work 2080 annual

hours (40 per week) and some that work 1950 hours (37.5 per week). Please choose the option that best

describes your compensation practice in this situation.

D N/ A-we do not have multiple weekly/annual hours schedules. 

D Employees that work different weekly/annual schedules are paid the same HOURLY RATE, but 

would receive DIFFERENT ANNUAL EARNINGS 

D Employees that work different weekly/annual schedules are paid DIFFERENT HOURLY RATES, in 

order to receive the SAME ANNUAL EARNINGS 

D Other option (please describe): __ 

11. Do you offer bonuses for any of the following? If so, please indicate the payment type:

� � � .8.!!lru!n!. 

� 

Hiring 

Retention 

Referral 

High Performer 

Incentive based on performance 

on organizational goals or metrics 

Incentive based on performance 

on departmental goals or metrics 

Incentive based on performance 

on individual goals or metrics 

Please proceed to the next page 

Conducted for XYZ County by The Archer Company, LLC. 3/Page 
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XYZ County - Pay Practices and Benefits Survey 

12. Does your organization offer monetary recognition for longevity/years of service? Yes D No D

If yes, please indicate, for each level of Years of Service, how the longevity is rewarded:

� � 

Aher 5 Years of Service 

Aher 10 Years of Service 

Aher 15 Years of Service 

Aher 20 Years of Service 

Aher 25 Years of Service 

Aher 30 Years of Service 

Bonus Amount Bonus Amount 

($) (%) 

Base Increase 

Amount($) 

Base Increase 

Amount(%) 

13. If your organization offers on-call or "stand-by" pay and/or "call-in" pay, please provide the following

information:

Definition: "On-call" or "stand-by" pay is payment for designated periods when employees are not working but must
remain available to work with little or no notice. "Call-in" pay refers to any payment for coming into work during an
"on-call "period:

What departments/positions are eligible for on-call/call-in pay? 

On-Call: What type of compensation is provided (e.g., lump sum amount, 
regular hourly rate, additional time off): 

On-Call: If the pay is in the form of an hourly rate, please describe the 
amount (e.g., regular hourly rate, reduced hourly rate, overtime hourly 
rate): 

Call-In Pay: If an on-call employee is called in to work, are they offered 
additional compensation? (Yes or No) 

Call-In Pay: If employees called in are offered additional compensation, 
please describe the amount (e.g., lump sum amount, regular hourly rate, 
overtime hourly rate, additional time off): 

Please provide any additional information appropriate to describe your 
on-call/call-in pay program: 

OTHER POLICIES 

14. a. Does your organization have a policy for compensating positions that are either highly specialized, hard to 

fill, or simply in demand? Yes D No D

b. If "Yes," please indicate which actions you take to recruit and retain employees in these positions in the
following categories:

Action � 
� 

� 
Contributor 

Salaries targeted higher in pay grade YesD No □ YesD No □ YesD No □ 

Special Pay Grade Structure Defined YesD No □ YesD No □ YesD No □ 

Skill Premium Paid in Addition to Base Pay YesD No □ YesD No □ YesD No □ 

Hire On Bonus Paid YesD No □ YesD No □ YesD No □ 

Retention Bonus Paid YesD No □ YesD No □ YesD No □ 

Other (please specify) 

15. How do you balance competitive compensation with budgeting constraints and funding limitations? __ 

Conducted for XYZ County by The Archer Company, LLC. 4/Page 
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XYZ County- Pay Practices and Benefits Survey 

16. Do you have a formal salary administration policy for reclassifications (situations where jobs change suddenly

or gradually)? Yes D No D 

If "Yes," what is the typical increase or range of possible increases you give to employees whose jobs are 

reclassified? 

� � 
� 

� 
One Grade Increase 

Two or More Grade 

Increase 

HEALTH AND RELATED INSURANCE 

17. Please provide the following information regarding the MOST POPULATED health insurance plan you offer:

Plan Type: 

□ 

□ 

□ 

□ 

HMO - Health Maintenance Organization 

PPO - Preferred Provider Organization 

CDHP/HDHP- Consumer Driven/High Deductible 

POS - Point-of-Service 

18. For the MOST POPULATED plan, as indicated above, please provide the following information:

MOST POPULATED HEALTH INSURANCE PLAN 

Employer Contribution Employee Contribution 
Maximum Annual 

Plan Provider: to Monthly Premium to Monthly Premium 
Out-of-Pocket 

($) ($) 

Employee Only 

Employee + Spouse 

Employee + Child 

Employee+ Family 

19. If you offer a high deductible plan, please indicate the employer annual $ contribution amount to a Health

Savings Account (HSA) or Health Reimbursement Account (HRA) for each category. If your organization does

not contribute to an HSA or HRA, enter "N/A."

Employee Only: 

Employee+ Child: 
$_ 

$_ 

Employee+ Spouse: 

Employee+ Family: 
$_ 

$_ 

20. If the medical plans listed above do not include prescription drug coverage, please provide the following on

the MOST POPULATED Prescription Drug Plan:

Check if Prescription Coverage is NOT a separate plan and move to the next question. D

Prescription Drug Plan Name: __ 

MOST POPULATED PRESCRIPTION DRUG PLAN 

Coverage Type 
Employer Contribution Employee Contribution to 

Co-Pay($) Annual Deductible ($) 
to Monthly Premium ($) Monthly Premium ($) 

Employee Only 

Family 

Please go to next page 
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XYZ County- Pay Practices and Benefits Survey 

21. If the medical plans listed above do not include dental coverage, please provide the following on the MOST

POPULATED Dental Plan:

Check if Dental Coverage is NOT a separate plan and move to the next question. D

Dental Plan Name: 

MOST POPULATED DENTAL PLAN 

Employer Employee Maximum annual 

Coverage Type Contribution to Contribution to benefit per covered 

Monthly Premium ($) Monthly Premium ($) member($) 

Employee Only 

Family 

22. If the medical plans listed above do not include vision coverage. please provide the following on the MOST

POPULATED Vision Plan:

Check if Vision Coverage is NOT a separate plan and move to the next question. D

Vision Plan Name: 

MOST POPULATED VISION PLAN 

Coverage Type 
Employer Contribution to Employee Contribution 

Monthly Premium ($) to Monthly Premium ($) 

Employee Only 

Family 

23. If medical, prescription, dental and vision benefits differ for employee groups, please identify those

differences:

SHORT-TERM DISABILITY INSURANCE 

24. Does your organization provide Short Term Disability Insurance? D Yes D No

If "Yes," please provide the following information:

SHORT TERM DISABILITY 

Employer Contribution Employee Contribution Maximum number 

to Monthly Premium ($) to Monthly Premium ($) of weeks of coverage 

LONG-TERM DISABILITY INSURANCE 

25. Does your organization provide Long-Term Disability Insurance? D Yes D No 

If "Yes," please provide the following information: 

LONG TERM DISABILITY 

Employer Contribution Employee Contribution Maximum number 

to Monthly Premium ($) to Monthly Premium ($) of weeks of coverage 

Please go to the next page. 
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XYZ County- Pay Practices and Benefits Survey 

BASIC LIFE INSURANCE 

26. Does your organization provide Basic Life Insurance? D Yes D No 

If "Yes," please provide the following information:

BASIC LIFE INSURANCE 

Employer Contribution Employee Contribution What is the benefit amount 

to Monthly Premium ($) to Monthly Premium ($) (e.g., 2x annual salary) 

RETIREMENT/DEFERRED SAVINGS PLANS 

27. Please provide the following information regarding your Defined Contribution retirement plan (e.g., 401(a),

403(b), including the contribution rate for both the employer and the employee. If the employer contribution

is a "match," indicate the maximum or limit on the match.

a. Check if you do not offer a Defined Contribution Plan and move to the next question. Ill D

b. If you do offer a Defined Contribution Plan, please provide the following:

DEFINED CONTRIBUTION PLAN 

Percent of Dollar Amount 
Plan Name: 

Pay{%) ($) 

Employer Contribution - % of pay or$ (Not 

included in the maximum match below) 

Maximum Employer Match of Employee 

Contributions - % of pay or$ (not included in 

the employer contribution above) 

Required Employee Contribution - % of pay or$ 

Voluntary Employee Contribution Maximum -

% of pay or$ 

28. Please provide the following information regarding your Deferred Compensation/457 plans. including the

contribution rate for both the employer and employee. If the employer contribution is a "match," indicate

the maximum or limit on the match.

a. Check if you do not offer a Deferred Compensation/457 Plan and move to the next question. D

b. If you do offer a Deferred Compensation/457 Plan, please provide the following:

DEFEERED COMPENSATION/457 PLAN 

Plan Name: 
Percent of Dollar Amount 

Pay{%) ($) 

Employer Contribution - % of pay or$ (Not 

included in the maximum match below) 

Maximum Employer Match of Employee 

Contributions - % of pay or$ (not included in 

the employer contribution above) 

Required Employee Contribution - % of pay or$ 

Voluntary Employee Contribution Maximum -

% of pay or$ 
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XYZ County -  Pay Practices and Benefits Survey 

VACATION, SICK TIME, HOLIDAYS, AND OTHER LEAVE 

29. Please indicate the number of accrued days per year for Vacation, Sick and Personal days for the following
years of service.

Definition of Personal Days: Personal Days may be used for a paid or unpaid day of leave from work for reasons other

than illness or vacation, taken at the employee's discretion. 

Vacation Days Sick Days Personal Days
Completed Years 

f S . Accrued Per Accrued Per Accrued Per
o ervrce

Year Year Year 

<1 (As of Date of
;

Hire)r----------------------------------+------------------------�-----------------------
1 i i 
2 

-----------------------r------------------------r-----------------------
-----3-----i------------------------r------------------------r-----------------------

4 

-----------------------r------------------------r-----------------------
-----

5
-----i------------------------r------------------------r-----------------------

-----------------------r------------------------r-----------------------
6 i i -----------------------;------------------------r-----------------------
7 i i 
s 

-----------------------r------------------------r-----------------------
r----------------------------------1-------------------------i------------------------' ' ' 

9 ! ! ! - -- --10- - - --+-----------------------r------------------------r-----------------------

11 -----------------------r------------------------r-----------------------
r----------------------------------r------------------------r-----------------------

12 ! ! -----------------------r------------------------r-----------------------
13 ! ! 
14 

-----------------------r------------------------r-----------------------
r----------------------------------1-------------------------i------------------------' ' ' 

15 ! ! ! 
1-----------+-----------------------1-------------------------i------------------------' ' ' 

16 ! ! ! -----17-----i------------------------r------------------------r-----------------------
-----------------------;------------------------r-----------------------

18 ! ! -----------------------r------------------------r-----------------------
19 ! ! 
20 

-----------------------r------------------------r-----------------------
r----------------------------------1-------------------------i------------------------' ' ' 

21 ! ! ! 
1-----------+-----------------------1-------------------------i------------------------' ' ' 

22 ! ! ! -----
23
-----i------------------------r------------------------r-----------------------

-----------------------r------------------------r-----------------------
24 ! ! -----------------------r------------------------r-----------------------
25 ! ! 

25+
-----------------------r------------------------r-----------------------

30. When are vacation, sick and personal days accrued (bi-weekly, monthly, annually, etc.)? __

Please go to next page 
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XYZ County – Pay Practices and Benefits Survey 

Conducted for the County of XYZ, WI by The Archer Company, LLC.  9 | P a g e

31. Please indicate which holidays are observed by your organization, by choosing “Yes” or “No” for each.

New Year's Day   Yes  No   
Martin Luther King, Jr.'s Birthday Yes  No   
Presidents' Day   Yes  No   
Good Friday   Yes  No   
Memorial Day   Yes  No   
Juneteenth National Independence Day   Yes  No   
Independence Day Yes  No   
Labor Day   Yes  No   
Columbus Day (also observed as Indigenous Peoples Day) Yes  No   
Election Day  Yes  No   
Veterans Day    Yes  No   
Thanksgiving Day Yes  No   
The Day After Thanksgiving Yes  No   
Christmas Eve   Yes  No   
Christmas Day   Yes  No   
New Year's Eve   Yes  No   

32. How many floating holidays do employees receive each year (in addition to paid holidays, vacation, and sick
leave; please include any additional days around Christmas Eve or Christmas Day in this number)?

OTHER BENEFITS 
33. Please choose any of the following benefits your organization offers to employees. Choose all that apply.

Retiree Health Insurance 
Tuition Reimbursement 
Paid Parental Leave or Paid Family Leave 
Paid Caregiver Leave 
Service Level Benefit (Longevity Pay) 
Employee Assistance Program 
Remote Work Policy 
Flexible Scheduling (e.g., 4 – 10-hour days, alternate start, and end times etc.) 
Sabbatical Leave 
Catastrophic Leave/Leave Donation 

34. Does your organization pay for CDL training?   Yes   No
If yes, does your organization have a policy or clause regarding employees reimbursing your organization at
a pro-rated rate upon separation (e.g., separation under 8 months – 100% refunded to organization; 9-16
months - 66% refunded to organization, etc.?   Yes   No

35. Please describe any benefits that are meant to support employee wellness activities (e.g., wellness benefits,
gym memberships, etc.):

36. Please describe any unique benefits offered by your organization that employees particularly enjoy
(Examples might include: pet insurance, legal services, financial planning assistance, lifestyle reimbursement
account, vacation buy-back program, ability to forfeit insurance coverage for higher salary, etc.)

37. Additional Comments:

THANK YOU FOR TAKING THE TIME TO COMPLETE THIS SURVEY. XYZ COUNTY IS GREATFUL FOR YOUR 
EFFORTS, AND WE LOOK FORWARD TO SENDING YOU A FULL PARTICIPANT REPORT EARLY THIS SUMMER. 

***Save your responses and send them to amylee@archercompany.com by INSERT DATE* 
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City of XYZ

Select Pay Practices and Benefits Custom Survey

Detailed Report of Responses and Archer Company Observations

5/26/2025
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Peer
# of Full Time 

Employees

# of Part 
Time/Seasonal 

Employees

Annual Budget - 
Full

City of Appleton 594 867 $199,794,319

City of Beloit 350 170 $116,954,839

City of Eau Claire 515 600 $190,288,829

City of Green Bay 856 945 $139,399,937

City of Janesville 461 206 $133,373,786

City of Kenosha 822 370 $104,745,943

City of Manitowoc 251 175 $71,618,777

City of Oshkosh 457 61 $953,692

City of Sheboygan 382 51 $108,800,000

City of Wausau 360 50 $46,030,541

City of Wauwatosa 418 297 $79,635,637

City of West Bend 226 160 $50,000,000

Market Average 474 329 $103,466,358

City of XYZ 300 100 $173,296,267

Data Effective Date: 4/9/2025

Footnotes: City of Janesville - amount includes internal service funds
City of Kenosha - FT is the # budgeted; current number of ees is 775
City of Wauwatosa - 235 of the 297 PT/Seasonal are Poll Workers

Table 1. Organization Information
1. Number of employees in your organization:
2. What is your annual operating budget for all funds?
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Peer
Ranges Divided into 

Steps
Open Ranges

Steps - Lower Half
Open Ranges - Upper 

Half
Other

City of Appleton X

City of Beloit X

City of Eau Claire X

City of Green Bay X

City of Janesville X

City of Kenosha X

City of Manitowoc X

City of Oshkosh X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X

City of West Bend X

Number: 6 5 1 0

City of XYZ X

Data Effective Date: 4/9/2025

Table 2. Pay Structure 
Please choose the answer below that best describes your pay structure (if you have multiple structures, please answer 
for the structure covering the largest number of employees)

Notes:
Slightly more than one half of respondents use step-based plan, as is the practice at the City of XYZ.  This "split" in 
practice, in our experience, is fairly consistent across city and county local government organizations.  We tend to see 
"step plans" in non-represented groups more often when there is one or more union also within the organization.
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Structure Increase Last FYStructure Increase Current FY Structure Increase Next FY

Peer Annually
Every Other 

Year
Every Third 

Year
No Schedule Other

City of Appleton X

City of Beloit X

City of Eau Claire X

City of Green Bay X

City of Janesville X X

City of Kenosha X

City of Manitowoc X

City of Oshkosh X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X

City of West Bend X

Number: 12 0 0 0 1

City of XYZ X

Data Effective Date: 4/9/2025

Footnotes: City of Janesville - COLA annually, comp study every 5 years

Notes: 
Virtually all organizations adjust their pay structures annually.

Table 3. Pay Structure Adjustment Frequency
4. How often do you adjust your pay structure?
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Actual Average Increase Last FYActual Average Increase Current FY Pay Plan Increase Notes

Peer
Consumer Price Index 

(CPI)
Employer Cost Index 

(ECI)
COLA or Across the 

Board Increase

World at Work, Other 
Major Survey, or 
Compensation 

Consulting Firm

Other Notes

City of Appleton X

City of Beloit X

City of Eau Claire X

City of Green Bay X

City of Janesville X

City of Kenosha X
Based on available budget funds for non- represented. Union employees 
is based on comps and available funds

City of Manitowoc X

City of Oshkosh X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X

City of West Bend X

Number: 0 0 9 1 2

City of XYZ X

Data Effective Date: 4/9/2025

Table 4. Pay Structure Adjustment - Data Source

Footnotes: 

Notes:  Open ranges are in place at Appleton, Beloit, Janesville, Manitowoc and the City of West Bend. We note that in these cities, all but Janesville 
apply the same percentage to the structure as they provide to employees in the form of a COLA/ATB increase.  This is a potential concern as it 
means that employees are not moving within their pay ranges over time.  At XYZ, the combination of step increases and across-the-board increases 
prevent that issue as long as the City fairly routinely funds both type of increases.

5. What index or data source does your organization use to determine the pay structure amount? We are referring to the amount the pay ranges
themselves are adjusted periodically (Check all that apply):
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If “yes,” how is starting salary determined?      EE Pay Increase with Structure Pay Practices Notes

Peer Yes No Salary Determination 

City of Appleton X Entrance pay rate shall be within 60% of the minimum of the pay range.

City of Beloit X

For Union positions - salary determined by Labor Agreement. For non-represented positions - new employees with minimal 
experience will generally earn the range minimum. can be offered a starting salary between the minimum and mid-point of 
the range according to Class & Comp plan as discussed and agreed upon by the hiring supervisor and the Human Resources 
Department.  

City of Eau Claire X
Typically Step 1 is offered and may negotiate a higher step based on experience of individual and also factor in where 
current employees are on the scale.

City of Green Bay X We may start a new employee higher than the minimum for their position if it can be justified based on experience

City of Janesville X Dependent on position and experience/qualifications at time of hire
City of Kenosha X Based on budget for position,  equity within department and experience of candidate
City of Manitowoc X Based on experience and skills

City of Oshkosh X Based on years of experience, education, verifications, and any relevant skills that might put them in a higher pay range. 

City of Sheboygan X No higher than midpoint unless approved by City Administrator
City of Wausau X experience
City of Wauwatosa X Based on internal equity review & the incoming new employee's experience.

City of West Bend X
Department Head, HR Director and Administrator - Experience of the candidate.  Maximum we can start an employee is 
Market rate (mid).  Anything higher has to be approved by Council.

Number: 12 0

City of XYZ X Knowledge, skills & abilities

Data Effective Date: 4/9/2025

Table 5. Starting Wage Above Minimum
6. Do you allow new employees to start at a wage or salary amount higher than the Salary Range Minimum?  If “yes,” how is starting salary determined?

Footnotes: 

Notes: 
All of the City's peers have a provision for bringing in new employees above the Range Minimum. The common denominators, in terms of rationale, are experience and 
education, relevant skills, and in many cases an analysis of the pay of current employees within the same job title.  Some responses also indicate that pay offers up to 
Midpoint can be considered, depending on these factors and considerations.  
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Peer None
Comp Time - 1 

hour accrued for 1 
hour worked

Comp Time - 1.5 
hours accrued for 1 

hour worked
Flex Time

Pay - 1 hour additional 
pay for 1 hour worked

Pay - 1.5 hours 
additional pay for 1 

hour worked

Additional 
Vacation/Personal 

/PTO
Other Notes

City of Appleton X

City of Beloit X

City of Eau Claire X
Managers and above typically do not receive extra pay or comp time. Front-line supervisors are 
allowed comp/OT at 1.5 in circumstances outside the typical day.

City of Green Bay X X

City of Janesville X X

City of Kenosha X

Excluding dept heads, we provide 1.5 comp time after 40 hours and 2x for Sundays and holidays 
(not part of regular schedule) for department related work up to 80 hours.  For outside 
department work, employees are compensated at their rate of pay @ 1.5 or 2x.  Departments 
who budget for cash overtime,  exempt employees are paid cash OT after 80 hours of earned 
comp time  

City of Manitowoc X

City of Oshkosh X X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X

City of West Bend X X

Number: 6 1 0 5 0 0 2 2

City of XYZ X

Data Effective Date: 4/9/2025

Footnotes: 

Table 6. Overtime Policy for Exempt Employees
7. Please check the answer that best describes your organization’s “pay” policy for hours worked above the normal workweek for FLSA-exempt professional, supervisory, and 
managerial roles:

Notes: 
Nearly 50% of the cities allow "flex time", as does the City of XYZ.  Fifty percent (50%) of the peers have no policy or provision for "compensating" exempt 
employees for hours above their regular schedule. For those organizations that do offer compensation, the most prevalent practice is flex time, with nearly fifty 
percent (50%) of the peers offering one or more other plans or programs without any other strong prevalent practice or policy.
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8. If your organization offers shift differential pay for evenings, nights and/or weekends, please provide the following information:

Peer Eligible Positions Evening Night Weekend

City of Appleton
non-exempt employees regularly scheduled for a 2nd or 3rd 
shift

$0.50/hr $0.50/hr
Double time for Sunday 
shifts

City of Beloit
Non-represented (Sundays); Public Works- 3rd shift (winter 
only)

$4.00/hr

City of Beloit Police Department non-sworn 2nd and 3rd shift $0.20/hr $0.30/hr
Non-rep Sundays- 2x regular 
rate

City of Eau Claire Custodians $0.30/hr $0.30/hr

City of Eau Claire Police Command $0.15/hr $0.50/hr

City of Green Bay
Cleaners, Custodians, Building Services Coordinator, Operator 1 
& 2, Records Clerk, Office Clerk, Evidence Tech, Admin Clerk, 
Dispatcher

$0.30/hr $0.50/hr $1.50/hr

City of Janesville

City of Kenosha Mechanics in winter

City of Manitowoc
Laborers, Bridgetenders, Building & Grounds, Mechanics, 
Engineering Field Staff, Police Lts & Capts

$0.25/hr $0.35/hr

City of Oshkosh Public Works and PD N/A

City of Sheboygan
Non exempt, non represented employees working between 
6:00 pm - 5:59 am

$0.40/hr $0.40/hr N/A

City of Wausau Police Officer 1%

City of Wausau Department of Public Works $1.45/hr $1.60/hr N/A

City of Wauwatosa
Public Works employees that are scheduled for something 
other than first shift. Non-sworn police employees are also 
eligible.

$0.25/hr $0.30/hr N/A

City of West Bend Police Officers, Detectives $40/month $50/month

Market Average $0.42/hr $0.88/hr

Protective Services Average $0.20/hr $0.38/hr

City of XYZ Protective service $.09/hr; $.24/hr $.20/hr

Table 7. Shift Differentials

Notes: 
All but one peer have a policy for the payment of evening, night and/or weekend pay differentials. The use of a certain amount of cents per hour is the prevalent practice. Eligible 
positions vary but tend to be public works roles and in some cases sworn law enforcement roles. it appears the City of Fond du Lac's evening and night shift premium for Protective 
Service roles are within the "competitive range" for evening shift but notably bloew the "Protective Services" market average for the night shift at this point in time.B12

Data Effective Date: 4/9/2025

Footnotes: City of Beloit -  Weekend rate does not apply to positions that work 365-day operations
City of Green Bay - provided grid with details for each position
City of Manitowoc - Police Lts & Capts receive a monthly amount, $46 for 2nd shift & $56 for 3rd shift
City of Sheboygan - Represented employees have shift premium per their contract
City Wauwatosa -  We also have a $1.00/hour flex pay that we add to employees that are assigned to second or third shift as their regular schedule at DPW that is paid in addition to the shift 
differential
City of West Bend - Information entered in "Weekend" was for call-in pay not shift differential, chose to put here & in Call In table rather than in this table - I also removed the positions that would 
be included from the "eligible" field (Public Works Tech I/Crew Leader/Signal Tech, Sewer and Water Operations Specialists, Building Maintenance Tech): "Public Works - 1 hr pay  on Fridays; 4 
hrs each day Sat/Sun/holiday; Water - 8 hrs each day; Sewer - 8 hrs/wk and 4 hrs/holiday; or Public Works employees, they get paid to hold the phone and be limited for the weekend.  If they 
receive a call and come in, they are paid a minimum of 2 hours." 
City of XYZ - 2:30 p.m. - 11:30 p.m.$7.02; 10:30 p.m. - 7:30 a.m. $18.56; 7 p.m. - 4 a.m. - $15.50
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9. If your organization offers a bilingual pay program, please provide the following information:

Peer Eligible Positions
Type of 

Remuneration
Languages 

Included
Proficiency Test 

Required

City of Appleton N/A N/A N/A N/A

City of Beloit
Municipal Court 

Clerk
$125.00/month Spanish N/A

City of Eau Claire
All non-Union 

positions
Monthly payment All Yes

City of Green Bay N/A N/A N/A N/A

City of Janesville N/A N/A N/A N/A

City of Kenosha N/A N/A N/A N/A

City of Manitowoc N/A N/A N/A N/A

City of Oshkosh N/A N/A N/A N/A

City of Sheboygan N/A N/A N/A N/A

City of Wausau N/A N/A N/A N/A

City of Wauwatosa N/A N/A N/A N/A

City of West Bend N/A N/A N/A N/A

City of XYZ N/A

Data Effective Date: 4/9/2025

Table 8. Bilingual Pay

Notes: 
Only two of twelve reporting peers have any kind of compensation program for use of bilingual skills, 
The position eligibility is different between the two peers an we only received one actual amount. Fond 
du Lack's lack of program for bilingual skills is consistent with the prevalent market practice.

Footnotes: City of Janesville - Policy document provided
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Recruitment Bonus Yes/NoRecruitment Bonus $ or %6 Recruitment Bonus Details

Peer N/A

Employees are paid the SAME 
HOURLY RATE, but would 

receive DIFFERENT ANNUAL 
EARNINGS

Employees are paid the 
DIFFERENT HOURLY RATE, in 

order to receive the SAME 
ANNUAL EARNINGS

Other Notes

City of Appleton X

City of Beloit X

City of Eau Claire X X
Telecommunicators, Fire BC, Police Sgt/Lt are paid different hourly rate, but 

same annual. Utility Operator at Water Plant  are paid at same hourly rate, but 
different annual.

City of Green Bay X

City of Janesville X

City of Kenosha X

City of Manitowoc X
Employees have different rates of pay, not determined by a 2080 or 1950 hour 

schedule

City of Oshkosh X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X

City of West Bend X
This is very limited.  The part-time custodians are paid a lower rate than the full-

time ones.  The PTO schedule is based on hours - 1/2 time receive half the 
hours a full-time employee has.

Number: 2 8 1 2

City of XYZ X

Data Effective Date: 4/9/2025

Table 9. Compensation Practice for Different Annual Hours
10. Please choose the option that best describes your compensation practice for employees working different ANNUAL hours.

Footnotes: City of Kenosha - Response is for non rep employees; Union employees may differ depending CBA (there are 4 - if needed, they are at 
https://www.kenosha.org/departments/human_resources/policies___procedures.php#outer-5)

Notes: 
The majority of peer organizations appear to adjust pay for employees based on the number of annual hours. The City's practice of maintaining the same annual pay for different annual hours 
worked is not consistent with the majority of the City's peers.  This generally is a potential equity for non-sworn jobs . This can be especially true in cases where employees performing similar 
work in different departments with different annual hour schedules, are earning the same annual salary, as opposed to prorating the employees who work fewer hours annually.
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Recruitment Bonus Yes/NoRecruitment Bonus $ or %6Recruitment Bonus Details

Yes/No % of Base or 
Lump Sum?

Amount Yes/No % of Base or 
Lump Sum?

Amount Yes/No % of Base or 
Lump Sum?

Amount Yes/No % of Base or 
Lump Sum?

Amount Yes/No % of Base or 
Lump Sum?

Amount Yes/No % of Base or 
Lump Sum?

Amount Yes/No % of Base or 
Lump Sum?

Amount

City of Appleton No No No No No No No

City of Beloit No No No No No No No

City of Eau Claire No No No No No No No

City of Green Bay No No Yes Lump Sum $1,000 No No No No

City of Janesville No No No No No No No

City of Kenosha Yes Lump Sum $125/month

City of Manitowoc No No No Yes % of Base 1% No No No

City of Oshkosh No No No No YES Employees 
choose 

No No

City of Sheboygan No No No No No No No

City of Wausau Yes Varies No No No No No No

City of Wauwatosa Yes/No Lump Sum $1,000-2,500 Yes % of Base Varies Yes Lump Sum $500-1,000 Yes % of Base

Extra Step 
Increase/Double 
Bump at Time of 

Performance 
Reviews

No No No

City of West Bend No No No No No No No

Number of "Yes" Responses: 1 1 2 2 2 0 0

City of XYZ Yes Lump Sum $1,000

Data Effective Date: 4/9/2025

Table 10. Bonuses
11. Do you offer bonuses for any of the following? If so, please indicate the payment type:

Referral High Performer Performance based on Organization Goals Performance based on Departmental Goals Performance based on Individual Goals

Footnotes: City of Appleton - "No official policy or program"
City of Green Bay - For Bus Operators only; policy provided

Peer

Hiring Retention

Notes: 
The market data indicates that none of these bonus programs are used widely among the City's peers. The City's lack of programs in these areas is consistent with the City's peers. The City's Referral Bonus Program is a "market-leading" compensation program that may give the City a competitive advantage as well as assist in finding high quality 
candidates.
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Structure Increase Last FY Structure Increase Current FY

Offered?

Yes or No Amount ($)
Percentag

e (%)
Amount ($)

Percentag
e (%)

Amount ($)
Percentag

e (%)
Amount ($)

Percentag
e (%)

Amount ($)
Percentag

e (%)
Amount ($)

Percentag
e (%)

Amount ($)
Percentag

e (%)
Amount ($)

Percentag
e (%)

Amount ($)
Percentag

e (%)
Amount ($)

Percentag
e (%)

Amount ($)
Percentag

e (%)
Amount ($)

Percentage 
(%)

City of Appleton No

City of Beloit Yes 3.0% 3.0% 3.0% 3.0% 3.0% 3.0%

City of Eau Claire No

City of Green Bay No

City of Janesville Yes $250.00 $500.00 $750.00 $1,000.00 $1,250.00 $1,500.00

City of Kenosha No

City of Manitowoc Yes $2,500.00

City of Oshkosh Yes $25.00 $50.00 $75.00 $100.00 $125.00 $150.00

City of Sheboygan No

City of Wausau Yes 0.3% 0.6% 0.9% 1.2% 1.5% Only PD & Fire

City of Wauwatosa No

City of West Bend Yes $5.00 $30.00 $55.00 $55.00 $55.00 $55.00

Market: 6 $93.33 2% $770.00 2% $293.33 2% $385.00 2% $476.67 2% $568.33 3%

City of XYZ Yes

Data Effective Date: 4/9/2025

Notes: 
Fifty percent (50%) of the City's peers offer a Longevity program of some sort and we see a slightly stronger use of one time bonus payments over base salary increases.  Overall, the Archer 
Company is seeing an increase in the use of Longevity programs and the use of a step plan, such as utilized at XYZ, is one common option for rewarding longevity in one's job. Archer 
Company recommendations will serve to align the step structure more closely to market competitive longevity programs.

Base Salary Increase

After 30 Years

Base Salary Increase Bonus Payment Base Salary IncreaseBonus Payment Base Salary Increase Bonus Payment

After 15 Years 

Bonus Payment

After 25 YearsAfter 20 Years

Footnotes: City of West Bend - Amounts are monthly

The City utilizes the step plan structure as a mechanism for rewarding longevity

Table 11. Longevity/Years of Service

Bonus Payment Base Salary Increase Bonus Payment Base Salary IncreasePeer

After 5 Years After 10 Years 

12. Does your organization offer monetary recognition for longevity/years of service? If yes, please indicate, for each level of Years of Service, how the longevity is rewarded:
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13. If your organization offers on-call or “stand-by” pay and/or “call-in” pay, please provide the following information:

Peer Offered?
Eligible 

Departments/Positions
On-Call Remuneration On-Call Amount 

Additional Compensation 
if Called In?

Call in Amount Notes

City of Appleton Yes
Various positions in DPW, Fire, 

IT, Police, Utilities, 
regular hourly rate

1 hour pay for each day of stand-
by and 2 hours if on actual 

designated city holiday
No

Non-Exempt - $100
Exempt - $75 - $500

Additional Compensation for Emergency Call ins Only: Non-exempt employees who have left the worksite or are in a paid 
leave status, and who are called to return to work outside of their regularly scheduled hours to handle emergency 
situations that could not be anticipated, eligible for lump sum of $100; Exempt employees receive $75 lump sum for less 
than 3 hours; $200 for 3-5 hours; $400 for 5-8 hours; $500 for more than 8 hours.

City of Beloit Yes Public Works- Supervisors lump sum/day $40/day No
Non-Exempt - regular hourly 

rate; OT rate if over 40

City of Eau Claire Yes Varies by Division

City of Green Bay Yes
Parks, Recreation & Forestry, 

Public Works

Some regular hourly rate, 
some lump sum, depending 

on position

Hourly - 2 or 3 hrs pay 
Lump sum - $75-112.50

Yes 

Depending on Position: 
2 hr minimum;

OT rate for over 40;
Regular Rate for hrs worked

On-Call: Electrician, Electrician Foreperson, Sewer Maintenance Worker, Sewer Maintenance Foreperson = 7 week 
rotations from Monday 7AM-Monday 7AM with Additional 2 hours of pay (straight time) for Monday-Thursday, 
Additional 3 hours of pay (straight time) for Friday-Sunday, 1 Hour extra for holidays; 
Public Works Superintendents, Public Works Supervisors = 8 week rotation from Monday 6:30AM-Monday 6:30A with no 
additional compensation; 
Parks Mechanics = On-Call/Standby and when required for certain situations, mechanics receive 3 hours regular pay per 
day when required to be on call; 
Forestry Supervisors, Arborist II = On-Call/Standby When carrying on-call phone Friday-Sunday, paid $75.00/day, $37.50 
for weekday holidays, and $112.50 for weekend holidays
Call In: Electrician, Electrician Foreperson, Sewer Maintenance Worker, Sewer Maintenance Foreperson = time and a half 
after 40hours/week worked. 
Public Works Superintendents, Public Works Supervisors = Compensation (straight time) for actual time spent performing 
call-in duties in the field or at workplace and for meeting attendance outside of normal working hours. Supervisors and 
Superintendents are encouraged to use flex time and compensatory time in lieu of overtime compensation. 
Parks Maintenance Workers, Mechanics, Maintenance Specialists = Minimum of 2 hours pay at regular rate if called in 
outside of work hours.

City of Janesville Yes Public Works Field Employees Yes 
2 hr minimum at current rate of 

pay

City of Kenosha Yes DPW/ Transit  
DPW - hourly 

Transit - hourly
DPW - 1.75/hour 

Transit - OT (1.5) rate  
Yes

DPW - 2 hr minimum 
Transit - 2 hr minimum

 week rotation at a time/depends on amount of people required and situation (ex:  street light out involves more people) 
and would move to bottom of rotation -  on call is throughout the year

City of Manitowoc Yes DPI lump sum
$50/day (but paid at entire week - 

$350)
Yes Hourly Rate On call period is weekly 

City of Oshkosh Yes Public Works hourly rate hourly rate Yes 1.5 hourly rate

City of Sheboygan Yes
On call: WW technicians, 

electricians, DPW foremen. Call 
In: non-exempt employees

lump sum $25/day Yes OT hourly rate - 2 hr minimum

City of Wausau Yes DPW lump sum Yes OT

City of Wauwatosa Yes
Some DPW positions offer this 

(street operations, parks)
hourly rate OT Yes 2 hr minimum

employees can bank as OTO or have it paid 1.5; Parks employees are on a one-week call rotation where they switch a 
phone between 4 team members. Our DPW Maintenance positions get called in for snowplowing based on a rotating list 
based on who was last called in. Our DPW Supervisors participate in a more traditional rotation, which I believe is a 
weekend rotation every four weeks.

City of West Bend Yes

Public Works Tech I, Signal 
Technician, Sewer Operations 
Spec, Water Operations Spec, 

and  Building Maintenance Tech

hourly rate

regular hourly rate - depending 
on department - generally 1 hour 

for Friday, 4 hours for each 
Sat/Sun/Hol - except Water is 8 

hours for each Sat/Sun/Hol.

Yes 2 hr minimum at OT rate

Number of Yes Responses: 12 7

City of XYZ Yes DPW
2.25 for every hour on-call for 
all DPW except Transit who 

receive 3.00 per hour
No On call period is weekly

Data Effective Date: 4/9/2025

Table 12. On Call/Stand by Pay

Footnotes: City of Appleton - Provided list of 50 job titles; 
City of Kenosha - DPW has 2 ppl on call 24/7 365; Transit information from CBA

Notes: 
All peers, and the City of XYZ have some version of a pay program of "on-call" and "call-in" situations.  The City's provision of two hours minimum pay for call-in incidents is consistent with the prevalent market practice. The form of payment for on-call varies considerably including per hour payments, per day 
payments, and per week payments. 
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14 a.  Does your organization have a policy for compensating positions that are either highly specialized, hard to fill, or simply in demand? 

Structure Increase Current FY

Offered?

Yes or No Non-Exempt
Exempt - 
Individual 

Contributor

Manager or 
Supervisor

Non-Exempt
Exempt - 
Individual 

Contributor

Manager or 
Supervisor

Non-Exempt
Exempt - 
Individual 

Contributor

Manager or 
Supervisor

Non-Exempt
Exempt - 
Individual 

Contributor

Manager or 
Supervisor

Non-Exempt
Exempt - 
Individual 

Contributor

Manager or 
Supervisor

Non-Exempt
Exempt - 
Individual 

Contributor

Manager or 
Supervisor

City of Appleton No

City of Beloit No

City of Eau Claire Yes X X X

City of Green Bay No

City of Janesville No

City of Kenosha No

City of Manitowoc No

City of Oshkosh No

City of Sheboygan No

City of Wausau No

City of Wauwatosa No

City of West Bend Yes X X X X X
Start Water/Sewer 
Ops at market rate

Number: 2 2 2 2 1 0 0 1 0 0 0 0 0 0 0 0 1 0 0

City of XYZ No

Data Effective Date: 4/9/2025

Notes: 
Only two peers indicate a policy or protocol for hard-to-fill, specialized roles. The City's lack of policy in this area is consistent with the prevalent market practice.  Where there is a policy, the use of 
higher salaries within existing ranges was reported by both of the organizations with a policy.

Retention Bonus Paid Other (please specify)

Table 13. Highly Specialized Positions

b. If “Yes,” please indicate which actions you take to recruit and retain employees in these positions in the    following categories: 

b. If “Yes,” please indicate which actions you take to recruit and retain employees in these positions in the following categories: 

Footnotes: 

Peer

Salaries targeted higher in pay grade Special Pay Grade Structure Defined Skill Premium Paid in Addition to Base Pay Hire On Bonus Paid
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15. How do you balance competitive compensation with budgeting constraints and funding limitations?

Peer Response

City of Appleton We review and revise our pay plan typically on an annual basis and conduct equity reviews as needed. 

City of Beloit rich benefits package, emphasize WRS and other items we can provide as public-sector employees

City of Eau Claire

City of Green Bay
We conduct regular salary studies and share the information with our Common Council. Adjustments to the Pay 
Plan are made with the annual budget

City of Janesville
Consider the experience/qualifications at time of hire and discuss with management rather the budget can sustain 
a higher wage

City of Kenosha

City of Manitowoc We have a non-lapsing fund to address compensation needs.

City of Oshkosh
We have a pay scale that is available to the public, though we try to offer a higher step. On average we hire new 
employees at step 2-4. Though recently with the demand for increase pay there are many times we are offering at 
step 4-6 if they're skill/education allow. 

City of Sheboygan PTO/Benefits

City of Wausau

City of Wauwatosa
We understand that having competitive compensation and benefits will allow us to attract and retain talented 
employees. We prioritize this as an organization and make sure to prioritize compensation and benefits within the 
budget.   

City of West Bend carefully.  No true answer, depends on the department and the position.

City of XYZ probationary step increases - 3, 6, 9 month increments; varies upon candidate

Data Effective Date: 4/9/2025

Footnotes: 

Table 14. Balance

Notes: 
There are a number of strategies in place as reported by the responding peer organizations. The City's probationary step increase 
policy seems unique in this group but certainly is a tool in the City's toolkit to aid in candidate attraction.
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Yes No Percentage
Percentage 

Range
Percentage

Percentage 
Range

City of Appleton X

City of Beloit X

City of Eau Claire X 5%

City of Green Bay X

City of Janesville X 0% 0%

City of Kenosha X 5% 5%

City of Manitowoc X 5-10% 5-10%

City of Oshkosh X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X 10% 10%

City of West Bend X

Number & Market Average: 7 4 5% 5%

City of XYZ X

Fall into new 
grade at 

closest step to 
previous wage

Data Effective Date: 4/9/2025

Table 15. Reclassification
16. a. Do you have a formal salary administration policy for reclassifications (situations where jobs change suddenly
or gradually)?

Footnotes: City of Janesville - not a guaranteed percentage increase - move to min of new range if not already there; email 
with policy provided
City of Sheboygan - we send to a consultant to determine new grade - no max or minimum

Notes: 
Fifty-eight percent (58%) of peers have a formal promotion pay policy but only a few provided details. In this limited 
dataset, conclusions are hard to draw. General data from large compensation surveys such as WorldatWork (average 
promotional increase was 8.0% in 2024) and Mercer (average promotional increase for a one level promotion is 8.5% - 
March 2025 U.S. Compensation Planning Survey) suggest an increase in the City's policy would make the policy more 
market-competitive.  We think the City may want to consider a policy change to set a minimum percentage amount, 
and then move employee to the next closest step. 

b. If yes, what is the typical increase or range of possible increases you give to employees whose jobs are
reclassified? 

Peer

Formal Policy One Grade Increase Two or More Grade Increase
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Peer HMO PPO CDHP/HDHP PSO

City of Appleton X

City of Beloit X

City of Eau Claire X

City of Green Bay X

City of Janesville X

City of Kenosha X

City of Manitowoc X

City of Oshkosh X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X

City of West Bend X

Number: 2 5 5 0

City of XYZ X

Data Effective Date: 4/9/2025

Table 16. Type of Health Coverage Plans
17. Please provide the following information regarding the MOST POPULATED health insurance
plan you offer:

Footnotes: 

Notes: 
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Employee Only Coverage:

Peer Plan Type Plan Provider
Employer 

Contribution to 
Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

Maximum Out-of-
Pocket ($)

Notes

City of Appleton HDHP UMR $690.19 $69.02 $759.21 91% 9% $3,000

City of Beloit PPO Self-funded Anthem BCBS Network $852.59 $94.73 $947.32 90% 10% $1,500

City of Eau Claire HMO Group Health Coop of Eau Claire $902.00 $160.00 $1,062.00 85% 15% $2,900

City of Green Bay PPO UMR $597.80 $149.45 $747.25 80% 20% $4,000

City of Janesville HMO $754.54 $116.44 $870.98 87% 13%

City of Kenosha HDHP Self-funded $1,591.67 $0.00 $1,591.67 100% 0% $2,500

City of Manitowoc HDHP $756.58 $108.08 $864.66 88% 12% $4,250

City of Oshkosh PPO $58.71 $430.54 $489.25 12% 88% $4,000

City of Sheboygan HDHP UMR $834.86 $80.04 $914.90 91% 9% $3,650

City of Wausau HDHP $711.70 $97.09 $808.79 88% 12% $2,650

City of Wauwatosa PPO UHC-NexusACO $697.42 $123.07 $820.49 85% 15% $5,500

City of West Bend PPO $692.86 $100.00 $792.86 87% 13% $5,000

City of XYZ PPO $818.00 $133.00 $951.00 86% 14% $4,000

In its health care program, the City:
1.  Provides access to the Corporate Care Clinic located in 
XYZ and covers 100% of costs for nine types of visits/services
2. Provides access to Teledoc, which is an online medical 
service, at no cost to employees
3.  More recently has begun using Garner, a service which 
helps employees choose highly-rated doctors. If the employee 
chooses one of the doctors recommended on the Garner app, 
the employee is reimbursed for up to $2,000 single, $4,000 
family, for co-pays and deductibles, including prescriptions 
that the rated doctor issues
4.  Provides free access to ATI physical therapy for 
employees, with no referral required, for up to 25 visits

Market Average: $761.74 $127.37 $889.12 82% 18% $3,541

XYZ as % of Mkt Avg: 107% 104% 107% 105% 78% 113%

Data Effective Date: 4/9/2025

Table 17. Health Plan Detail by Coverage Type

Footnotes:  City of Janesville - Provided "deductible/coinsurance amount" of 1200 - didn't enter in the grid because it wasn't what we asked for
City of Kenosha - sets aside 19,100 annually for eligible employees; divided by 12 to get monthly amount; 

Notes:
The City of Fond du Lac's total Employee Only Monthly Premium (both Employer and Employee contributions) are about 7% above the market average for PPO plans.  From a contribution standpoint the City requires a lower percentage 
contribution from employees compared to the peer market average.  The City's Maximum out-of-pocket is about 13% above the market average, representing about a $458 dollar additional annual employee obligation at the City compared to 
the market average.  The additional health care services provided by the City, described under the "Notes" column add significant value to the City's employees, as well as additional financial investment on the part of the City.

18. For the MOST POPULATED plan, as indicated above, please provide the following information:
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Employee + Spouse Coverage:

Peer Plan Type Plan Provider
Employer 

Contribution to 
Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

Maximum Out-of-
Pocket ($)

Notes

City of Appleton HDHP N/A N/A N/A N/A N/A N/A N/A

City of Beloit PPO N/A N/A N/A N/A N/A N/A N/A

City of Eau Claire HMO Group Health Coop of Eau Claire $334.00 $1,890.00 $2,224.00 15% 85% $5,800

City of Green Bay PPO

City of Janesville HMO N/A N/A N/A N/A N/A N/A

City of Kenosha HDHP Self-funded $1,591.67 $0.00 $1,591.67 100% 0% $5,000

City of Manitowoc HDHP

City of Oshkosh PPO $118.37 $868.09 $986.46 12% 88% $8,000

City of Sheboygan HDHP UMR $1,588.26 $152.30 $1,740.56 91% 9% $7,300

City of Wausau HDHP

City of Wauwatosa PPO UHC-NexusACO $1,743.55 $307.68 $2,051.23 85% 15% $11,000

City of West Bend PPO $1,909.72 $200.00 $2,109.72 91% 9% $10,000

City of XYZ PPO N/A N/A N/A N/A N/A N/A

Market Average: $1,214.26 $569.68 $1,783.94 66% 34% $7,850

XYZ as % of Mkt Avg: N/A N/A N/A N/A N/A N/A

Data Effective Date: 4/9/2025

Footnotes:  City of Kenosha - sets aside 19,100 annually for eligible employees; divided by 12 to get monthly amount; 

Notes:
Provided for information only; XYZ does not have this tier in its health plan
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Employee + Child Coverage:

Peer Plan Type Plan Provider
Employer 

Contribution to 
Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

Maximum Out-of-
Pocket ($)

Notes

City of Appleton HDHP N/A N/A N/A N/A N/A N/A N/A

City of Beloit PPO N/A N/A N/A N/A N/A N/A N/A

City of Eau Claire HMO Group Health Coop of Eau Claire $334.00 $1,890.00 $2,224.00 15% 85% $5,800

City of Green Bay PPO

City of Janesville HMO N/A N/A N/A N/A N/A N/A

City of Kenosha HDHP Self-funded $1,591.67 $0.00 $1,591.67 100% 0% $5,000

City of Manitowoc HDHP

City of Oshkosh PPO $118.37 $868.09 $986.46 12% 88% $8,000

City of Sheboygan HDHP UMR $1,439.72 $138.06 $1,577.78 91% 9% $7,300

City of Wausau HDHP

City of Wauwatosa PPO UHC-NexusACO $1,394.84 $246.15 $1,640.99 85% 15% $11,000

City of West Bend PPO $1,909.72 $200.00 $2,109.72 91% 9% $10,000

City of XYZ PPO N/A N/A N/A N/A N/A N/A

Market Average: $1,131.39 $557.05 $1,688.44 66% 34% $7,850

XYZ as % of Mkt Avg: N/A N/A N/A N/A N/A N/A

Data Effective Date: 4/9/2025

Notes:
Provided for information only; XYZ does not have this tier in its health plan

Footnotes:  City of Kenosha - sets aside 19,100 annually for eligible employees; divided by 12 to get monthly amount; 
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Employee + Family Coverage:

Peer Plan Type Plan Provider
Employer 

Contribution to 
Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

Maximum Out-of-
Pocket ($)

Notes

City of Appleton HDHP UMR $1,788.82 $178.88 $1,967.70 91% 9% $6,000

City of Beloit PPO Self-funded Anthem BCBS Network $2,135.11 $237.23 $2,372.34 90% 10% $3,700

City of Eau Claire HMO Group Health Coop of Eau Claire $405.00 $2,347.00 $2,752.00 15% 85% $5,800

City of Green Bay PPO UMR $1,448.02 $362.00 $1,810.02 80% 20% $8,000

City of Janesville HMO $246.36 $1,972.10 $2,218.46 11% 89%

City of Kenosha HDHP Self-funded $1,591.67 $0.00 $1,591.67 100% 0% $5,000

City of Manitowoc HDHP $1,918.11 $274.02 $2,192.13 87% 13% $8,500

City of Oshkosh PPO $147.58 $1,082.26 $1,229.84 12% 88% $8,000

City of Sheboygan HDHP UMR $2,194.72 $210.44 $2,405.16 91% 9% $7,300

City of Wausau HDHP $2,192.07 $298.92 $2,490.99 88% 12% $5,300

City of Wauwatosa PPO UHC-NexusACO $2,379.43 $356.91 $2,736.34 87% 13% $11,000

City of West Bend PPO $1,909.72 $200.00 $2,109.72 91% 9% $10,000

City of XYZ PPO $2,125.00 $346.00 $2,471.00 86% 14% $8,000

In its health care program, the City:
1.  Provides access to the Corporate Care Clinic located in XYZ 
and covers 100% of costs for nine types of visits/services
2.  Provides access to Teledoc, which is an online medical service, 
at no cost to employees
3. More recently has begun using Garner, a service which helps
employees choose highly-rated doctors. If the employee chooses 
one of the doctors recommended on the Garner app, the 
employee is reimbursed for up to $2,000 single, $4,000 family, 
for co-pays and deductibles, including prescriptions that the 
rated doctor issues
4.  Provides free access to ATI physical therapy for employees,
with no referral required, for up to 25 visits

Market Average: $1,529.72 $626.65 $2,156.36 70% 30% $7,145

XYZ as % of Mkt Avg: 139% 55% 115% 122% 47% 112%

Data Effective Date: 4/9/2025

Notes:
The City of Fond du Lac's total Family Coverage Monthly Premium (both Employer and Employee contributions) is about 15% above the market average for PPO plans.  From a contribution standpoint the City requires a significantly lower 
percentage contribution from employees, and therefore contributes a significantly higher employer contribution, compared to the peer market averages.  The City's Maximum out-of-pocket is about 12% above the market average, 
representing about a $855 dollar additional annual employee obligation at the City compared to the market average. The additional health care services provided by the City, described under the "Notes" column add significant value to the 
City's employees, as well as additional financial investment on the part of the City.

Footnotes:  City of Janesville - Provided "deductible/coinsurance amount" of 3000 - didn't enter in the grid because it wasn't what we asked for
City of Kenosha - sets aside 19,100 annually for eligible employees; divided by 12 to get monthly amount; 
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Peer Employee Only ($) Employee + Spouse ($) Employee + Child ($) Employee + Family ($)

City of Appleton $120 N/A N/A $120

City of Beloit $500 N/A N/A $1,000

City of Eau Claire $0 $0 $0 $0

City of Green Bay $0 N/A N/A $0

City of Janesville $0 N/A N/A $0

City of Kenosha $0 $0 $0 $0

City of Manitowoc $800 $1,600 $0 $0

City of Oshkosh $0 $0 $0 $0

City of Sheboygan $750 $1,500 $1,500 $1,500

City of Wausau $600 N/A N/A $1,200

City of Wauwatosa $500 $1,000 $1,000 $1,000

City of West Bend $0 $0 $0 $0

City of XYZ $0 $0 $0 $0

Percent of Respondents that 
Fund an Employer H.S.A. or 
H.R.A. contribution:

50% 43% 29% 42%

Market Average of the 
Organizations that make an 
H.S.A. Contribution :

$545 $1,367 $1,250 $964

XYZ as % of Mkt Avg: 0% 0% 0% 0%

Data Effective Date: 4/4/2025

Notes: SInce XYZ does not currently offer an HDHP plan, this information is for "FYI" purposes. 
42% of peers with Employee Only coverage offer an Health Savings Account or Health Reimbursement Account contribution. In the case 
of employers with Family coverage, 42% of employers offer such a contribution.  While not yet a "predominant practice" there is a 
sizeable number of peers who do make a contribution. Amounts vary overall and even with tiers of coverage.

According to the Kaiser Family Foundation "Employer Health Benefit Survey (2024)", the average employer contribution to an H.S.A. Plan 
for Employee Only coverage is $705 and $1,297 for Family coverage. 

Table 18.  HSA Contribution
19. If you offer a high deductible plan, please indicate the employer annual $ contribution amount to a Health Savings Account (HSA) or
Health Reimbursement Account (HRA) for each category. If your organization does not contribute to an HSA or HRA, enter “N/A.”
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Employee Only Coverage:

Peer
NOT a 

separate plan
Plan Provider

Employer 
Contribution to 

Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)
Co-Pay ($) Annual Deductible ($)

City of Appleton X

City of Beloit X

City of Eau Claire

City of Green Bay

City of Janesville X

City of Kenosha Navatis 100% 0% varies

City of Manitowoc X

City of Oshkosh CVS/Caremark

City of Sheboygan X

City of Wausau

City of Wauwatosa X

City of West Bend X

City of XYZ X

Market Average: 7

XYZ as % of Mkt Avg:

Data Effective Date: 4/9/2025

20. If the medical plans listed above do not include prescription drug coverage, please provide the following on the MOST POPULATED Prescription Drug Plan:

Table 19. Prescription Drug Coverage

Notes:
Only two piers offer prescription drug coverage as a plan separate from the Health Care coverage plan. XYZ does not have a separate plan for prescription drugs.
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Employee + Family Coverage:

Peer
NOT a 

separate plan
Plan Provider

Employer 
Contribution to 

Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)
Co-Pay ($) Annual Deductible ($)

City of Appleton X

City of Beloit X

City of Eau Claire

City of Green Bay

City of Janesville X

City of Kenosha Navatis 100% 0% varies

City of Manitowoc X

City of Oshkosh CVS/Caremark

City of Sheboygan X

City of Wausau

City of Wauwatosa X

City of West Bend X

City of XYZ X

Market Average: 7

XYZ as % of Mkt Avg:

Data Effective Date: 4/9/2025

Footnotes:  

Notes:

Page 238 of 505



Employee Only Coverage:

Peer
NOT a 

separate plan
Plan Provider

Employer 
Contribution to 

Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

Maximum Annual 
Benefit per Covered 

Member ($)

City of Appleton Delta Dental $102.66 $10.00 $112.66 91% 9% $1,500

City of Beloit Delta Dental $54.79 $6.09 $60.88 90% 10% $1,500

City of Eau Claire Delta Dental

City of Green Bay Delta Dental $38.48 $5.45 $43.93 88% 12% $2,500

City of Janesville $21.40 $3.48 $24.88 86% 14% $1,500

City of Kenosha Care Plus 100% 0% $1,900

City of Manitowoc Delta Dental $14.08 $42.53 $56.61 25% 75% $1,500

City of Oshkosh Delta Dental $50.00 $50.00 $100.00 50% 50% $1,500

City of Sheboygan Delta Dental $42.70 $7.54 $50.24 85% 15% $1,500

City of Wausau Delta Dental $20.40 $20.38 $40.78 50% 50% $1,500

City of Wauwatosa Humana or Care Plus $28.70 $12.30 $41.00 70% 30% $2,000

City of West Bend Delta Dental $0.00 $37.84 $37.84 0% 100% $1,000

City of XYZ $0.00 39.84 / 47.84 39.84 / 47.84 0% 100% 750 / 1000

Market Average: $37.32 $19.56 $56.88 67% 33% $1,627.27

XYZ as % of Mkt Avg: 0% 0% 301%

Data Effective Date: 4/9/2025

Table 20. Dental Coverage

Footnotes:  

Notes:
The lack of an employer contribution to dental insurance it not consistent with the prevalent market practice, namely that all but one peer with Dental Coverage provide some contribution to the premium. The 
average Employer Contribution is 67% and the average Employee Contribution is 33%.  The Total Monthly Premium at the City of XYZ is below the average in the peer market for both the Low and High Plans. The 
Maximum Annual Benefit per Covered Member ($) is considerably lower than the market average in the case of both plans.  

21. If the medical plans listed above do not include dental coverage, please provide the following on the MOST POPULATED Dental Plan:
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Employee + Family Coverage:

Peer
NOT a 

separate plan
Plan Provider

Employer 
Contribution to 

Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

Maximum Annual 
Benefit per Covered 

Member ($)

City of Appleton Delta Dental $261.53 $20.00 $281.53 93% 7% $1,500

City of Beloit Delta Dental $114.15 $12.68 $126.83 90% 10% $1,500

City of Eau Claire Delta Dental $0.00 $82.15 $82.15 0% 100% $1,200

City of Green Bay Delta Dental $116.86 $16.66 $133.52 88% 12% $2,500

City of Janesville $77.96 $11.26 $89.22 87% 13% $1,500

City of Kenosha Care Plus 100% 0% $1,900

City of Manitowoc Delta Dental $32.52 $119.70 $152.22 21% 79% $1,500

City of Oshkosh Delta Dental $150.00 $150.00 $300.00 50% 50% $1,500

City of Sheboygan Delta Dental $141.48 $24.96 $166.44 85% 15% $1,500

City of Wausau Delta Dental $65.44 $65.44 $130.88 50% 50% $1,500

City of Wauwatosa Humana or Care Plus $106.18 $45.51 $151.69 70% 30% $2,000

City of West Bend Delta Dental $0.00 $132.22 $132.22 0% 100% $1,000

City of XYZ Delta Dental $0.00 142.74/177.74 142.74/177.74 0% 100% 750/1000

Market Average: 0 $96.92 $61.87 $158.79 61% 39% $1,591.67

XYZ as % of Mkt Avg: 0% 0% 258%

Data Effective Date: 4/9/2025

Footnotes:  

Notes:

The average Employer Contribution for Family Coverage is 61`% and the average Employee Contribution is 39%.  The Total Monthly Premium at the City of XYZ is below the average in the peer market in the Low 
Plan and above market in the case of the High plan. The Maximum Annual Benefit per Covered Member ($) is considerably lower than the market average in the case of both plans.  

Page 240 of 505



Employee Only Coverage:

Peer
NOT a 

separate plan
Plan Provider

Employer 
Contribution to 

Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

City of Appleton Delta Vision $8.04 $4.02 $12.06 67% 33%

City of Beloit Delta Vision $0.00 $6.51 $6.51 0% 100%

City of Eau Claire Delta Vision

City of Green Bay Superior Vision $0.00 $7.90 $7.90 0% 100%

City of Janesville $6.46 $0.00 $6.46 100% 0%

City of Kenosha UHC $8.99 $8.99 0% 100%

City of Manitowoc NVA $0.00 $6.80 $6.80 0% 100%

City of Oshkosh Delta Vision $5.83 $5.83 100% 0%

City of Sheboygan NVA $0.00 $9.14 $9.14 0% 100%

City of Wausau NVA $4.89 $4.89 100% 0%

City of Wauwatosa Superior Vision $3.94 $0.69 $4.63 85% 15%

City of West Bend Delta Vision $0.00 $5.88 $5.88 0% 100%

City of XYZ $6.24 $0.00 $6.24 100% 0%

Market Average: $2.92 $5.55 $7.19 41% 59%

XYZ as % of Mkt Avg: 214% 0% 87% 243% 0%

Data Effective Date: 4/9/2025

Table 21. Vision Coverage
22. If the medical plans listed above do not include vision coverage, please provide the following on the MOST POPULATED Vision Plan:

Footnotes:  City of Sheboygan - Amount is for full plan; materials only is 6.10 pd 100 % by employee

Notes:
The employer contribution to Vision for Employee Only coverage is significantly above market and the fact the employee makes no contribution is another indication Fond Du Lac's benefit in 
this area is "above market".  
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Employee + Family Coverage:

Peer
NOT a 

separate plan
Plan Provider

Employer 
Contribution to 

Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

City of Appleton Delta Vision $20.00 $10.00 $30.00 67% 33%

City of Beloit Delta Vision $0.00 $16.19 $16.19 0% 100%

City of Eau Claire Delta Vision $0.00 $21.81 $21.81 0% 100%

City of Green Bay Superior Vision $0.00 $20.96 $20.96 0% 100%

City of Janesville $6.46 $9.69 $16.15 40% 60%

City of Kenosha UHC $27.52 $27.52 0% 100%

City of Manitowoc NVA $0.00 $17.68 $17.68 0% 100%

City of Oshkosh Delta Vision $17.41 $17.41 100% 0%

City of Sheboygan NVA $0.00 $24.22 $24.22 0% 100%

City of Wausau NVA $14.85 $0.00 $14.85 100% 0%

City of Wauwatosa Superior Vision $13.74 $2.42 $16.16 85% 15%

City of West Bend Delta Vision $0.00 $17.88 $17.88 0% 100%

City of XYZ $18.98 $0.00 $18.98 100% 0%

Market Average: $6.59 $15.31 $20.07 33% 67%

XYZ as % of Mkt Avg: 288% 0% 95% 306% 0%

Data Effective Date: 4/9/2025

Notes:
Like the Employee Only coverage tier, the employer contribution to Vision for Family coverage is significantly above market and the fact the employee makes no contribution is another 
indication Fond Du Lac's benefit in this area is "above market".  

Footnotes:  City of Sheboygan - Amount is for full plan; materials only is 16.18 pd 100 % by employee
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Table 22: Plan Differences for Employee Groups

Peer Response

City of Appleton None

City of Beloit None

City of Eau Claire None

City of Green Bay None

City of Janesville None

City of Kenosha None

City of Manitowoc None

City of Oshkosh None

City of Sheboygan None

City of Wausau None

City of Wauwatosa Premiums vary by bargaining group, and full time vs part time

City of West Bend None

City of XYZ N/A

Data Effective Date: 4/9/2025

Footnotes: 

Notes:  Other than Wauwatosa, medical, prescription, dental and vision benefits do not differe between employee groups at any of the peer 
locations. This is also true at the City of XYZ.

23. If medical, prescription, dental and vision benefits differ for employee groups, please identify those differences:
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Peer Offered?
Employer Contribution to 

Monthly Premium ($)
Employee Contribution to 

Monthly Premium ($)
Total Monthly Premium ($)

Employer Contribution to 
Monthly Premium (%)

Employee Contribution to 
Monthly Premium (%)

Maximum Number of 
Weeks of Coverage

City of Appleton No

City of Beloit No

City of Eau Claire No

City of Green Bay No

City of Janesville Yes $0.00
Varies based on salary & 

elected elimination period
0% 100% 24

City of Kenosha No

City of Manitowoc Yes 0% 100% 11

City of Oshkosh

No but City offers Income 
Continuation Insurance 
for short and long term 

disabilities

City of Sheboygan Yes 0% 100% 4

City of Wausau No

City of Wauwatosa No

City of West Bend Yes 0% 100%

City of XYZ Yes $0.00 Age based 0% 100% 13

Number of "Yes" 
Responses/Averages:

4 $0.00 0% 100% 13

XYZ as % of Mkt Avg: 100% 100%

Data Effective Date: 4/9/2025

Table 23. Short-Term Disability

24. Does your organization provide Short-Term Disability Insurance?  If “Yes,” please provide the following information:

Notes:
Forty-two percent (42%) of peers offer short-term disability coverage. The City of XYZ is "above market" in this regard. Like the City of XYZ, in the case of the four cities that provide short-term disability insurance, the 
employees pay 100% of the premium and the employer is not making a contribution to the premium. In that regard the City's plan is competitive with cities providing this type of insurance. There is substantial variance in 
the Maximum Benefit Period practice among the cities offering short-term disability insurance, ranging from 4 weeks to 24 weeks. The City's Maximum Benefit Period is consistent with the average of the four peers.

Footnotes:  
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Peer Offered?
Employer Contribution to 

Monthly Premium ($)
Employee Contribution to 

Monthly Premium ($)
Total Monthly Premium ($)

Employer Contribution to 
Monthly Premium (%)

Employee Contribution to 
Monthly Premium (%)

Maximum Number of 
Weeks of Coverage

City of Appleton Yes $10.05 $0.00 $10.05 100% 0% 260

City of Beloit No

City of Eau Claire Yes Premium prorated on wage Premium prorated on wage 50% 50% Not provided

City of Green Bay Yes Varies by Age & Salary Varies by Age & Salary 104

City of Janesville Yes $0.00
Varies by age, salary & 

elected elimination period
0% 100%

City of Kenosha No

City of Manitowoc Yes 0% 100% up to age 65

City of Oshkosh

No but City offers Income 
Continuation Insurance for 

short and long term 
disabilities

City of Sheboygan No

City of Wausau Yes $0.00 Varies 0% 100% 104

City of Wauwatosa No

City of West Bend Yes 0% 100% Not provided

City of XYZ Yes $0.00 Age Based 0% 100%
social security normal 

retirement age

Number of "Yes" 
Responses/Averages:

7 $3.35 $0.00 $3.35 25% 75% 156

XYZ as % of Mkt Avg: 0% 0% 133%

Data Effective Date: 4/9/2025

Table 24. Long-Term Disability
25. Does your organization provide Long-Term Disability Insurance?  If “Yes,” please provide the following information:

Footnotes:  City of Appleton - entered "10.05/life"; removed "/life" from entry so formula would work
City of Green Bay - provided link to benefits guide LTD on pg. 29 https://www.greenbaywi.gov/DocumentCenter/View/7681/2025-City-of-Green-Bay-Benefits-Booklet-PDF

Notes:
Sixty-seven percent (67%) of  peers offer long-term disability coverage. The City of XYZ also offers this insurance and is competitive with the market in this regard. Of the cities that offer this insurance, there is a mix of 
EMPLOYER contribution percentages.  The City of Fond du Lac's 0% premium contribtion is consistent with the majority of cities that offer long-term disability coverage. In the case of cities that responded to this sub-
question, there is a mix of practices for maximum benefit period. Specifically for those with a number of weeks limit the average number of weeks is 156.  Some of the peers provide benefits through normal retirement age (as 
defined by Social Security Administration). The City of XYZ is one such peer.  The City's benefit provisions in the area of long-term disability insurance are competitive overall.
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Peer Offered?
Employer 

Contribution to 
Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)
Benefit Amount

City of Appleton Yes $3.55 $0.00 $3.55 100% 0%
1x annual salary rounded to next even 

thousand up to a max of $50,000

City of Beloit Yes 100% 0% 1x annual salary

City of Eau Claire Yes $0.00 Based on wage
Basic, Supp, Addl, Spouse & Dep 

available

City of Green Bay Yes Varies based on age $0.00 100% 0%
1x salary rounded up to next $1,000, up 

to a maximum of $100,000

City of Janesville Yes
Varies based on age & 

annual earnings
$0.00 100% 0% 1x salary rounded up to next $1,000

City of Kenosha Yes 1 x annual salary varies 1x annual salary 

City of Manitowoc Yes 11 months premium 1 month premium 92% 8% 1x annual salary

City of Oshkosh Yes $0.00 $2.88 $2.88 0% 100%
Based Units: 10,000/person and an 
additional $5000/dependent child

City of Sheboygan Yes 100% 0% 1x annual salary

City of Wausau Yes $0.00 Varies 0% 100%

City of Wauwatosa Yes $0.00 100% 0% 1x salary rounded up to next $1,000

City of West Bend Yes Varies by age & wage 100% 0% 2x annual salary

City of XYZ Yes Varies by salary/age $0.00 Not reported 100% 0% 1x - NE; 1.5x Exempt

Number of "Yes" 
responses/averages:

12 $0.89 $0.58 $3.22 79% 21%

XYZ as % of Mkt Avg: 0% 126% 0%

Data Effective Date: 4/9/2025

Table 25. Basic Life Insurance
26. Does your organization provide Basic Life Insurance?  If “Yes,” please provide the following information:

Notes:
All employers provide Basic Life Insurance. Because the average Employer contribution is 79% and the City of XYZ pays 100% of the premium, the City's benefit is "above market" in this regard.  The 
City's benefit amount of 1x for non-exempt and 1.5x for exempt is competitive with the market where the prevalent practice is 1x salary.  Additional life insurance for exempt staff is one way the City can 
recognize "extra" hours worked by exempt that is not directly compensated.

Footnotes:    City of Appleton - entered "3.55/life"; removed "/life" from entry so formula would work;
City of Beloit - did not provide amounts, only percentages; 
City of Green Bay - provided link to benefits guide Life Ins on pg. 28 https://www.greenbaywi.gov/DocumentCenter/View/7681/2025-City-of-Green-Bay-Benefits-Booklet-PDF

Page 246 of 505



Percent of Pay Dollar Amount Percent of Pay Dollar Amount Percent of Pay Dollar Amount Percent of Pay Dollar Amount

City of Appleton Wisconsin Retirement System 6.95% N/A 6.95% N/A

City of Beloit X
City of Eau Claire MissionSquare $0.00 $0.00 $0.00 $23,500

City of Green Bay Wisconsin Retirement System 6.95% 6.95%

City of Janesville X
City of Kenosha X
City of Manitowoc WI Retirement System 6.95% 6.95%
City of Oshkosh
City of Sheboygan X

City of Wausau
Varies per WRS requirements 

for each category

City of Wauwatosa X
City of West Bend X

City of XYZ X

Number of "Offered" 
Responses/Market Averages:

6 6.95% $0.00 $0.00 6.95% $0.00 $23,500

Data Effective Date: 4/9/2025

Footnotes:  City of Eau Claire - entered "Set by IRS" in Voluntary Contribution column; I entered 2025 max allowable
City of Green Bay - provided copy of benefits guide; Retirement on page 35 https://www.greenbaywi.gov/DocumentCenter/View/7681/2025-City-of-Green-Bay-Benefits-Booklet-PDF; entered what I 
understood from that document.

Notes:
Because 50% of the peers do offer a Defined Contribution plan, the City's lack of a plan is neither above or below the prevalent practice.  Among the three peers that provided the Employer 
Contribution to the Defined Contribution Plan, all are offered through the Wisconsin Retirement System and all require a 6.95%(of base salary)  Employer Contribution.  In all three of these 
cases the employees are also required to make a 6.95% (of base salary) contribution. 

Voluntary Employee Contribution 
Maximum

27. Please provide the following information regarding your Defined Contribution retirement plan, including the contribution rate for both the employer and the employee. If the employer
contribution is a “match,” indicate the maximum or limit on the match.

 Check if you do not  offer a Defined Contribution Plan.   
 If you do offer a Defined Contribution Plan, please provide the following:

Table 26. Defined Contribution Plan

Contribution Rate Made by the 
Employer

Maximum Employer Match of 
Employee Contributions

Plan NameNOT OfferedPeer

Required Employee Contribution
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Percent of Pay Dollar Amount Percent of Pay Dollar Amount Percent of Pay Dollar Amount Percent of Pay Dollar Amount

City of Appleton Voya Financial 0% N/A $23,500

City of Beloit Nationwide 0% N/A N/A $0.00 $23,500

City of Eau Claire MissionSquare and WDC $0.00 $0.00 $23,500

City of Green Bay MissionSquare and WDC $23,500

City of Janesville X

City of Kenosha 0% N/A $23,500

City of Manitowoc 0% N/A 100%

City of Oshkosh MissionSquare 0% N/A $0.00 $23,500

City of Sheboygan
WDC, Nationwide, 

MissionSquare
0% N/A

City of Wausau
Wisconsin Deferred and 

Nationwide
0% N/A 0%

City of Wauwatosa
MissionSquare, Nationwide, and 

North Shore Bank
0% N/A

City of West Bend WDC 0% $0.00 N/A $0.00 Max allowable $23,500

City of XYZ Mission Square 0% 0% Voluntary N/A

Number of "Offered" 
Responses/Market Trends

11 0% $0.00
Not Applicable to 
any respondent

$0.00 50% $23,500

Data Effective Date: 4/9/2025

Voluntary Employee Contribution 
Maximum

Table 27. Deferred Compensation Plans/457 Plans

Footnotes: City of Appleton, City of Beloit, City of Eau Claire - entered "IRS Max" in Voluntary Contribution column; I entered 2025 maximum allowable
City of Green Bay - provided copy of benefits guide; Retirement on page 35 https://www.greenbaywi.gov/DocumentCenter/View/7681/2025-City-of-Green-Bay-Benefits-Booklet-PDF; entered what I 
understood from that document.

Notes:
All but one peer as well as the City of XYZ provide a Deferred Compensation Plan or 457 Plan, specifically.  None of the employers, including the City of XYZ make an Employer 
contribution. None of the plans require an employee contribution - these are strictly voluntary contribution plans.  The maximum contribution amount is based on the IRS maximum.  
The fact that the City of XYZ offers a plan with key provisions matching the prevalent market practice means that the City's benefit is competitive.

28. Please provide the following information regarding your Deferred Compensation/457 retirement plan, including the contribution rate for both the employer and the employee. If the
employer contribution is a “match,” indicate the maximum or limit on the match.

 Check if you do not offer a Defined Contribution Plan.   
 If you do offer a Deferred Compensation/457 Plan, please provide the following:

Peer NOT Offered Plan Name

Contribution Rate Made by the 
Employer

Maximum Employer Match of 
Employee Contributions

Required Employee Contribution

No Minimum

No Minimum

No Minimum

No Minimum

No Minimum

No Minimum

No Minimum

No Minimum

No Plan has an established 
Minimum Employee Contribution
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Paid Vacation Days

Peer <1 Year 1 Year 2 Years 3 Years 4 Years 5 Years 6 Years 7 Years 8 Years 9 Years 10 Years 11 Years 12 Years 13 Years 14 Years 15 Years 16 Years 17 Years 18 Years 19 Years 20 Years 21 Years 22 Years 23 Years 24 Years 25 Years
More than 25 

Years

City of Appleton 5.0
5 - NE
10 - E

10 - NE
10 - E

10 - NE
10 - E

10 - NE
10 - E

10 - NE
15 - E

12 -NE
15 - E

12 -NE
15 - E

15 -NE
18 - E

15 -NE
18 - E

15 -NE
18 - E

15 -NE
18 - E

20 -NE
22 - E

20 -NE
22 - E

20 -NE
22 - E

22.0 22.0 22.0 22.0 22.0 25.0 25.0 25.0 25.0 25.0 25.0 25.0

City of Beloit 0 11 11 13 13 15 15 15 15 15 18 18 18 18 20 20 20 20 20 20 22 25 25 25 25 25 25

City of Eau Claire 15 15 15 15 15 17 17 17 20 20 20 20 20 22 22 22 22 25 25 25 25 25 25 25 25 25 25

City of Green Bay 10 10 10 10 10 10 15 15 15 15 15 17 17 17 17 17 20 20 20 20 20 25 25 25 25 25 25

City of Janesville
1.25 days/full 
month worked

15 15 15 15 15 16 17 18 19 20 21 22 23 24 25 25 25 25 25 25 25 25 25 25 25 25

City of Kenosha 12 15 15 15 15 15 17 17 17 17 17 19 19 19 19 19 21 21 21 21 21 25 25 25 25 25 25

City of Manitowoc 8 15 15 15 17 17 17 20 20 20 21 22 23 24 25 25 25 25 25 30 30 30 30 30 30 30 30

City of Oshkosh 10 (prorated) 10 10 10 10 15 15 15 15 15 20 20 20 20 20 20 20 20 25 25 25 25 25 25 25 25 28

City of Sheboygan 10 (prorated) 20 20 20 20 25 25 25 25 25 25 25 25 30 30 30 30 30 30 30 30 35 35 35 35 35 35

City of Wausau 15 15 15 15 15 20 20 20 20 20 25 25 25 25 25 30 30 30 30 30 30 30 30 30 30 30 30

City of Wauwatosa 15 (prorated) 15 15 15 15 20 20 20 20 20 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25

City of West Bend
Uses a Paid time 

off" program

City of XYZ 10.0 10.0 10.0 10.0 10.0
10 - NE
15 - E

10 - NE
15 - E

10 - NE
15 - E

15 15 15 15 15 15 20 20 20 20 20 20 25 25 25 25 25 25 25

Market Average: 9.3 13.7 13.7 13.9 14.1 16.9 17.7 18.1 18.2 18.6 20.6 21.2 21.4 22.3 22.5 22.9 23.3 23.9 24.4 24.8 25.3 26.8 26.8 26.8 26.8 26.8 27.1

XYZ Days vs 
Market Average:

0.7 -3.7 -3.7 -3.9 -4.1
-6.9 for NE and

-1.9 for E
-7.8 for NE and -

2.8 for E
-7.9 for NE and -

2.9 for E
-3.2 -3.6 -5.6 -6.2 -6.4 -7.3 -2.5 -2.9 -3.3 -3.9 -4.4 -4.8 -0.3 -1.8 -1.8 -1.8 -1.8 -1.8 -2.1

Data Effective Date: 4/9/2025

Footnotes:  City of Appleton - Starting at 21 years listed only 5 days for NE; changed to 25 based on amounts for previous years; 
City of Eau Claire - gave hours instead of days; divided amounts by 8 to calculate # of days
City of Kenosha - see email for these numbers; Union employees Time Off governed by CBA
City of Sheboygan - gave hours instead of days; divided amounts by 8 to calculate # of days
City of West Bend - PTO - all hours entered in "Personal Days" column
City of XYZ - Used wks, I converted to days based on a 5 day workweek

Years of Service Years of Service Years of ServiceYears of Service

Notes:
The number of paid vacation days at the City of XYZ is below the market average for every "year of service" category, at different degrees depending on the 'year of service" category under analysis. In several categories the City's benefit level 

is several days below market, particularly for Non-Exempt employees with 6, 7 and 8  years of service. In general, the number of vacation days jumps from two weeks to three earlier at most peers than the five years (Exempt) and 8 years 
(Non-Exempt) that are required at the City of XYZ.  The number of vacations does  vary in numbers and the timing for the increase in the number of days quite a bit between cities, but in any case, Fond du Lac's benefit in this area is not 

competitive. We also note that the existence of different benefit levels for Exempt and Non-Exempt staff is only true at one peer organization, therefore the City's practice is not consistent with the prevalent market practice in this 
regard.

Table 28 A-C.  Vacation, Sick Time, Personal Days
29A. Please indicate the number of accrued days per year  for vacation days, for the following years of service.

Years of Service Years of Service Years of ServiceYears of Service Years of Service

Page 249 of 505



Paid Sick Days

Peer <1 Year 1 Year 2 Years 3 Years 4 Years 5 Years 6 Years 7 Years 8 Years 9 Years 10 Years 11 Years 12 Years 13 Years 14 Years 15 Years 16 Years 17 Years 18 Years 19 Years 20 Years 21 Years 22 Years 23 Years 24 Years 25 Years
More than 25 

Years

City of Appleton
N/A - covered 

under Personal 
Days Policy

N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A

City of Beloit

12 (prorated 
based on hire 

date)
12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

City of Eau Claire 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

City of Green Bay 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

City of Janesville 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

City of Kenosha

City of Manitowoc 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10

City of Oshkosh 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67

City of Sheboygan

City of Wausau 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

City of Wauwatosa 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

City of West Bend
Uses a Paid time 

off" program

City of XYZ

based on # of 
months of 

service in first 
year of hire

12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

Market Average: 11.4 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3

XYZ Days vs 
Market Average:

1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1

Data Effective Date: 4/9/2025

Personal Days

Peer <1 Year 1 Year 2 Years 3 Years 4 Years 5 Years 6 Years 7 Years 8 Years 9 Years 10 Years 11 Years 12 Years 13 Years 14 Years 15 Years 16 Years 17 Years 18 Years 19 Years 20 Years 21 Years 22 Years 23 Years 24 Years 25 Years
More than 25 

Years

City of Appleton
Prorated based on 

hire date
6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6

City of Beloit 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3

City of Eau Claire 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

City of Green Bay 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3

City of Janesville 0 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5

City of Kenosha 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

City of Manitowoc 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

City of Oshkosh 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

City of Sheboygan 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

City of Wausau 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3

City of Wauwatosa 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

City of West Bend
Uses a Paid time 

off" program

City of XYZ 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Most Prevalent 
Response (Non-Zero 
Reponses):

3.0 3.0 3.8 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0

XYZ Days vs 
Market Average:

-3.0 -3.0 -3.8 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0

Data Effective Date: 4/9/2025

Footnotes:  City of Beloit - 8 hrs/month; calculated to 12 days/yr; 
City of Green Bay - 1/mo; calculated to 12 days/yr;
City of Oshkosh - 1 sick day/30 days worked; calculated based on 5 day workweek
City of West Bend - PTO - all hours entered in "Personal Days" column

29B. Please indicate the number of accrued days per year for sick days, for the following years of service.

Years of Service Years of Service Years of Service Years of Service Years of Service Years of Service

Notes:
Thirty-three percent (33%) of the City's peers have a personal days benefit in addition to paid vacation and sick leaves.  Therefore the City's lack of personal days benefit is consistent with the prevalent market practice.  Where the benefit 
does exist, the most reported benefit level is three days per year. Appleton does not have a sick leave program per se, but instead has a personal days plan to cover sick leave, funeral leave and "floating holidays".

Years of Service Years of Service

Years of ServiceYears of Service Years of Service

Years of Service Years of Service Years of Service

Footnotes:  City of Beloit - <1 year is prorated based on hire date

29C. Please indicate the number of accrued days per year  for personal days, for the following years of service.

Years of Service Years of Service Years of Service Years of Service

Notes:
The number of paid sick days at the City of XYZ is slightly above the market average for every "year of service" category. However, the prevalent practice among the peers is 12 days a year, an amount which is also the case to the City of 
XYZ. In any case, the City's benefit is competitive in this area. 
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Peer Response

City of Appleton Annually

City of Beloit Vacation and Personal - Annually; Sick- 1 day monthly

City of Eau Claire Not reported

City of Green Bay Biweekly

City of Janesville Annually

City of Kenosha Not reported

City of Manitowoc Biweekly

City of Oshkosh Sick accrued monthly; Vacation accrued annually

City of Sheboygan PTO is granted Jan. 1st of each year based on length of service they will reach that year.

City of Wausau Sick/vacation bi-weekly; personal annually

City of Wauwatosa Vacation time is awarded up-front and not accrued. Sick time is accrued per month

City of West Bend Bi-weekly

City of XYZ Annually

Data Effective Date: 4/9/2025

30. When are vacation, sick and personal days accrued?

Footnotes: 

Notes: 
There is a variety of practices in this regard.  Annual accrual of vacation, sick and personal days, a practice in 
effect at the City of XYZ, is also used at several peer cities.

Table 29: Time Off Accrual
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New Year's Day MLK Birthday President's Day Good Friday Memorial Day Juneteenth Independence Day Labor Day
Indigenous 

Peoples/Columbus 
Day

Election Day Veterans Day Thanksgiving Day
Day After 

Thanksgiving
Christmas Eve Christmas Day New Year's Eve

Peer Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No

City of Appleton Yes No No No Yes No Yes Yes No No No Yes Yes Yes Yes No 8

City of Beloit Yes Yes No Yes Yes No Yes Yes No No No Yes Yes Yes Yes No 10

City of Eau Claire Yes No No No Yes No Yes Yes No No No Yes Yes Yes Yes No 8

City of Green Bay Yes Yes No No Yes No Yes Yes No No No Yes Yes Yes Yes Yes 10

City of Janesville Yes No No No Yes No Yes Yes No No No Yes Yes Yes Yes No 8

City of Kenosha Yes Yes No Yes Yes Yes Yes Yes No No No Yes Yes Yes Yes Yes 12

City of Manitowoc Yes No No No Yes No Yes Yes No No No Yes Yes Yes Yes Yes 9

City of Oshkosh Yes No No Yes Yes No Yes Yes No No No Yes No Yes Yes Yes 9

City of Sheboygan Yes No No Yes Yes No Yes Yes No No No Yes Yes Yes Yes Yes 10

City of Wausau Yes No No Yes Yes No Yes Yes No No No Yes Yes Yes Yes Yes 10

City of Wauwatosa Yes Yes No Yes Yes Yes Yes Yes No No No Yes Yes Yes Yes Yes 12

City of West Bend Yes No No Yes Yes No Yes Yes No No No Yes Yes Yes Yes Yes 10

City of XYZ Yes No No No Yes No Yes Yes No No No Yes Yes Yes Yes Yes 9

Number of "Yes" Responses 12 4 0 7 12 2 12 12 0 0 0 12 11 12 12 8 10

Number of "No" Responses 0 8 12 5 0 10 0 0 12 12 12 0 1 0 0 4

XYZ Practice is NOT 
Consistent with Prevalent 
Market Practice:

X

Data Effective Date: 4/9/2025

Total

Table 30.  Designated Paid Holidays
30. Please indicate which holidays are observed by your organization by choosing "Yes" or No" for each.

Notes:  The named holidays observed by the City of XYZ are in line with the market in each case except for Good Friday where more than half of the peers offer this day as a holiday and 
the City of XYZ does not.  In our experience, the public sector is slowly moving toward stopping the addition of named holidays and instead adding a small number of personal days or 
"floating holidays", to provide employees more choice in time off to meet their individual needs and preferences.

Footnotes: City of Eau Claire, City of Janesville & City of West Bend - I entered No for blank responses
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Peer
Number of Floating 

Holidays

City of Appleton 4

City of Beloit 3

City of Eau Claire 3

City of Green Bay 0

City of Janesville 3

City of Kenosha 2

City of Manitowoc 0

City of Oshkosh 4

City of Sheboygan 0

City of Wausau 0

City of Wauwatosa 2

City of West Bend 0

XYZ 5

Market Average: 1.8

XYZ vs. Market Average: 3.3

Data Effective Date: 4/9/2025

Table 31. Number of Floating Holidays
32. How many floating holidays do employees receive each year (in addition to paid
holidays, vacation, and sick leave; please include any additional days around
Christmas Eve or Christmas Day in this number)?

Footnotes: City of Beloit - Counted these as "Personal Days" in #29; 
City of Kenosha - Union employee amount governed by CBA
City of West Bend - included in PTO

Notes:  The number of floating holidays at the City of XYZ is significantly above 
the market average as wellas the most reported response of three (3) days). To 
fully understand market time off practices, it is important to review the responses 
for both Personal Days and Floating Holidays, which essentially amount to the 
same kind of benefit.
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Peer
Retiree Health 

Insurance
Tuition 

Reimbursement
Paid Parental 

Leave
Paid Caregiver 

Leave

Service Level 
Benefit (Longevity 

Pay)

Employee 
Assistance 

Program

Remote Work 
Policy

Flexible 
Scheduling 

Sabbatical Leave
Catastrophic 
Leave/Leave 

Donation

City of Appleton X X X X X

City of Beloit X X X X

City of Eau Claire X X X X X

City of Green Bay X X X X X

City of Janesville X X X X X

City of Kenosha X X X

City of Manitowoc X X X X X

City of Oshkosh X X X X X

City of Sheboygan X X X X X

City of Wausau X X X

City of Wauwatosa X X X X X

City of West Bend X X X X

City of XYZ X X X X X X X

Number of "Yes" Responses 8 10 1 0 2 12 7 9 0 5

Number of "No" Responses 4 2 11 12 10 0 5 3 12 7

XYZ Practice NOT Consistent 
with Prevalent Market Practice: X X

Data Effective Date: 4/9/2025

Table 32. Other Benefits
33. Please choose any of the following benefits your organization offers to employees. Choose all that apply.

Notes: 
There are no benefit areas where the City of Fond Du Lac's program or lack of a program is INCONSITENT with the prevalent market practice. There is one benefit program offered at the City of XYZ 
that are not offered at the  majority of peers. The Leave Donation Program at the City of XYZ is only offered at forty-two percent (42%) of the peer organizations.
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Yes No Yes No

City of Appleton X X

City of Beloit X X

City of Eau Claire X X

City of Green Bay X X

City of Janesville X X

City of Kenosha X X

City of Manitowoc X X

City of Oshkosh X X

City of Sheboygan X X

City of Wausau X X

City of Wauwatosa X X

City of West Bend X X

Number: 12 0 6 6

City of XYZ X X

Data Effective Date: 4/9/2025

Notes:  All peers and the City of XYZ pay for CDL training-related expenditures. Since one 
half of the peers  require pro-rated reimbursement to the City for the training upon voluntary 
separation and the other half do not, the City's policy of requiring pro-rated reimbursement 
is neither above or below the prevalent market practice.

Table 33. CDL Training Pay
34. Does your organization pay for CDL training?  If yes, does your organization have a policy
or clause regarding employees reimbursing your organization at a pro-rated rate upon
separation?

Peer

Pay for CDL Training
Employee Reimbursement 

Upon Separation
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Peer Response

City of Appleton City health care clinic (Connecting Care Clinic) including physical therapy and health coaching

City of Beloit
Employee Assistance Program, various confidential programs through our medical insurance- JointStrong, Inspera 

Health

City of Eau Claire Employees have ability to earn a $500 deductible on health insurance by participating in wellness program

City of Green Bay

City of Janesville Wellness portal with opportunity to complete challenges, earn points, and cash in for gift cards at end of the year

City of Kenosha N/A

City of Manitowoc wellness membership reimbursements, onsite fitness center, near site medical clinic

City of Oshkosh
Discounts at gyms, Group Challenges (Holistic Hero, Balance Boost etc.), Employee made Cookbook yearly update, 

Currently doing a spring reading challenge, Lunch N Learns (some in person, some virtual), Monthly Newsletter talking 
about wellness in the organization and the City.  

City of Sheboygan fitness reimbursement (up to $50/month)

City of Wausau
On-site fitness centers, Bublr bike discount, wellness reimbursement program for gym membership and race 
participation, wellness portal, on-site instructor led classes, general promotion of wellbeing in the workplace.

City of Wauwatosa

City of West Bend wellness team that puts together multiple events and activities through the year

City of XYZ Engagement activities

Data Effective Date: 4/9/2025

Table 34. Wellness Benefits
35. Please describe any benefits that are meant to support employee wellness activities.

Notes: 
There are clearly a variety of programs and initiative in this area, a finding consistent among our multiple surveys conducted each year. 
Perhaps some of these ideas will be of interest to the City of XYZ.

Page 256 of 505



Peer Response

City of Appleton

City of Beloit

City of Eau Claire

City of Green Bay
employee resource groups, retirement planner consultations, group exercise classes, onsite health 
coaching, resilience and mental health lunch and learns, onsite fitness center, reimbursement for 
required licenses (plumber, electrician), Clothing & Shoe Allowance

City of Janesville
Vacation buy program - employees not at the max vacation of 25 days can buy up to 5 days of vacation 
and spread out over all 26 pay periods in the year

City of Kenosha N/A

City of Manitowoc flexible work schedule, day off for birthday, holiday and summer employee appreciation events

City of Oshkosh Reading challenge with prizes, City Employee Cookbook, gym discounts

City of Sheboygan opt out insurance - can receive $100/month they are not enrolled in the City's health insurance

City of Wausau

City of Wauwatosa Paid volunteer time, wellness book club

City of West Bend N/A

City of XYZ

In its health care program, the City:
1. Provides access to the Corporate Care Clinic located in XYZ and covers 100% of costs for 
nine types of visits/services
2. Provides access to Teledoc, which is an online medical service, at no cost to employees
3. More recently has begun using Garner, a service which helps employees choose highly-rated 
doctors. If the employee chooses one of the doctors recommended on the Garner app, the 
employee is reimbursed for up to $2,000 single, $4,000 family, for co-pays and deductibles, 
including prescriptions that the rated doctor issues
4. Provides free access to ATI physical therapy for employees, with no referral required, for up 
to 25 visits

The City also pays for the license or certification for employees where they are required for the 
job, as well as paying for the continuing education credits and expenses required to maintain 
one's license or certification.

Data Effective Date: 4/9/2025

Table 35. Unique Benefits
36. Please describe any unique benefits offered by your organization that employees particularly enjoy:

Notes: The City has a number of positive attributes within the total package of health plan offerings, as described above
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Peer Response

City of Appleton

City of Beloit

City of Eau Claire

City of Green Bay

City of Janesville

City of Kenosha

City of Manitowoc

City of Oshkosh
Osh Kosh provided some documents that detail their unique benefits. We are happy to pass these along 

to the City of XYZ.

City of Sheboygan

City of Wausau

City of Wauwatosa

City of West Bend

"Longevity Pay is only for Fire Union Employees.    Our Health Insurance Plan is a Copay Only Plan - no 
deductible. Both Dental and Vision have four tiers.   The Long Term Disability that the City provides is ICI 

through ETF.  We also offer short and long term through an ancillary product, currently American Fidelity, 
which is 100% employee paid.  We do not have separate banks for vacation/sick/personal as of 1/1/25. We 

have PTO which incorporates these.  We also give an extra week per year for management at and over 
grade 70 of comp plan"

City of XYZ

Data Effective Date: 4/9/2025

Table 36. Additional Comments
37. Additional comments:

Footnotes: 

Notes: 
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City of Lancaster, SC
Implementation Scenario Cost Esimates

Scenario Description

ATB Increase 
Percentage Before 

Implementation 
Calculations

# of Employees Receiving 
an Increase to Minimum

# of Employees 
Receiving Increase 
(From ATB and/or 
Scenario Actions)

Smallest Salary 
Increase

Largest Salary 
Increase

Avg Increase to 
Proposed Salary 

(excludes "0"/zero 
increases)

Total Cost ($) to 
Proposed Salaries 

New Base Payroll 
Total ($)

Average Salary 
($)

Percent Change To 
Base Salary Payroll 

(%)

Current (Schedule 
Effective 

1/15/2025)

"Total Cost All Salaries Column" (H) represents current baseline 
salary expenditures, based on Employee Report provided to 
Archer Company at beginning of study

N/A N/A N/A N/A N/A N/A $10,216,012 $51,080 N/A

Scenario 1

Once the ATB (general increase)has been applied to all employee 
salaries (optional), bring employees whose current salary is 
below the Range Minimum of their NEW pay grade, to the Range 
Minimum. No pay changes for any other employees (other than 
the ATB/general increase).

0% 98 98 $33 $12,666 $3,715 $364,028 $10,574,701 $53,139 3.6%

Scenario 2

No ATB is applied in this scenario. Maintain employees' current 
Compa-Ratio in the new pay grades and ranges. For example, an 
employee who is currently at Compa-Ratio of 50% in the current 
plan, is placed at a Compa-Ratio value of 50% in the new pay 
grade and range.  If an employee's current salary exceeds the 
Compa-Ratio in the new grade/range, the employee retains 
current salary.

0% 98 147 $139 $17,930 $5,744 $837,957 $11,048,630 $55,521 8.2%

Scenario 3

Once the ATB (general increase) has been applied, this 
"compression reduction strategy"  places each employee within 
new grade and range based on Years of Service in their current 
position. In that way, the longer an employee has been in their 
job, ideally, the higher their pay, compared to employees in the 
same job with less tenure.  Compression is not fully solved, 
because employees already paid higher than the "target" maintain 
their current salary.

0% 98 148 $0 $30,051 $6,887 $1,012,325 $11,206,821 $56,034 9.9%

Scenario 4

In this scenario, employees are placed at a target salary based on 
length of time in their role and their current compa-ratio in the 
new range (current salary/new range midpoint). The rationale is to 
make adjustments that  improve the market position of 
employees' salaries that are currently below the market reference 
point.  Relatively larger increases are provided to employees with 
more tenure in their job and those that are currently the farthest 
from the market reference point in their assigned pay grade and 
range.

0% 98 176 $20 $14,631 $3,121 $549,343 $10,765,355 $53,827 5.4%

Recommended 
Implementation 

Strategy

Implement an across-the-board increase before applying 
Scenario 4, so that each employee receives at least an ATB 
increase. 

1% 95 200 $53 $14,631 $3,050 $609,909 $10,825,920 $54,130 6.0%

City of ZZZ Compensation Study - Implementation Scenarios Summary (Based on 5/1/25 Employee Census)

Updated: 6/21/25

Prepared by the Archer Company LLC 8/7/2025 Page 1 of 1
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Consultant Final Report 

Classification and Compensation Study 

for the 

City of Fond du Lac, Wisconsin 

August 19, 2025 

133
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I. STUDY OBJECTIVES AND AREA OF SERVICE
The City of Fond du Lac, Wisconsin (“City”), contracted with the Archer Company to 
provide comprehensive classification and compensation study services and report 
the findings and recommendations of the study. 
The intent of the study was to analyze, evaluate and update the City of Fond du 
Lac’s Non-Represented Employee Compensation Plan. The plan covers 
approximately 225 employees in approximately 147 job classifications (a.k.a. “job 
titles”) that are located across all City departments.  
Thirteen (13) areas of service were identified for this study to meet the needs of the 
City for a thorough, independent analysis of its classification and compensation plan. 
The identified objectives, presented below, were met through a nine-phase project 
that began in mid-January and is now complete. 

One. Ensure Department Head Engagement in the Study Process - As 
previous public sector managers and longtime compensation 
consultants the Archer Team working with the City understands the 
importance of leadership engagement in this kind of study. Working with 
the City’s Project team we ensured Department Head engagement 
through the following means (along with an initial meeting with the City 
Manager, Director of Administration and City Attorney/Director – Human 
Resources, and several meetings with the Project Team): 

a. Department Head Interviews – We met individually with each
Department Head to clarify information about certain jobs as needed,
and to discuss any classification and compensation concerns they
had.

b. Draft and Final Findings and Recommendations Meetings – First, we
presented our tentative pay grades and ranges to each Department
Head for their review and feedback. Then, based on their feedback,
we made some final grade changes. All results were then shared with
each Department Head for their individual department.

Two. Review the City’s Compensation Philosophy (Including Market 
Position) - We presented a framework with the key components of a 
Compensation Philosophy document including 1. The Role of 
Compensation and Benefits, 2. Desired Market Position, 3. Governance, 
and 4. Communications. While our proposed process for considering 
changes to the Compensation Philosophy included gaining Department 
Head input into the City’s Compensation Philosophy, the Project Team 
and City Manager believed that work was not necessary at this time. We 
also reviewed an example Compensation Philosophy document that 
provides more detail as to the philosophical underpinnings and employer 
values that can be articulated as part of the Compensation Philosophy. 
In the end the Project Team believed the City’s current language is 
adequate and reflects the City’s intent with respect to its market position 
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(that is, to pay “competitively” in the market).  

Three. Classification System Optimization – A Classification System is made 
up of the assignment of jobs to job families, job classifications, and job 
levels within a given series (e.g., Engineers, Planners, Administrative 
Specialists). Consistency and equity within the Job Classification 
System are critical so that jobs performing similar functions are 
categorized into the proper job family, and within each family, each 
classification title represents a different set of essential functions with 
appropriate minimum qualifications. Through a thorough job analysis, 
job evaluation and job classification exercise, coupled with an 
understanding of the City’s vision and objectives for its classification 
plan, we made several recommendations intended to optimize the final 
Classification System. As part of this optimization, we apply a set of job 
title guidelines to ensure consistency in the use of different titles or 
levels, such as Director, Assistant Director, Manager, etc.  

Four. Identify Minimum Qualifications – From the Job Classification phase 
we came to understand the true number of different job families, 
functions, and levels within functions. By clarifying Minimum 
Qualifications for each distinct job classification, and by working with the 
City to identify appropriate requirements to move through levels within 
each job series, the City will be able to identify career progression 
ladders more easily within job families where this is possible and 
appropriate.  

Five. Understand Current Market Competitiveness – To ensure the City 
provides competitive compensation and benefits in the marketplace, we 
worked with the Project Team to design and execute a highly 
customized market assessment process. The market study covered pay 
ranges for a large sample of City jobs, and a number of questions about 
pay practices and major benefits programs and was guided by the City’s 
Compensation Philosophy and compensation program objectives. We 
selected a representative sample of job titles to include in the survey to 
ensure the results would be generalizable to the entire City pay 
structure. 
The market competitiveness review included understanding the market 
demands at all key points along the pay range:  

• Minimums, for hiring purposes 

• Midpoint/Market Control Points, ensuring they are fully competitive 
at the market position desired by the City (e.g., “at market,” “above 
market”) and  

• Maximums, ensuring appropriate salary growth is possible given the 
desire to retain trained, seasoned employees over the long run 
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Total Compensation: 
The City requested, and we completed, a competitive analysis of major 
benefit categories requiring significant employer contributions to gauge 
the competitiveness of the “total compensation” package. In practice this 
is generally done by measuring the total expenditures the City incurs for 
salary, bonuses, and contributions to major benefit categories including 
Health and Retirement Plans – and then comparing said expenditures 
to those incurred by the peer organizations chosen by the City. We 
worked carefully with the City’s Project Team to finalize this 
methodology including the complete basis for Total Compensation 
comparison as envisioned by the City.  

Six. Complete a Compression Analysis, Recommend Remediation 
Strategies with Estimated Costs – Through a comprehensive 
diagnosis of the types of potential inequities present in the current pay 
plan, we were able to identify and discuss with the Project Team options 
for adjusting individual employee pay. Our focus was on a number of 
cases where there was a “disconnect” between time in the employee’s 
current position and their range position (the current placement of their 
salary within the salary range). Because of the existence of a “step-
based” pay structure, where employees generally move up a step for 
each year of longevity in their job, the level and severity of pay 
compression we tend to see in “open ranges” was not present. We did 
find opportunities to make some compression adjustments; however, in 
the end, the cost was not viable for the City to fund. The City can 
consider compression adjustments at a future date if funding becomes 
available.  

Seven. Provide a Set of Recommendations to Ensure Market 
Competitiveness of Total Compensation – From the market 
assessment and our deep experience in public sector compensation and 
benefits programs, we provided a set of recommendations aimed at 
preserving the City’s desired level of competitiveness. While in general 
we found the major benefits to be quite competitive, we identified a few 
areas of potential improvement, from a market competitiveness 
standpoint, and we discussed these findings with the Project Team.  

Eight. Development of a New Pay Structure - We used regression analysis 
to draw a “pay line” based on the integration of market data and job 
evaluation points from the application of our trademarked job evaluation 
system, the Archer Matrix Point Factor Evaluation System. This 
methodology ensures an internally equitable grade structure coupled 
with market-competitive pay ranges. We built the recommended pay 
ranges (Minimums, Market Reference Points, Maximums, and desired 
range width) based on several elements that will be defined in the 
development of the Compensation Philosophy, including: 
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1. Desired level of hiring competitiveness 
2. Desired maximum pay versus market pay levels 
3. The way in which employees move through pay ranges and the link 

to performance 
4. The point of time in a job at which the City believes the salary or 

wage should be fully competitive 
These and other factors were used to create the optimal pay structure 
for the City of Fond du Lac.  

Nine. Review and Make Recommendations on Select Salary 
Administration Policies – In working with the Project Team and the 
City Manager, there were several key salary administration policies we 
were asked to review and to provide recommendations. The intent of the 
recommendations is to better align the policies themselves and 
therefore, the administration of the Compensation Program for Non-
Represented Employees, with the objectives of the program.  

Ten. Provide A Plan for Maintaining Competitiveness and the 
Compensation Philosophy – In Section 3 of this report, we provide a 
set of simple strategies and steps the City can incorporate to monitor 
market changes to pay ranges and individual pay, inflation, 
compression, and internal equity annually. The analysis steps will 
provide the City with key information to make decisions needed to 
maintain the integrity of the compensation structure over time. These 
steps would include the appropriate considerations to take and 
supporting data to use to determine periodic pay structure adjustments 
and the budget amount for the annual pay increase consideration 
process. 

Our compensation policy recommendations, coupled with these pay 
structure administration steps, will provide the foundation necessary to 
maintain a competitive and internally equitable pay program. These 
steps would include the appropriate considerations to take, and 
supporting data to use, to determine periodic pay structure adjustments 
and the budget amount for the annual pay increase program.  

Eleven. Create an Implementation Plan – By fully understanding all results 
from the internal and external analysis, by learning the City’s objectives, 
priorities, and pain points, we developed an interactive model that 
allowed the modeling of potential costs under multiple scenarios aligned 
with the City’s fiscal assets and specific objectives and priorities.  

One option we considered was aimed at minimizing pay compression. 
This option was based on a gap analysis comparing current compa-
ratios and target compa-ratios (based on length of time in the 
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employee’s current job role) and adjusted many employee salaries to 
better align time in job and compa-ratio (range position). The costs were 
not feasible – an outcome which is often true among Archer Company 
clients. In the end the City has chosen an implementation plan which 
ensures a reasonable minimum pay increase (given current external 
market conditions) for every City employee and places each employee 
into a new pay grade and range that is both internally equitable and 
market competitive.  

Notably, 87% of the current job roles at the City, including the Library 
will experience increases in their pay ranges once the plan is adopted. 
This translates into greater pay opportunities as employees move 
through their pay steps as compared to the current pay structure, and, 
in some cases, the pay opportunities increase significantly for the City 
to achieve both market competitiveness and internal equity. 

Twelve. Communication and Education – Through the development of a 
comprehensive project plan, with the Project Team, we ensured project 
stakeholders (City Manager, Department Heads) were appropriately 
informed and updated throughout the project, including results and 
recommendations. On Day One, we developed a detailed project plan 
with milestone dates that were mutually agreed upon, so we could meet 
the City’s deadlines. We met with the Project Team nearly weekly to 
ensure The Archer Company received direction and background that 
would be important to inform our analysis and later to provide realistic 
implementation recommendations. 

As stated above, we met with each Department Head to understand their 
specific needs, concerns, and issues as part of our due diligence, and 
later to share our tentative job title, pay grade, and range 
recommendations and to receive their input and feedback. Finally, as the 
study is completed, we are meeting with each Department Head 
individually to discuss our findings and recommendations. We are also 
delivering a presentation on the study methodology, findings, and 
recommendations to employees and on the same day, the City Council.  

Thirteen. Human Resources Training for Program Administration – We will 
provide the Human Resources Team training on job analysis, market 
assessment, job evaluation and managing job change to support ongoing 
Classification and Compensation Program effectiveness. We will provide 
the content, tools, and resources to enable the Human Resources Team 
to administer the Classification and Compensation Plan independently 
over time.  

Topics to be covered include understanding job changes and effective job 
analysis, use of the Archer Matrix Point Factor Evaluation System, market 
assessment, integration of market data and internal evaluation scores to 
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ensure plan effectiveness, and annual decisions that are necessary to 
maintain the market competitiveness of the Compensation Plan (i.e., pay 
structure adjustments, pay increase budgeting). 

Regarding job grading for new and reclassified jobs, The Archer Company 
will review positions at no charge for one year. After that, for a client this 
size, and due to the complexity of the job evaluation system, we urge the 
City to consider utilizing our services to independently analyze, classify 
and evaluate each new and changed job for grade placement.  
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II. STUDY FINDINGS AND RECOMMENDATIONS
1. Job Analysis, Evaluation and Classification

The intent of this phase was to analyze each position and apply sound job evaluation 
and classification analysis processes to establish an internally equitable Classification 
Plan. Granular data gathered through this process was used to fully understand each 
specific role that is present at the City and then to define job families, job series, and 
levels of work within each job series. Minimum qualifications were defined and vetted 
with leaders to be used in the development of the final list of City job classifications. This 
step included several crucial activities. 

The purpose of this key phase of the project is to ensure that the classification structure 
is appropriate and reflective of the City’s philosophy of job classification, that all 
positions are properly classified, and that the job evaluation for each classification (and 
therefore the pay grade) is consistent with the work performed. This process became 
the foundation of the pay plan’s principle of internal equity. 
We analyzed and evaluated a total of 147 job titles or classifications within the City 
through the review of JDQs and other job documentation and interviews with the 
Department Heads. These job titles represent approximately 228 current positions, 
including several vacancies within the City at the present time.  
Job Analysis Process: The Archer Company utilized two integrated methods of 
conducting job analysis: the use of a thorough position questionnaire and information 
gathered from each department, and in-depth interviews with all Department Heads.  

JDQs: The analysis utilized the JDQ – “Job Description Questionnaire” which 
has been utilized at the City for several years. The Archer Company found the 
JDQ to be very adequate for our own job analysis and job evaluation purposes, 
and in some situations, supplemented information provided on the JDQ via 
additional questions to a given Department Head or to the Project Team. For 
example, departmental budget information, necessary for job evaluation, was 
provided by the Project Team.  
The Archer Company asked that department management review each 
completed JDQ to make sure they were complete and accurate and to provide 
management perspective on minimum qualifications and other key attributes of 
each job title. In fact, Department Heads played a key role in ensuring that all 
information collected from employees provided accurate, thorough, and quality 
data for use in the job analysis of their subordinate positions.  
Department Head Interviews: The Archer Company conducted interviews with 
each Department Head and in some cases direct reports to the Department 
Heads, for four key purposes: 
→ Review the departmental structure and operations, including all reporting

relationships and interrelationships between positions.
→ Understand how the department is impacted by the classification and

compensation plan under the current state.
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→ Review and discuss specific classification and compensation concerns.
→ Receive answers to questions we had from reviewing the JDQs.

Each Department Head also completed a tailored Department Director Issues Form 
to gather specific information with respect to all classification and/or compensation 
concerns.  
Job Evaluation and Internal Equity: The Archer Company adheres to the principle 
that an employee should be paid in accordance with the degree of complexity 
associated with his or her job. This principle is fundamental to the concept of internal 
equity. The importance of internal equity in an organization’s pay plan – especially for 
organizations dependent upon taxpayer funding – cannot be overstated. To achieve 
internal equity in any employer’s pay structure, it is necessary to employ an organized 
and rational job evaluation system to determine the relative worth of jobs. 
The Archer Company utilized the Archer Matrix Point Factor Job Evaluation SystemTM, 
which is a copyrighted, matrix-point-factor job evaluation system developed by the late 
Earnest R. Archer, Ph.D., P.E., and founder of the Archer Company. Supported by 25 
years of research and testing and an additional 30 years of use in hundreds of 
organizations and further supported by well-defined criteria and verifiable job 
information, it is a highly dependable evaluation method. 
The purpose of the Archer Job Evaluation methodology is to: 

1) Provide a common system to evaluate the degree of difficulty of all jobs in
the organization against a set of universal criteria.

2) Determine the relative worth of jobs in the organization in accordance with
the degree of difficulty associated with each job, (i.e., to establish internal
equity in the organization’s pay structure)

3) Provide an objective basis for establishing pay grade levels for jobs in the
organization.

4) Provide the independent variable necessary to integrate with the salary
survey data to develop a pay structure that possesses both internal equity
(job evaluation) and external equity (market analysis)

The Archer Matrix-Point-Factor Job Evaluation System employs universal factors 
that address work requirements, aptitude factors, and responsibility factors. Each 
job is evaluated using a matrix-point-factor method that involves the analysis of a 
combination of work requirements, aptitude factors and responsibility factors listed 
below. 
Work Requirements 
 Data Utilization
 Human Interaction
 Equipment, Tools, and Materials Utilization
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Aptitude Factors 
 Language/Verbal Comprehension
 Mathematical
 Functional Reasoning
 Situational Reasoning
 Dexterity
 Physical Effort
 Sensory Awareness
 Previous Experience
 Education
 Environmental Adaptability

Responsibility Factors 
 Managerial Span of Control
 Scope of Planning
 Financial Accountability

Applying the Archer Matrix-Point-Factor Job Evaluation System involves determining 
the relationships between the degrees of difficulty associated with the work 
requirements and the degrees of difficulty associated with the aptitude factors. These 
relationships determine the total evaluation point score for a job. In addition to the work 
requirement and aptitude factor determination, the three responsibility factors are 
applied to each job. The responsibility factors are summarized as a multiplier and are 
considered to apply to all aspects of a job. Consequently, the responsibility factor 
multiplier is applied to the evaluation point total. 
The job evaluation process yields a quantitative measurement stated as evaluation 
points which are based on the job content, which is the duties, responsibilities, and the 
qualifications required for each job. The point totals derived from the evaluation process 
are then translated directly into the establishment of pay grades in the pay plan. The 
pay grade represents a way of defining the relative value of each job to the City, as 
defined by the total score on the point factor job evaluation scoring system.  The scoring 
of each job is based on the job description, the JDQ and the Department Head Issues 
Form.  All jobs in the same pay grade are considered to be of relative difficulty to the 
City, as measured by the job evaluation factors listed above. Accordingly, jobs 
assigned to higher pay grades score higher in terms of job complexity, responsibilities, 
and required knowledge, skills, and experience and thus will have higher pay ranges 
measured in dollars than jobs in lower pay grades. It is important to remember the focus 
of job evaluation is the job itself, not the person in the job. 
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Classification of Positions: All positions within each classification were reviewed and 
analyzed against the information captured in the job analysis phase. Each position was 
reviewed to ensure that (1) essential functions are accurate and up to date; (2) 
knowledge, skills, competencies, and abilities are identified; and (3) minimum 
qualifications (criteria for entrance), physical requirements, and environmental factors 
are reflective of the work performed. 
Based on the input from the Project Team and our analysis of the current classification 
structure as it relates to the actual duties of the various City job roles, The Archer 
Company made final recommendations as to the appropriate classification for each 
existing position and in some cases, new classification series were added to better 
categorize certain jobs in a fair and equitable way.  
We did provide a new Classification Series, with classification specifications, for the 
City’s administrative support roles, to ensure that there was equitable classification 
decisions among the jobs providing a variety of administrative, clerical, and 
programmatic support.  
Once the final classification plan was determined and each classification clearly 
defined, we completed three other key tasks: 

1. Defined the appropriate distinguishing characteristics between levels in 
each classification series for clarity purposes and to assist with allocation of 
individual positions (e.g., the Administrative Specialist I, II and III series), 

2. Allocated each position to ensure assignment to the appropriate job 
classification, and 

3. Discussed potential changes to internal ranking of classifications. 

Major Outcomes of Job Analysis, Job Evaluation and Job Classification Phase 
This report reflects the FINAL determinations with respect to job classification/job 
titles, pay grades, and pay ranges. 
As stated earlier, the City’s Classification Structure was found to be sound. However, 
we are recommending 78 job title changes: 
Job Titles and Levels Consistency: We started the study with 147 classification titles, 
and once the classification work was completed, we identified 138 unique classification 
titles. In performing this analysis, we applied customized “Job Titling Guidelines” which 
provide the distinguishing characteristics for different job levels within the City’s 
structure including Director, Manager, Supervisor, Lead, Specialist, Coordinator, 
Administrator and Technician. The idea of the Job Titling Guidelines is to ensure that 
job titles which include a “level,” such as “Manager, or “Supervisor” meet certain 
common characteristics. The use of the guidelines was also helpful in achieving some 
greater consistency among non-supervisory job titles. Our classification and titling work 
resulted in 78 job title changes. Some were minor clarifications and others were 
changed to better define the nature of the work and/or the true “level” of the work.  
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Number of Pay Grades: As alluded to above, jobs with similar point scores were 
placed together in the same pay grade. This is the basis of an internally equitable pay 
plan.  
Once our job evaluation process was complete and all jobs were placed in a pay grade 
along with jobs of similar internal value, we recommended the establishment of 24 pay 
grades. The current system utilizes 18 pay grades. While we do not have knowledge 
of the City’s current job evaluation system in any depth, it appears the Archer system 
provides a bit more detail or refinement in distinguishing job levels since we are 
recommending an additional four grades in the City’s new pay structure.  

2. Definition of the Relevant Labor Market, Design and Execution of 
a Total Compensation Market Assessment, and Market Reporting 

This phase involved the finalization of the process we used to measure market 
competitiveness and current market conditions via the completion of a comprehensive 
market assessment.  

The City’s compensation program is a key aspect of competitiveness. This study 
focused on ensuring results support the City’s Compensation Philosophy including the 
City’s desired “market position.”  
The Archer Company adheres to the principle that an organization's pay structure must 
possess competitive integrity (i.e., the ability to secure a competent labor force from the 
labor market(s) in which it competes with other organizations for its labor supply). This 
principle is fundamental to the concept of external equity. 
The impact of current labor market conditions and basic supply-and-demand economics 
must be considered when developing an organization's pay structure. Jobs that have an 
adequate applicant pool can usually be recruited at a pay rate that may be lower than 
absolute reliance on job evaluation indicates. Conversely, jobs that have a limited 
applicant pool may require compensation higher than the job evaluation indicates. 
The goal of this objective was to provide a robust picture of the City’s current pay as 
well as key benefits programs with respect to the City’s intended level of 
competitiveness. From that “gap analysis,” we created recommendations and an 
implementation plan to align the pay structure and benefits programs to the desired 
market position.  
The end of this task was marked by the presentation of a detailed report on the City’s 
market competitiveness overall and for each of the benchmark jobs included in the 
Market Assessment. Similarly, we provided a comparison of the City’s key benefits 
programs to those in place among the peer organizations and identified areas where 
the City’s benefits are very competitive, and a few areas where competitiveness 
currently falls short. 
To complete this phase, several key decisions were made in conjunction with the City 
about the true market in which the organization competes, at which time the Archer 
Company designed and conducted a total compensation survey process to give the 
City a full and complete picture of its competitiveness at this time.  
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Specific tasks we completed are described below: 
A. Identification of “Benchmark” Positions and Pay Practices Questions: The 

Archer Company worked with the Project Team to identify the list of benchmark 
classifications that was be included in the custom survey. We chose 58 jobs to 
benchmark and received adequate data back on all but one of the benchmark 
job titles.  
Every good market study requires us to make sure to select jobs that represent 
the continuum of the City’s classifications, focusing on: (1) positions/classes 
which are widely recognized as possessing similar job content in most 
organizations; (2) positions/classes which represent a substantial number of 
employees as well as the various job families; (3) jobs that are considered to be 
core functions that serve to anchor the pay plan; (4) positions/classes for which 
the City may have had difficulty recruiting and retaining a qualified work force; 
and/or (5) positions/classes which represent the full spectrum of salary grades 
and ranges in the pay plan (including executive and various administrative 
classifications).  
Our benchmark selection resulted in our collection of market data for 40% of 
City job titles, which in turn cover a significant percentage of City employees. 
This is a requirement of a valid market survey. Because we utilized best 
practices for survey sample selection (variety of disciplines, pay grades, 
utilization of commonly found jobs in the market), these statistics are more than 
what is required to develop a compensation structure integrating internal and 
external equity principles. 
The benchmark jobs in the classification and compensation study are listed in 
Exhibit 1.  
With respect to the Total Compensation Assessment, we worked with the City 
to add 37 custom-designed pay policy and benefits questions around a number 
of  key compensation events such as pay increase and pay structure budgeting, 
hiring pay, and the pay policy for FLSA-exempt employees working above 
normal scheduled hours per week.  On the benefits side we inquired about a 
number of key programs such as health insurance, retirement/deferred 
compensation, short- and long-term disability insurance, and time off provisions.  

B. Identification of Organizations to Be Surveyed: The City’s Project Team 
chose 14 peer organizations to include in the custom market study, choosing 
organizations the City sees as similar in a number of key ways and organizations 
which the City has a history of using as market comparators. Employers with the 
following characteristics are typically surveyed: (1) organizations with which the 
City clearly has been competing for employees; (2) organizations which are 
recognized as important, or influential, in the local marketplace; (3) 
organizations which are within proximity to the City’s competitive market (i.e. the 
same geographic region); and/or (4) organizations with similar population, 
demographics, and scope of services.  
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Table 2. Peer Organizations Surveyed for Classification and Compensation Study 
 

The City of Fond du Lac Peer Organizations 

1 CITY OF APPLETON 

2 CITY OF BELOIT 

3 CITY OF EAU CLAIRE 

4 CITY OF GREEN BAY 

5 CITY OF JANESVILLE 

6 CITY OF KENOSHA 

7 CITY OF LA CROSSE 

8 CITY OF MANITOWOC 

9 CITY OF OSHKOSH 

10 CITY OF RACINE 

11 CITY OF SHEBOYGAN 

12 CITY OF WAUSAU 

13 CITY OF WAUWATOSA 

14 CITY OF WEST BEND 
  

 

 
C. Agree to a Definition of “Total Compensation” to Inform the Data to be 

Collected from Peers: We worked with the Project Team to specify the 
components of “total compensation” for the purposes of analyzing the 
competitiveness of the City’s Total Compensation Program. These components 
were: 

1. Base Salary – measured at the Average Range Midpoint for each 
benchmark job 

2. Employer Contributions to Health Coverage, Prescription Coverage, 
Dental Coverage, Vision Coverage and Health Savings Account 
contributions 

3. Employer Contributions to Defined Benefit, Defined Contribution and 
Deferred Compensation “Retirement” Contributions 

By comparing the City’s contributions for these benefits plus base pay levels for 
each benchmark job against the averages for each peer, we were able to 
provide feedback on the competitiveness of the City’s “Total Compensation” 
package for each benchmark job, and on an overall basis. 

D. Creation of a Customized Web-Based Compensation Survey: The Archer 
Company constructed a customized survey designed to collect the data 
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requested by the City utilizing a web-based format for compensation surveys 
that has proven to optimize the collection of data while minimizing the burden to 
participating organizations. The Project Team reviewed and provided feedback 
on the draft survey and approved the final survey document. 

E. Custom Survey Data Collection: The Archer Company used a very “hands-
on” approach with survey participants to facilitate ease of participation as well 
as to maximize participation for our clients. In the end we received participation 
from all 14 of the City’s chosen peer organizations. In a few cases the peer 
provided partial information, and we were able to complete the benchmark 
portion of the survey using job descriptions and pay ranges available online. We 
had significant follow-up with each peer after both the City’s Project Team and 
the Archer Team flagged a few data items for follow up to ensure our data was 
as clean and accurate as possible . 

F. Collection of Published Survey Data to Supplement Custom Survey: A 
number of  City jobs exist in the private sector. Department Head interviews 
confirmed that the City is in fact competing with many local/area businesses for 
talent. Therefore, we utilized the Economic Research Institute ERI Salary 
Assessor Survey, which provides data on thousands of U.S. employers, to 
provide “general industry” data for 52 of the 58 benchmark jobs. General 
industry data from this survey includes organizations from all sectors, including 
private sector (all industries reported in the survey) as well as any data reported 
by public sector organizations for the same area.  

Because we only added private industry data from one survey, the overall 
weighting of the private industry data for these jobs is not skewing the overall 
results. In other words, the vast majority of all data points come from the public 
sector peers listed above.  

G. Create and Present a Market Competitiveness Report: On the benchmark 
jobs, we prepared a detailed report on the current competitiveness of the City’s 
compensation overall and with specific detail for each of the 57 job titles for 
which we had sufficient data. For the select pay policy and Total Compensation 
comparisons, we have provided specific reports for each component. 

Data Adjustments for Custom Survey Data 

Two kinds of data adjustments were made to the raw data supplied by the 14 public 
sector peers, geographic adjustments, and workweek adjustments (non-exempt only): 

Geographic Adjustments based On Wage and Salary Differentials (Cost of Labor): 

To reflect the geographic differences in salaries between each surveyed employers’ 
location and the City of Fond du Lac, we adjusted the reported salaries using the 
geographic wage and salary differentials reported by the Economic Research Institute 
(ERI) Geographic Assessor as of 2/5/25. The Economic Research Institute (ERI), 
Geographic Assessor provides cost-of-labor comparison data enabling us to adjust 
market data to reflect differences between the cost of labor for the City of Fond du Lac 
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and the peer organizations from whom salary data was gathered and used in the peer 
market study. 

It is important to note that the cost-of-labor differentials do not necessarily reflect cost-
of-living differences. ERI has found that cost-of-living differences (which reflect the 
supply and demand for goods and services) are not a good predictor of salary levels. 
In other words, while the cost of housing (or other goods and services) in  Fond du Lac 
may differ from the cost of housing in another peer location by a certain percentage, 
the prevailing salaries may not differ by the same percentage. 

All peers except Kenosha, Racine, Wauwatosa and West Bend have lower cost of labor 
than  Fond du Lac, necessitating upwards adjustments to the raw market data for the 
eight remaining peers by amounts between 1.9% and 6.4%. Kenosha, Racine, 
Wauwatosa and West Bend have higher cost of labor than  Fond du Lac, necessitating 
adjusting their raw market data down by 7.8% (Kenosha), 2.8% (Wauwatosa), and 
2.3% (Racine and West Bend). 

Workweek Adjustments: 

For non-exempt jobs only, we also adjusted the market data in cases where the peer’s 
scheduled workweek differs from the City’s full-time workweek. For example, the 
workweek for the Records Clerk in the Police Department is 38.75 hours. Several peers 
report a 40-hour workweek for this role necessitating a small adjustment down to the 
raw pay ranges received from these communities to equalize to the City of Fond du 
Lac’s work hours. On the other side, the City of Oshkosh reports a 37.5-hour workweek, 
necessitating a small adjustment of their raw data higher, to equalize to  Fond du Lac’s 
work week.  

Major Outcomes of the Market Assessment and Total Compensation 
Analysis 

Benchmark Jobs Market Findings:  
As information was compiled from the peer agencies, and in some cases supplemented 
by data available on the participant’s websites, the Archer study team reviewed the 
data for reasonableness and accuracy. In some cases, an organization did not have 
an appropriate match for a particular benchmark job. Detailed market reports were 
provided to the City’s Project Team. 

Exhibit 2 details the results of the benchmark market analysis, titled “Pay Range 
Competitiveness Report”. In this exhibit, we provide a comparison of the key elements 
of the City’s current pay structure to the market: Pay Range Minimums, Midpoints and 
Maximums. 
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Our major findings were as follows: 

Overall, t h e  City’s pay structure is below the market median on all key 
comparisons: 
• On average,  Fond du Lac’s Range Minimum rates are at about 96% of market 

• On average,  Fond du Lac’s Range Midpoint rates are at about 94% of market 

• On average,  Fond du Lac’s Maximum rates are at about 90% of market                                  

Exhibit 2 summarizes the market analysis in terms of the current competitiveness 
of the City of Fond du Lac’s pay ranges. We noted, however, there is considerable 
variation between positions. In Exhibit 2 we use green highlighting to indicate jobs 
where the City’s rate is 10% or more above market, and pink highlighting where the 
City’s rate is more than 10% below the market value. 

• There are only three (3) jobs, which happen to be within the Library organization,  
where the City’s Range Midpoint exceeds the market by more than 10%. 

• However, there are 19 jobs (40% of the surveyed jobs) where the City’s Midpoint 
is more than 10% below the market and in two of these cases the City’s 
midpoint is more than 20% below the average market midpoint. 

• Similar findings for Range Minimums and Range Maximums were found and 
reported to the Project Team in detailed market reports. 

• It is worth noting that for the majority of the benchmark jobs (61%), the City’s 
range midpoints are within competitive range, defined below.  

We typically advise that if an organization’s pay range midpoint is within +/- 10% 
of the “average” market value, the job is paid fairly from an external 
competitiveness standpoint. We define this range as the “competitive range,” 
and we use this principle in developing our new salary ranges.  
The structure at the City of Fond du Lac (City), overall, is less competitive for over 1/3 
of the surveyed jobs. This is true at the Range Midpoint and, as discussed above, 
Range Minimums and Maximums are generally less than competitive as well. The City 
also reports difficulty in attracting and retaining some positions.  
The City’s Employee Compensation and Benefits Guide issued in 2022 articulates a 
goal of providing a pay plan that has an objective to “provide an appropriate salary 
structure to recruit and retain and motivate a qualified workforce of City employees 
while at the same time controlling cost.” In the same document, the statement is made 
that “The Fond du Lac City Council has chosen to match the market.” This generally 
means setting a market reference point in the pay ranges (often the Range Midpoint) 
for each job that is close to the “average” rate or “market rate” in the defined labor 
market.  
These important sentences describe the City’s base compensation philosophy but do 
not directly speak to the role of benefits in “total compensation.” The document does 
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say the City will provide  ”top quality benefit programs for employees.” We think this 
statement suggests the value of the benefit program will be “above market.” It could 
also be interpreted to mean the benefits themselves, and their provisions and costs, 
are of high quality.  
We do think the definitions in several places within the Employee Compensation and 
Benefits Guide could be sharpened to reflect the City’s true intent. However, overall, 
the messages are positive and denote a high degree of value the City, as an employer, 
places on its workforce.  
Our market findings indicate that in many cases, the current pay ranges fall short of 
“matching the market” (City’s intent) and fall short of Archer’s low end of the 
“competitive range”; meaning the ranges, when measured at Minimum, Midpoint or 
Maximum are more than 10% below the average market value (e.g. in 19 cases at the 
range Midpoint and in 24 cases at the range Maximum).  
The new structure is designed specifically to support the City’s compensation 
philosophy. 
The results and recommendations of this project will serve to bring all City pay ranges 
into line with the “competitive range.” The new pay ranges in our recommendations will 
ensure that the lower end of the new pay ranges, which represent typical “hiring ranges” 
within the larger range will enable the City to attract and hire qualified employees. The 
higher end of the pay range will support the City’s objective of retaining qualified, high-
performing employees in whom the City has invested in training and development over 
a period of time. 

Select Pay Practices and Benefits Market Findings:  
The Archer Company completed an extensive custom survey process covering about 
37 areas of select pay practices as well as the major benefit categories. The detailed 
findings are presented in Exhibit 3. 
The findings were generally positive from a competitive standpoint; however, we did 
identify some important areas where the City’s benefits may not be fully competitive: 
First, we found the City appears to be “above market” in a number of areas: 

1. The existence of a Referral Bonus Program. 
2. Unlike  Fond du Lac where the benefit is offered, the majority of peers do 

NOT offer short-term disability coverage. Although  the City offers short-term 
disability coverage, the employee pays the entire premium.  This practice is 
also true of the  few other cities that provide coverage. 

3. Whereas the average EMPLOYER basic life insurance premium is 79%, the 
City covers the entire premium. 

4. The City has a slight market advantage in the number of paid sick days. 
5. The City is behind the market on Personal Days but ahead of the market on 

Floating Holidays, so it may be just that different peers use the definitions 
differently. 

Page 280 of 505



6. The existence of a Catastrophic Leave/Leave Donation Program at  the City 
is not a common benefit among peer organizations. 

7. Importantly, there are several positive benefit “add-ons” to basic health care 
coverage at  the City that aren’t listed by other peers in most cases, including 
an employee health clinic, Teledoc services, the Garner service that can 
assist with lowering co-pays and deductibles, and free access to physical 
therapy. This “package” should serve as a very positive recruitment tool for 
the City. 

It is important that these benefits are well-communicated to applicants and potential 
applicants for the City to maximize the benefits of the additional investments they make 
in these program areas. 

Second, we did find the City appears to lag the market in a few areas: 
1. The pay increase policy for promotions is below market. 
2. The lack of EMPLOYER contribution to dental coverage is not consistent 

with the prevalent market practice. Also, the Maximum Annual Benefit per 
Covered Member ($) is considerably below the market average in the case 
of both Plan Providers. 

3. The number of vacation days at all “years” of service categories except the 
first year of service, is below market and in some cases, considerably. Also, 
only one peer has differing time off accruals for exempt and non-exempt 
staff, so the City’s practice in this regard isn’t consistent with the prevalent 
market practice. 

4. The majority of peers offer “Good Friday” as a holiday; other than that, the 
City’s paid holidays seem to match the market. 

Third, there are a few areas where half the peers offer a certain benefit and the other 
half do not, so the City’s practice is not competitive or non-competitive at this point: 

1. The existence of a longevity pay program (the City utilizes a step-based pay 
structure to reward longevity and is expanding the pay ranges to provide 
even greater reward for longevity, under the study recommendations). 

2. The offering of a Defined Contribution plan for employees. 
3. The offering of Vision coverage but requiring the employees to pay 100% of 

the premium. 
4. Requiring separating employees to pay back a prorated amount of training 

expenses. The City does have this requirement and about half of the peers 
require some repayment of training expenses as well. 

Fourth, the market information in Medical Coverage reveals some key points: 
1. Employee only coverage TOTAL PREMIUMS are above market average, 

the EMPLOYEE contribution percentage is lower than the peer market 
average, and the City’s maximum out-of-pocket is above the market average. 

2. Family coverage TOTAL PREMIUMS are above the market average, the 
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EMPLOYEE contribution percentage is significantly lower than the peer 
market average, and the City’s maximum out-of-pocket is above the market 
average. 

To truly understand the competitiveness of the City's health plan requires looking at 
employer costs and all elements of employee costs (including premium costs, 
deductibles, out-of-pocket maximums, and coinsurance and copays).  

There are enough flags in the market comparison data in Employee Health Coverage, 
that, at least from a market perspective, the City may want to re-examine the relative 
sharing of employer and employee contributions, and other elements of plan expense 
– including the total premium amounts themselves. 
Finally, in the case of the other questions, the City’s practices or policies we saw as 
“competitive’ – not above or below the prevalent market practice 

Total Compensation Analysis Findings: 
The Archer Company completed an analysis of the major categories of employer 
expenditures in the areas of health coverage and related expenses and retirement-
related expenses. We utilized a commonly used industry calculation method to 
compare the City’s expenses/contributions to the average expenses/contributions for 
the peer cities. The summary of findings is presented in Exhibit 4. 
In reviewing Exhibit 4 it becomes evident that by folding in health care-related costs, 
as well as defined benefit, defined contribution and deferred compensation 
contributions made both by the City and the peer averages, a number of benchmark 
jobs are no longer BELOW the competitive range (when the comparison is Total 
Compensation, rather than just base salary ranges). This is primarily due to the 
difference between the City’s  health-related employer contributions and the peer 
market average. 
The peer market average for the two retirement-related plans exceeds the City’s 0% 
contribution by 1.74%, but there is a much bigger difference between the City’s health-
related contributions and the peer market average. Specifically, the City’s contribution 
exceeds the market average by 25.2%. This is a significant finding. Note this 
meaningful difference does not even include the additional expenses incurred by the 
City of Fond du Lac on the employees’ behalf for the health care “add-on” services 
(e.g., the employee health clinic, 25 free physical therapy visits, and employer 
expenses associated with the Garner service). 
Methodology Note: The health contribution comparisons were calculated using a 
weighted average of health plan annual employer costs, including medical, dental, 
prescription, H.S.A. and vision benefits – calculated using the City’s employee 
distribution by tier of coverage (30% EMPLOYEE ONLY, 70% FAMILY), averaging the 
four employee groups of “General” employees, Fire, Transit, and Police. We use this 
weighting to apply to the employer contributions reported by all peers in creating the 
health contributions analysis.  
In summary, overall, on a total compensation basis, the City’s costs for pay and benefits 
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lag the market on average only by 1.7%. This outcome is well within a “competitive 
range.” Recalling that when we looked at the pay range Minimums, Midpoints and 
Maximums, the City’s Midpoints lagged the market by 5.9% on average. So, overall, 
the inclusion of benefits contributions improves the City’s current market position. 

Select Benefits and Total Compensation Conclusion: 
While there are some distinct competitive components among the benefits program at 
the City, there are a few potential areas of improvement to meet the City’s objective of 
offering competitive Total Compensation. There are flags that indicate the health 
coverage plan seems to be on the “expensive” end in the market, and from an employer 
contribution standpoint, the City is incurring costs higher (relatively speaking), than 
many of its peers.  
The decisions to make significant benefits changes are weighty, particularly in looking 
at all elements of Total Compensation (direct pay and benefits) and involve in-depth 
comparisons of the City’s financial investments given different choice points under 
potential consideration.  
Importantly, we conclude that the benefits program at the City of Fond du Lac is clearly 
employee-centered and shows a distinct commitment to employee well-being. 

3. Development of a New Pay Structure 
Based on the direction we received in an initial working session on pay structure design, 
as well as Department Head input, we developed specific pay structure 
recommendations. 

Current Pay Structures: (City and Library): In examining the composition of the 
current pay grades, we see the following attributes: 
- The range width (from Min to Max) is 28.6%. 
- There are 11 pay steps - meaning that, if employees are hired at Step 1, they 

typically reach the Range Maximum in about 10 years. A number of events can 
impact progression, such as a job change which in some cases will be a promotion. 

- The middle of each range (called the “Midpoint”) occurs at Step 6, which we refer 
to as the “Control Point.” 

- Over time, the pay of individual employees increases about 14% between the 
Minimum and Midpoint and another 13% from the Midpoint to Maximum. However, 
because of nearly annual general increases, actual pay increases substantially 
more than the 28.6% “lift” from Minimum to Maximum. 

- The average step increase is 2.5%, by way of equal dollar increases as employees 
move through the steps within their pay grade. 

- The City has a history of providing nearly annual general or “across-the-board” 
increases, meaning that until the employee reaches Step 11, they receive two 
increases each year – a step increase and a general increase. 

- The configuration of, and operation of, the step-based pay structure is consistent 
with contemporary public sector pay management in many public sector 
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jurisdictions. 
- The average pay range width among the market peers is wider, at 38%, which led 

The Archer Company to recommend wider pay ranges to be more competitive in 
the market. The new ranges are 40% wide from Minimum to Maximum. 

The Archer Company’s approach to pay plan development seeks to find a balance 
between internal equity concerns (e.g., fairness across all positions in the organization) 
and external equity (i.e., establishing competitive pay ranges for all positions in the 
market). We accomplish this by utilizing regression analysis to align job evaluation data 
with the market data. Utilizing data derived from the market analysis and the job 
evaluation process, benchmark job average range midpoints were mathematically 
regressed against their corresponding job evaluation points for the purpose of 
establishing the organization’s pay line. 
Regression Analysis: While the goal is to use as much of the data gathered as 
possible, analysis determines whether specific organizations or benchmarks will be 
included in the regression calculations. To be included in the regression analysis, 
benchmark positions must meet three requirements: 

1) A sufficient number of matches from responding jurisdictions. 

2) The definition of the benchmark has not changed significantly from the 
description provided in the survey, and 

3) The matches from an organization remain true to the intent of the benchmark 
description. 

Next, each individual response is compared to the market average for the 
corresponding benchmark. Those responses that were significantly above or below the 
market average were again examined for validity and appropriateness for inclusion in 
the regression. In a few cases, follow-up contacts were made to surveyed 
organizations and job descriptions were reviewed to ensure the appropriateness of job 
matches. If it was concluded that a response was an outlier, the response was not 
included, and the market average was recalculated to reflect the shift in matching 
responses. 
After thorough analysis of the survey data, we determined a pay line using regression 
analysis to identify the relationship between the market averages and corresponding 
evaluation points for each benchmark. 
Statistical Results: A “line of best fit” – the pay line – is drawn from the regression 
analysis, and that line becomes the market rate (translated into grade “market control 
points”) for the proposed salary ranges for the City. When displayed graphically (see the 
graph below), the line does not pass through, or touch, all points, but rather minimizes 
the overall distance from the points to the line. The goal is to ensure that the linear 
regression provides a “good fit” for the benchmark positions. 
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A good fit—measured statistically using correlation and standards of error calculations— 
is one in which the change in salary from one grade to the next can be explained by a 
corresponding change in the number of evaluation points assigned to those positions. 
Not all variance may be explained; therefore, some points will be above and below the 
line. 
This relationship is typically measured by the coefficient of determination as well as the 
coefficient correlation. The regression statistics displayed in the charts above show a 
very high degree of relationship between job evaluation points and market pay. 
Practically speaking, this means that the job evaluation points assigned to City jobs by 
the Archer Point Factor Job Evaluation System are an excellent predictor of the worth 
of the job in the outside market. In that way, we are confident that the new pay ranges 
built on the new pay lines will effectively balance internal equity and market equity. 
In this regression analysis, the coefficient of determination is .9466 – a good fit between 
internal value and market value.  

The pay grades and ranges are built around the pay line (line of best fit, above) such 
that the new Pay Range “Market Reference Points” for each grade are close to the 
average Range Midpoint found in the market for the jobs assigned to any particular 
grade. 

Proposed Pay Structures, Pay Grades and Pay Ranges  
The Archer Company incorporated our findings from the review of the current 
Classification and Compensation Plan, as well as the Market Assessment, to provide 
recommendations for the City’s pay structure. This phase constituted several steps: 
A. Pay Structure Working Session: We conducted a working session with the 

Project Team to understand the market results and gain input on the strengths 
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and potential weaknesses of the current pay structure.  
Part of this discussion required us to focus on understanding whether the City 
wished to have a consistent market position with each employee department/job 
function or whether there was an interest, and perhaps market rationale, for 
using more aggressive ranges for certain groups.  
As we created the proposed structure in this phase of the project, our goal was 
to ensure the structure supports and facilitates the City’s objectives, 
Compensation Philosophy, and operations. The creation of a compensation 
structure, or structures, involves a detailed understanding of the City’s human 
resources objectives and philosophy regarding compensation, so that the 
structure supports both elements and appropriately balances internal equity and 
market competitiveness. Key structural elements, such as the number of pay 
grades and pay range width, are recommended based on a thorough 
understanding of the City’s Compensation Philosophy and policies with respect 
to key “compensation events” such as hiring salaries, promotions, and 
reclassifications.  

B. Final Pay Plan and Pay Structure Design: A full understanding of the 
Classification Plan, input from the Project Team and Department Directors, and 
the market data provided the necessary input to create a structure that we 
believe best aligns with the City’s specific compensation objectives, challenges, 
and concerns. 
We have created a unified City structure that is applicable to the Library, as well 
as the remainder of City departments.  

The proposed pay structures consists of grouping jobs into pay grades based on 
similarity in evaluation points (internal equity) and market pay levels. Theoretically, 
each job could be assigned to its own pay grade and pay range. The disadvantage of 
this approach is that it could require adjusting the pay grade assignment and pay range 
for a job up or down for relatively small changes in job duties and responsibilities. So, 
we use the approach employed in this study as a reasonable and sustainable 
methodology for pay structure design and administration. 

Key Pay Structure Elements: 

• Each City job is placed in the pay grade within the assigned structure along 
with jobs of similar internal value (measured by our job evaluation system) 
and similar market value. 

• Each pay range is now 40%, up from 28.6% in the current structure. 

• The pay structure is “tied to” the market at Step 6/Market Reference Point. 
For each grade, this step approximates the average Range Midpoint in the 
market for all jobs assigned to that grade. 

• The initial structure we created via regression analysis was adjusted up by 
1.5% to approximate the average market salary movement that will have 
occurred between the time of the survey and the time the plan is 
implemented.  
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• Each pay grade has been divided into thirteen pay steps (an addition of two
steps from the current plan) to provide additional salary growth opportunity
consistent with range widths we saw in  Fond du Lac’s market. In the new
plan, there is a 20% pay growth opportunity through the steps between Step
6/Market Reference Point and the Maximum (compared to 13%, currently).

• There is a 17% difference between the new range Minimums and Market
Reference Points.

• Importantly, the ranges associated with each pay grade are designed to be
competitive for all jobs within a given pay grade (assuming the City does
adjust the structures based on the market every 1-3 years, and ideally, no
less often). In fact, the City does regularly adjust the pay structure.

The recommended pay structure is provided as Exhibit 5. This exhibit shows key 
structure elements such as range width, differentials between Market Reference Points 
as well as showing the previous and new range section widths and total range width 
(from Minimum to Maximum).  
Pay Range Width: The pay range widths of 40% are competitive in the market. It will be 
important that the structure itself be adjusted every year or two at the most, based on 
then-current market information on pay structure increase trends. 

The New Ranges Are Competitive: We provided a report to the Project Team which 
shows that the new ranges will be competitive in the market in which the City competes 
for its employees, with the average variance between range Midpoint and market 
Midpoint at 2.3% above market.  
As stated, all jobs subject to the City’s non-represented pay plan have been assigned 
pay grades based on their job evaluation points (internal worth). The assignment of 
each job to a Classification Title, with the commensurate assigned pay grade, are 
shown in several exhibits:  
Exhibit 6 City of Fond du Lac Pay Grades and Steps 
Exhibit 7 City of Fond du Lac Pay Structure Pay Grade List 
Exhibit 8 City of Fond du Lac Pay Structure Classification Title List 
Exhibit 9 Cross-Reference List of Current to New Job Title and Pay Grade 

Exhibit 10 shows the relationship between the new range Midpoints and the average 
Market Grade Midpoint for each of the surveyed (benchmarked) jobs. This exhibit 
shows that the new ranges will be competitive in the market in which the City competes 
for its employees, with the average variance between new Range Market 
Reference Points (Step 6) and Market Midpoints of + 4.4%.  

4. Pay Compression Diagnostic and Strategy Process
We completed a thorough compression analysis and created remediation strategy 
recommendations. 

The intent of this phase was to fully understand the nature of the compression issues 
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at play, measure the degree of severity, and work with the Project Team to explore and 
cost out potential remediation strategies. In the end we created a plan implementation 
strategy to provide some relief to pay compression found in the pay plan, despite a very 
proactive strategy used by the current Human Resources Department to minimize 
compression by careful setting of starting salaries.  
The compression remediation strategy would have placed the employees’ in their new 
grade and range based on two factors: 

1. Current Compa-Ratio 
2. Length of Time in Current Position 

The compression reduction strategy focused on making select salary adjustments that 
improve the market position of employees’ salaries that are currently below Step 
6/Market Reference Point, particularly in cases where the employee had long tenure in 
their current job role. Specifically, relatively larger increases would be provided to 
employees with more tenure in their job and those that are currently the farthest away 
from Step 6/Market Reference Point. 
The costs associated with implementing a compression reduction strategy were 
estimated to be approximately $707,100, which is an additional 5% increase to current 
base salaries (and does not include the additional benefit costs which go hand-in-hand 
with increases to base salaries).  
Going forward, one of the best offenses against pay compression is the judicious use 
of the step-based pay structure, with relatively few exceptions to the policy on hiring 
salaries and the timing of step progression. Regarding the determination of hiring 
salaries, we urge the City to consider developing a “pay calculator,” which can be 
manual or automated (generally, Excel) but determines the hiring salary based on an 
assessment of related education and experience, and based on that “score,” sets the 
appropriate hiring salary. Decisions must be made on such items as 1. The relative 
importance of Fond du Lac job experience versus external experience, 2. The value to 
be given to formal education versus related experience, and 3. The definition of 
“related” experience. The City makes these judgements now. The difference in using a 
pay calculator is the standardization of the “rules” that calculate the final hiring salary, 
and the fact that the standardization maximizes consistency in these decisions.  

5. Development of a Plan Implementation Strategy 
In this phase we provided options for timing and expenditure levels that align with the 
City’s compensation objectives and philosophy. 

With the preceding objectives complete, The Archer Company worked with input from 
the Project Team to create three options for the implementation of the new pay 
structures. The City then estimated costs for, and has chosen, a fourth and final 
implementation strategy.  
To support the costing of our recommendations, The Archer Company collected current 
payroll and supplemental information. Each employee was assigned to a job title, pay 
grade and salary range. The implementation options were based on significant input 
from the Project Team, and indirectly, input from the City Manager’s Office.  
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The implementation options that were considered and estimated in terms of 
implementation costs were: 

1. Bring all employees below Range Minimum to Range Minimum, and no
increases for any other City employees.

2. Bring all employees below Range Minimum to Range Minimum and bring the
remainder of City employees onto the step in their new grade range, which is
closest to, but not less than, their current salary.

3. This was the compression reduction scenario discussed above, in which
employees are placed at a target salary based on length of time in their role and
their current compa-ratio in the new range (current salary/new range midpoint).
Relatively larger increases are provided for employees with more tenure in their
job and those that are currently the farthest from the market reference point in
their assigned pay grade and range.

4. Bring all employees below Range Minimum to Range Minimum, and for all other
employees, first bring them to the step closest to their current salary (without
reducing it) and then provide one additional pay step.

Option 4 has been chosen by the Project Team and ensures that each employee 
receives a minimum of a 2.6% increase upon implementation, and for employees below 
Range Minimum, the increases are larger. 
We stress the importance of bringing the approximately 82 employees whose salaries 
are currently below the recommended Range Minimum to the Range Minimum as part 
of initial implementation. Their salaries are considerably below “market” and as such 
remain a continual risk for retention, as well as hampering the ability of the City to 
generate a “healthy” pool of qualified applicants.  

Plan Implementation Steps 
The assumption is full implementation on 1/1/2026, the first day of the next fiscal year. 

The steps to be taken by the City to implement the recommended pay structure are 
summarized as follows: 

• On the plan implementation date, 82 employees’ salaries will be moved to the
Range Minimum for their new assigned pay grade and range and then will move
to the second step in their pay grade and range.

• All City employees will be brought one step beyond the step in the new structure
that is closest to their then-current salary (at implementation date).

Implementation cost estimates were prepared by the Archer Company and 
discussed with the Project Team.  
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6. Review and Make Recommendations on Certain Compensation 
Policies 

Primarily, this included a review of several key salary administration policies that were 
identified by the City Manager and Project Team to be in need of review and 
recommendation if appropriate.  

We conducted a working session with the Project Team, reviewing current policies as 
well as concerns and “pain points” within the current Compensation Program.  
In the remainder of this section of the report, we reviewed each of the ten (10) areas of 
salary administration that was reviewed with the Project Team and in most cases the 
City Manager. Our findings and recommendations are presented as well. 
These areas are: 

1. Pay-for-performance 
2. The approval process for starting salaries 
3. Definition of what constitutes a job “reclassification” 
4. Promotion and reclassification salary adjustments 
5. Clarification of the City’s longevity pay program 
6. Equity adjustments 
7. Market adjustments 
8. Promotional salaries in the case of promotion to a supervisor role 
9. Administration of the salary for the City Manager role 

 
1. The Interest in and Readiness for Pay-For-Performance at the City of Fond 

du Lac 
The City links pay growth within an employee’s assigned job classification to 
performance only by withholding step increases if performance is not satisfactory. This 
is rarely done. The Project Team was of the firm belief that the implementation of a 
merit-based or pay-for-performance program would be a significant change for the City, 
and their major concerns were about 1. Fairness and 2. Sufficient funding. 
The Archer Company has successfully worked with many organizations to implement 
pay-for-performance programs. In short there are three key factors that must be 
present for success: 

1. Sufficient funding to truly recognize exceptional performance. 
2. A well-designed performance management program (form, significant 

management training, performance rating calibration sessions, etc.), and 
3. The full support and active championing of the chief executive. 

At present none of these three critical components are in place. This is true with most 
Archer Company clients, so  Fond du Lac is certainly not alone. In any case, we concur 
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with the Project Team’s conclusion that pay-for-performance is not a viable option for 
the City at this time.  
Should the City wish to move in this direction, we recommend the City start with an 
“Exceptional Performance Award” Program where a small budget (e.g., 1.5% of base 
salaries) is set aside for the one-time payment/reward of exceptional performance. The 
Archer Company has significant experience creating these kinds of programs and 
would be happy to discuss options, examples, and considerations. In any case, this 
type of program is a good “first step” toward linking performance contributions to 
monetary rewards in a way that can be highly structured and carefully administered 
with relative ease. 

2. The Approval Process for Starting Salaries 
The current policy is that the City can offer up through Step 3 of the pay grade in the 
case of a new hire. If a candidate’s profile merits a higher starting salary, Human 
Resources does perform an internal equity impact analysis (a practice which we highly 
endorse), and in some cases will ask the City Manager to approve a higher pay step 
for a starting salary.  
Increasingly Human Resources has had to ask for more “exceptions” and they believe, 
and our analysis supports, that this has been the case because the pay ranges have 
become non-competitive in many cases. Adoption of the new structure, and annual 
attention to the market trends in pay structure and pay increases will minimize the need 
for exceptions to the starting salary policy.  
Archer Company Recommendation: It is our assessment that the Human Resources 
Department has a highly experienced and trained professional staff who are capable 
of judiciously governing the starting salary decisioning more independently. We 
recommend the following approval policies: 

1. Salary offers up to and including Step 3 can be approved by the Human 
Resources Manager. 

2. Salary offers from Step 4 through Step 6/Market Reference Point will be 
reviewed and approved by the City Attorney/ Director – Human Resources with 
budget input from the Chief Financial Officer. 

3. Finally, salary offers above Step 6/Market Reference Point, which should now 
be rare, should be reviewed and approved by the City Manager. 

4. In all cases, the Human Resources Manager should prepare a 
recommendation, with appropriate documentation and rationale, to provide to 
the City Attorney/Director - Human Resources. An internal equity analysis 
should accompany each recommendation for a starting salary. 

3. Definition of What Constitutes a Job “Reclassification” 
We had considerable discussion about this policy with the Project Team and the City 
Manager. In addition, in each individual Department Head Interview, we asked how the 
Department Heads viewed the purpose of the policy and how they used it, as well as 
their level of satisfaction with the policy. 
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The current City policy reads as below: 
Reclassification – If a supervisor and/or employee has facts which indicate a position is 
improperly classified, the employee may work with his/her supervisor to submit a written 
request to their Department Head to request a reclassification. If the Department Head 
approves the request, the employee will work with his supervisor and the Department 
Head to complete a job description questionnaire, which all will sign and submit to the City 
Attorney/Director – Human Resources for review. The City Attorney/Director – Human 
Resources may use outside compensation consultants to review market data and make 
recommendations. The City Attorney/Director - Human Resources will submit the 
recommendations and reports to the City Manager. The City Manager will decide which 
recommendations to accept and what can be added to the City Budget, so that any 
approved reclassifications are duly adopted as part of the annual City budget.  

6) Department Reorganization – If a department or division is reorganized, position 
descriptions for all affected employees will be submitted to the City Attorney/Director – 
Human Resources for review and approval as part of such reorganization subject to 
approval of the City Manager. Reorganized divisions or departments that have new 
positions or classifications will subsequently be duly adopted as part of the annual City 
budget.  

A reclassification policy should be utilized when a job is thought to have significantly 
changed over time. The intent of a reclassification policy is to determine if, through the 
employer’s job evaluation methodology, the job has changed enough to merit a 
different pay grade. 
In policy language and in practice at the City of Fond du Lac, the policy is also being 
used when a department wants to review the current level of pay in the market. This is 
not the intended use of the Reclassification Policy, per the Project Team, and therefore 
policy changes should be considered. 
Archer Company Recommendation: We are providing draft policy language that we 
believe better aligns the policy with the intent of the City, and best practices, as to the 
judicious administration of a Reclassification policy. We urge the City to consider the 
language and adopt it as it is written or with modifications that will work for the City. 
Note this proposed language is broader than just strict reclassification and touches on 
subjects that we believe additional policy language would benefit the City: 

Job Analysis and Classification Studies 

Based on studies made by the Human Resources Department on new or proposed 
positions and on the recommendations resulting from such studies, the City 
Attorney/Director - Human Resources will place the position in the proper classification 
reflecting the nature, duties, and requirements of the work. 

Based on such studies, the City Attorney/Director - Human Resources may determine a 
reclassification of a position to a different classification due to a significant change in job 
duties and/or qualifications is warranted.  

In the case of proposed changes to an existing job or a proposed new position, in every 
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such case, the position must be analyzed, and the appropriate job classification 
determined before administrative action can be taken on appointments, transfers, 
promotions, changes in pay grade or new hire decisions. 

Evaluating Positions for Classification Determination  

Evaluating New Positions  

Over time, departments may require the creation of new positions within their area to 
meet new and evolving needs. Departments will submit a completed Job Description 
Questionnaire and updated organization chart when they request a new position. Human 
Resources will determine the appropriate job classification of the new position based on 
job documentation and consultation with the Department Head as needed to fully 
understand the role, and its potential impact on other roles in the department. Human 
Resources will also provide consultation on the appropriate staffing of the new position, if 
it is approved by the City Manager, including whether a role must be posted and advertised 
outside of the department and/or to the public. 

Adding a New Job Classification 

A new job within the classification system is created only when it is demonstrated that a 
current classification does not currently exist in the City’s Classification Plan that 
adequately captures the scope and/or primary job functions. In each case of a request for 
a new job classification the Department Head must provide a Job Description 
Questionnaire to Human Resources for evaluation.  

Reclassification of Existing Positions  

Job responsibilities and requirements may evolve over time to meet the City’s changing 
needs. Human Resources will review the program and market data regularly, to take these 
incremental changes into account. However, there may be times when there are significant 
permanent changes to the responsibilities of a job due to reorganizations, business needs, 
new initiatives, etc. The City Attorney/Director – Human Resources may initiate a 
reclassification review, or a review can be requested by a Department Head. 

In either case, a reclassification review must include: 

1. Position control information 

2. Justification of the change/business change 

3. Job Description Questionnaire (JDQ) for the identified role with a written 
description of the nature and extent of the changes including addition/deletion of 
duties and responsibilities 

4. Current and proposed organization charts (if the organization structure is being 
modified) 

5. Availability of funding in the current fiscal year to support the reorganization 

The reclassification of an existing classification or position within a multi-incumbent 
classification should be based on significant changes (normally minimum of fifteen percent 
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(15%)) of the positions’ duties and responsibilities. Such changes should typically be 
reflected in such factors as increases in the level of training or skills, knowledge, 
responsibility, scope of supervision, working conditions and accountability. 

The Reclassification policy should not be used to reward or punish job performance, 
dependability, or loyalty; to recognize an increased volume of work; or to assist with an 
employee’s financial needs.  

Reclassification may result in a classification or a position within a multiple incumbent 
classification being moved into a higher or lower pay grade, depending on the nature of 
the change. Reclassification requests are likely to require a review of other roles impacted 
within a department and may lead to the reclassification of other jobs within the 
department.  

In cases where a position within a classification with multiple incumbents is found to 
perform work that is significantly different than other incumbents in the same class, the 
position will be reclassified to the appropriate job classification and pay grade. 

In some cases, the Human Resources Department will initiate a Reclassification study if the 
Department becomes aware of significant changes in one or more positions or entire job 
classifications. Similarly, where it becomes clear that a job change in one job has led to 
another job in the department gaining or losing responsibilities, Human Resources may 
expand the scope of their review.  

Please note: If Human Resources receives information that indicates a position is classified 
incorrectly, Human Resources has the right to request position documentation to review 
and make appropriate changes.  

Not all changes to a job warrant a grade or salary change. Examples include:  

1. Use of different tools to manage the same responsibilities – this most frequently 
would be the introduction of technology to automate current manual processes, or 
updates to existing technology.  

2. The need for additional training to perform an existing task differently, e.g., the 
introduction of a new computer system. Training does not generally change the 
fundamental nature of the job itself. 

3. Similar responsibilities are being added or exchanged for existing responsibilities.  

4. The volume of work is increasing or decreasing somewhat but the complexity of 
the work does not change.  

5. Attainment of a degree or other educational milestone, unless this results in 
changes to the job, level of authority, scope of responsibility, etc.  

Examples of significant job changes that warrant a review of the pay grade and/or salary 
include:  

1. Introduction of technology that has a material impact on responsibilities and/or 
that requires specialized training.  

Page 294 of 505



2. Additional responsibilities are different from the existing responsibilities and 
require considerable training/study to learn.  

3. The level of accountability has changed significantly, such as significant changes to 
budget responsibility, additional people management responsibilities, etc.  

If the change reflects an upgrade, potential pay adjustments will be determined by the 
promotion guidelines. If the change reflects a downgrade, pay actions will be determined 
by the demotion guidelines.  

Only applicants who meet minimum qualifications can be considered for a reclassified 
position assigned to a City of Fond du Lac job classification (single or multi-incumbent). 

A job may not be considered for reclassification more than once in a rolling 24-month 
period.  

Reclassification may result in a classification or a position within a multiple incumbent 
classification being moved into a higher or lower pay grade, depending on the nature of 
the change. 

Classification Reviews at the Time of a Position Vacancy or Department Reorganization 

Position Vacancies: 

When a position becomes vacant, the Department Head must notify Human Resources of 
an intent to fill the position and indicate whether the essential job functions and 
qualifications are still the same, or if different, must submit to Human Resources a job 
description outlining duties and responsibilities, as well as qualifications required for the 
position. 

Department or Division Reorganizations:  

When a department or division is reorganized, the Department Head must submit updated 
job description questionnaires for all affected positions, including justification for re-
organizing the department or division. Justification should be based on cost reduction, 
improved productivity and efficiency or a combination of these factors. In addition, the 
Department Head will furnish a current and proposed organization chart. 

****** 

In the case of both vacant positions and reorganizations, the Human Resources 
Department will perform a job analysis and determine the appropriate job classification 
for each impacted role.  

Final job classification decisions are the responsibility of the City Attorney/Director – 
Human Resources, with the exception of the “executive team” roles, for which the City 
Manager approves the final classification decision. 

Working Titles  

In addition to, and apart from, the classification title assigned to a position, a department 
or unit may grant an employee a working title. Each position is assigned a classification title 
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based on the responsibilities and scope of the position. The classification title is the official 
payroll title and, in most cases, adequately describes a position. However, if a position 
needs further clarification to identify a specific function, area, or specialty, a working title 
may be used to provide a better understanding of the job. Working titles may also be used 
to differentiate between similar roles in a workgroup or distinguish between similar 
specialties within a classification. 

City of Fond du Lac Working Title Guidelines: 

• A position may have only one working title. 

• The working title may not duplicate another classification title. 

• Working titles must clearly describe the function, responsibilities, or scope of the 
position, and should not misrepresent the legitimate authority or function of the 
position. 

• Terms that are easily recognized and understood by internal and external entities 
should be used in lieu of abbreviations. 

• Titles that connotate a level of “people leader” within the City’s organization 
structure can only be assigned by Human Resources. These titles include “Director,” 
“Assistant” or Deputy Director,” “Manager,” and “Supervisor.” 

• All working titles must be approved by the City Attorney/Director – Human 
Resources prior to their use.  

4. Promotion and Reclassification Pay Adjustments 
The current policy for promotional pay increases states as follows: 

Promotions - The City recognizes that career advancement through promotion is an 
important aspect of most employees’ working life. This makes promotion an important 
recruitment and retention tool for the City. A promotion occurs when an existing employee 
is competitively selected as the most qualified candidate for an existing vacant position; or 
to reward an employee who has mastered all elements of the current job and meets the 
requirement of a higher-level job. When the circumstances warrant, the City reserves the 
right to fill positions by offering promotions to current employees. The City further 
reserves the right to determine what the appropriate level of compensation and benefits 
an employee will receive if he/she chooses to accept the promotion. Most employees may 
anticipate at least a 2.5% increase in pay when accepting a promotion. All promotions will 
include an orientation period set by the City. If the employee is unable to satisfactorily 
complete the orientation period in the new position, the City may offer the employee the 
opportunity to return to his/her previous position if it is still available.  

The policy also states that the City may choose to place the promoted employee at a 
higher step than the policy above would dictate, based on “circumstances” warranting 
a higher increase. Those circumstances are not specially defined in the language. 
In practice, in the case of promotions as well as reclassifications that result in a grade 
change, the City typically provides a minimum of a 2.5% increase, within the new pay 
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grade and range. If the new job is an exempt role, Human Resources reviews the last 
three years of gross earning(regular and overtime pay) and makes a final salary 
decision based on consideration of these last three years of earnings. However, there 
is no formula or specific way in which this analysis leads to the final promotional salary 
decision. Generally, per the Project Team, promotional increases average a bit more 
than 2.5%, with some exceptions.  
This City’s promotional adjustment amount is significantly below the predominant 
market practice, both in terms of what was reported by the peers in the custom survey 
as well as in national market data representing thousands of employers. The Archer 
Company reviewed two major national surveys on promotion/reclassification increases 
and found the average promotional increase hovers between 8% and 10%. 
Archer Company Recommendation: We recommend a change in policy to bring 
promoted and reclassed employees to the new Range Minimum or to a step which is 
closest to an eight (8) percent base salary increase, whichever is greater. 
We were also asked to provide draft policy language on a broader policy covering 
promotions, reclassifications, demotion, lateral transfers, and temporary work 
assignment changes. We urge the City to consider this language as a starting point: 

Promotions 
A promotion is defined as the movement of an employee from a position in one 
classification to a position in a different classification in a higher pay grade within the City’s 
pay structure.  
It is important to note, only applicants who meet minimum qualifications can be 
considered for the promotion.  
 
The City of Fond du Lac believes that the pay increases for promotion should be significant 
enough in magnitude to provide an obvious incentive to take on a higher-level role as well 
as to stimulate interest in aspiring to higher level positions within the organization. Such a 
move generally warrants an increase in base pay to recognize higher level responsibilities 
and to ensure that the compensation for the new job is consistent with market and internal 
equity. An exception may occur if the employee’s current compensation is high in the pay 
range for the new job and a base pay increase is not necessary.  
 

A. Effective Date of a Change Employees may be promoted at the beginning of any pay 
period. 
 

B. Pay Change Amount: Human Resources uses a structured process to determine the 
amount of the promotional pay change. 

The specific considerations utilized to determine the appropriate pay rate in the case of a 
promotion are: 

1. Amount and type of directly related, and functionally related, job experience at the City 
as well as at other organizations, as the experience applies to the new assignment. 
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2. Job-related formal education, certifications, licenses as they apply to the new 
assignment. 

3. Current pay levels of the employee’s direct supervisor in the new role as well as 
any positions that will report to the new employee in their new role. 

4. Current pay levels of employees in the same job title as the new role. 

This analysis requires comparing the proposed pay rate to the pay of current incumbents 
in the same job title (or who perform comparable job duties) within the immediate work 
area and department by considering the salaries, performance, knowledge, skills, 
experience, and education/certification/licenses of those incumbents.  

Because the City consistently measures market demands for jobs in our organization, the 
need to adjust a promotional salary due to “market conditions” will be unusual and will 
require justification to be approved by the City Attorney/Director – Human Resources. 
Please refer to the policy on “Market Adjustments” for more information.  

The starting point for a promotional salary increase will be 8%, however if the analysis of 
appropriate considerations suggests something different, any increase higher than 10% of 
base salary will be subject to the approval of the City Manager – as a policy exception. 

In no case will the new salary or hourly wage be less than the Range Minimum of the new 
salary range or higher than the Range Maximum of the new salary range.  

All final decisions will be made by the  City Attorney/Director – Human Resources (unless 
a policy exception is brought to the City Manager for approval).  

Demotions 
A demotion is the movement of an employee from a position in one classification to a 
position of another classification in a lower salary grade.  

A voluntary demotion occurs when an employee applies for a job in a lower pay grade. A 
demotion generally warrants a pay decrease, however, Human Resources will apply the 
same guidelines as shown in the “New Hire Pay Determination” section in making a salary 
recommendation to the City Attorney/Director - Human Resources in the case of a 
demotion, to ensure an appropriate and internally equitable pay decision is made.  

Appropriate employee compensation should be determined by evaluating the incumbent’s 
current pay, the pay range associated with the lower pay grade, the knowledge, skills, and 
performance of the incumbent, and pay of other similarly situated employees.  

If a demotion is due to reorganization, Human Resources will evaluate circumstances on a 
case-by-case basis. Only applicants who meet minimum qualifications can be considered 
for the position.  

In no case will the new salary or hourly wage be less than the Range Minimum of the new 
salary range or higher than the Range Maximum of the new salary range. 

All final decisions will be made by the City Attorney/Director – Human Resources. 
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Transfer/Lateral Moves 

A transfer is the movement of an employee from one position to another in the same 
classification in a different department (intra classification transfer), or the movement 
from one classification to another classification having the same salary grade and range 
(inter-classification transfer).  

Since jobs in the same grade are generally equivalent in terms of responsibilities, 
requirements and market salary, a salary adjustment is usually not warranted. However, if 
a pay change is proposed, typically a lateral move warrants a salary increase of less than 
5%.  

All final decisions will be made by the City Attorney/Director – Human Resources. 

Work Assignment Change 
The movement of an employee from one position to another in the same classification in 
the same department is not a transfer, it is a change in work assignment. There is no pay 
change associated with a change in work assignment.  

5. Clarification of the City’s Longevity Policy
Considerable discussion was held with the Project Team and the City Manager about 
the role of the step program at the City of Fond du Lac. Particularly with the addition of 
two additional steps, it is important to clarify and emphasize that the pay steps above 
Step 6/Market Reference Point are in place to directly reward continued service to the 
City in the employee’s current position. 
Many public sector clients stop pay growth past the “market reference point.” Many 
employers also offer fewer steps or other pay growth opportunities past that point as 
compared to the seven (7) additional steps and 20% pay growth opportunity that is 
recommended in this study.  
It is important to emphasize that in the new pay structure, steps L1-L7 are the “longevity 
zone”. By providing these seven steps above the Market Reference Point, the City 
is directly rewarding long service by offering employees the opportunity to earn 
up to 20% above the average or going rate of pay in the City’s competitive labor 
market.  

6. Equity Adjustments
The City’s Human Resources policies do not provide for “equity adjustments.” Equity 
adjustment policies, which we endorse, are used to provide for generally small pay 
adjustments where an internal equity analysis determines that an employee is not paid 
equitably. This typically happens in an analysis of the incumbents within a multi-
incumbent job, and an analysis of time in the job, experience, and education, and 
perhaps performance, leads to the identification of an “outlier” – an employee whose 
salary is out of line. An equity adjustment policy provides Human Resources with the 
authority to bring the salary of that employee in line and restore internal equity within 
that job title.  
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This policy can be supplemented by periodic review of individual pay rates within job 
titles, pay grades and job families, to identify any “outliers” and then make 
commensurate adjustments, when inequities are identified. 
We are providing an example policy for the City’s consideration: 

Equity Adjustments to Pay 

As an equal opportunity employer, the City of Fond du Lac will remain vigilant to ensure 
that salary differences and pay decisions are neutral with regard to race, color, gender, 
sex, religion, national origin, age and/or disability, statuses which are protected by federal 
and state law. The City Attorney/Director – Human Resources and the Human Resources 
Department are responsible for establishing and maintaining equitable pay relationships.  

Equity adjustments are intended for situations where individuals within the same job 
classification, having similar qualifications and years of experience, are paid at substantially 
different rates. In those instances where inequities exist that cannot be attributed to 
differences in experience, education, knowledge, skills and/or abilities, an equity 
adjustment may be provided to rectify the situation.  

Potential internal inequities will require the Human Resources Department to perform an 
internal equity assessment. The assessment attempts to identify and address inequities in 
compensation between employees who are considered similarly situated and are 
performing similarly. Internal equity does not attempt to make pay exactly the same for 
employees simply because they are in the same job title, but rather considers the 
similarities and dissimilarities in experience, skills, abilities, and record of job performance, 
and aligns the pay fairly and equitably based on those factors. 

Such adjustments will be recommended by the Human Resources Manager to the City 
Attorney/Director – Human Resources for consideration and approval.  

7. Market Adjustments to Pay
The City does not currently have a policy in place to address situations which may arise 
from time to time where a focused market review is appropriate. The Project Team is 
interested in adding such a policy. A market adjustment policy will also help Department 
Heads understand the difference between a reclassification situation and a market 
adjustment situation. The two situations are inadvertently co-mingled now in the 
administration of the City’s reclassification policy.  
The purpose of a market adjustments policy is to ensure that the salary range for each 
City job classification remains competitive with the external job market, adjusting for 
factors such as rising skill demand or industry trends. Similarly, market adjustments to 
individual salaries can be an option used carefully by Human Resources to adjust 
salaries in cases where the salary lags the market rate for a position, given a certain 
amount of time in the job, based on external factors such as industry trends and 
competitors salaries. Market adjustments should only be considered where there is 
clear documentation of a substantial market issue including a prolonged period of 
inability to hire qualified candidates, despite multiple postings and other recruitment 
efforts.  
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Here are some drafts of policy language for the City’s consideration: 
Market Review of Critical/Challenging Roles 

The City of Fond du Lac is committed to periodic market studies to ensure the City’s pay 
structure is competitive in the market in line with the City’s philosophy of offering 
competitive pay ranges.  

In addition, jobs that are found to be challenging in terms of recruitment and retention 
may be analyzed and evaluated by way of a focused market study. The list of jobs that are 
determined to need annual market reviews (expedited reviews) is reviewed by the City 
Attorney/Director – Human Resources each year.  

Market Adjustments  

The salary structure will be maintained proactively to reflect overall market movement. 
However, at times, unusual market conditions may warrant targeted adjustments within 
the salary structure. In these cases, it may be necessary to adjust salaries to recognize 
significant market changes in a particular job or job family. Because the City consistently 
measures the market for pay levels among our competitors, we expect these cases to be 
relatively unusual. 

In these cases, the City Attorney/Director – Human Resources will be responsible to 
conduct a targeted market study and provide a recommendation as to a market-
adjustment for an individual position or job classification, as appropriate. Other factors 
appropriate for consideration are the employee’s performance, years in the job, and 
education/certifications/licenses. The City Attorney/Director – Human Resources is also 
responsible for ensuring that the market adjustment does not cause internal equity issues 
as part of the analysis. 

Each year there is an ongoing market-adjusted job classification presently listed on the 
City’s Classification and Compensation Plan, Human Resources will update the market data 
for those particular jobs to determine if a market-adjusted pay grade is still necessary. If it 
is not, the job will be returned to the original pay grade.  

All final decisions will be made by the City Attorney/Director – Human Resources and will 
take into consideration affordability and City budget constraints as may be applicable at 
the time. 

8. Promotions to a Supervisory Role 
This is another area of some consternation among a few Department Heads, who are 
concerned that in some cases, the promotional increase given to employees who take 
on supervisory responsibilities acts as a disincentive.  
As part of the effective compensation administration activities conducted by Human 
Resources, the pay of supervisors as compared to their subordinates must be regularly 
monitored, especially if there are factors that lead to pay changes for the subordinate 
group that do not directly impact the supervisors, such as the existence of collective 
bargaining agreements impacting the wages for subordinate groups. 
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On this subject, we offer three recommendations: 
1. Adopt our recommended promotional increase guidelines, and 
2. Adopt a policy that in no case will the base salary of a supervisor be less than 

the base salary of a direct report with the same amount of tenure in their job as 
the supervisor. 

3. Continue to monitor collective bargaining proposals and settlements to 
determine if there is an internal inequity issue in terms of pay of the first line non-
union supervisor versus the pay of their subordinates. Ensure item 2 continues 
to be followed at all times.  

In terms of item 2, if an employee is promoted to supervisor, it is important that their 
base salary be at least higher than direct reports who are in their first year. There have 
been limited cases where that has not been the case as has been reported to us. 
However, if the supervisor is supervising employees with greater job tenure than the 
supervisor (meaning into their second year or beyond), we believe that the 
recommended pay structure, with pay differentials between pay grades, will allow the 
base salary of the supervisor to exceed that of all subordinates within a reasonable 
amount of time in most cases. Also, it is important to note that the top steps of the 
salaries of supervisors are higher than the top step of their subordinates, which is 
equitable given the additional responsibilities held by the supervisor. 
While there may continue to be some Department Heads who firmly believe that in no 
case should the pay of a subordinate ever exceed that of a supervisor, we do not agree 
with that opinion. In our extensive experience, there are cases where subordinates earn 
more than the supervisors, for a limited period of time. As stated, we have reviewed 
the pay structure itself, and we believe the pay range differentials are adequate to 
ensure that item 2 above can easily be met in all cases.  

9. Administration of the City Manager Salary 
Based on our wide local and state government compensation consulting practice and 
knowledge of typical practices in place for managing the pay of the chief executive role 
in municipalities, we have two specific recommendations for administering the salary 
of the City Manager role: 

1. Include the job in the City’s Non-Represented Employee Compensation Plan 
and Pay Structure. 

2. Subject the role to the same pay policies as all other City non-represented 
positions that are part of the City’s Non-Represented Compensation Plan. 

Because the City Manager is an employee (albeit under an individual contract), we 
believe it is appropriate and equitable to maintain the salary of the role and the 
administration of the salary (e.g., general and step increases), as part of the City’s Non-
Represented Compensation Plan.  
Final Observation: We noted several instances where the City’s decision on a pay 
event (new hire, promotion, reclass) is influenced by discretion on the part of the 
Human Resources Department and sometimes the City Manager. Often, individual 
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circumstances are considered, and the City works to find a solution that is best for the 
employee and City.  These considerations have, from time to time, impacted hiring 
salaries, hiring bonuses and other elements of a new hire offer.   
While individual policy exceptions are often made for the right reasons, the outcome 
can be problematic in the long run. Confidence in the fair and equitable administration 
of the compensation plan erodes, and there is some risk of informal or formal 
complaints and objections being directed to the City. Finally, it becomes very difficult 
to ensure appropriate consistency where an employer tends to use an “individual 
analysis” process which can result in variations from the City’s policies. 

Recommendation on Final Observation:  Rather than rely on “one-off,” 
departures from City policy, we highly recommend more standardization of policies 
for compensation events. We believe between the City’s current salary 
administration policies and the changes we have recommended, the policies 
themselves will be strong and should support equitable and logical salary 
administration outcomes.  
If the City is finding the need to make many exceptions in one or more policy areas 
going forward, it is likely the current policy is insufficient and an overall change, for 
consistency and fairness, should be considered. If the City chooses not to change 
a particular policy, we think it is important to communicate the City’s compensation 
philosophy clearly to all non-represented employees and to minimize policy 
exceptions.  
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III. OTHER RECOMMENDATIONS 
Along with the new pay structure implementation recommendations, as well as 
select salary administration policy recommendations we have offered in this 
report, The Archer Company has a few other compensation plan 
recommendations for the City’s consideration: 

1. Consider the following steps to ensure the Classification and Compensation 
Plan is maintained optimally, over time. 

By way of a preface, ongoing maintenance of the assignment of jobs to pay grades 
and the adjustment of pay ranges as the competitive job market changes will 
ensure the viability of this plan as a long-term solution to the City’s compensation 
needs. The key elements of effective compensation administration and 
maintenance of the integrity of a compensation plan over time are relatively 
simple: 

One. As new jobs are added or as existing jobs change, a comprehensive 
job analysis and evaluation should be performed to accurately 
measure the value of the job to the City similar to the process used to 
develop the original pay plan. The results of the evaluation process 
will determine the proper pay grade placement and pay range for 
these jobs. 

We urge the City to be consistent in the application of this process, to 
maintain the integrity of the pay plan and accuracy of the pay grades 
themselves over time. 

The Archer Company will provide individual evaluations of new and/or 
changed jobs for no charge until July 2026. Our current engagement 
includes training the HR Team on the use of our trademarked job 
evaluation system, enabling the City to evaluate and pay grade new 
jobs independently in the future. As an alternative, the City can enter 
into an agreement with The Archer Company to provide independent 
pay grade reviews starting in August 2026. 

Two. Commit to a comprehensive market study and adjustment of the pay 
structure every 4 years, and perhaps more often during times of high 
market volatility. At that time, the market data can be integrated with 
job evaluation scores once again to determine if adjustments to the 
pay structure are needed to continue to maintain a plan that 
successfully integrates internal and market worth.  

Three. In the interim years, we recommend that the City gather market data 
on pay structure increases from sources such as The Archer 
Company, World at Work, Mercer and/or by querying the peer 
organizations, and use that market data to determine 1. If a structure 
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adjustment is merited to remain competitive and 2. The amount of the 
structure adjustment. When the City provides a general, or “across-
the-board” increase, each step in each pay grade is adjusted by that 
same percentage. So, the City is regularly adjusting pay structures 
as it is, and our recommendation is intended to endorse that practice 
and encourage multiple data sources for market trend information.  

We recommend the analysis be completed annually, though the City 
may choose to adjust structures every 1, 2 or even 3 years and, 
depending on what is occurring with the external market, it should be 
able to remain competitive in its two pay structures. 

The Archer Company provides guidance to our clients each year on 
recommended pay structure movement. 

Four. Formalize a policy and process to determine the annual increase 
amount for individual employee pay increases (generally). Market 
data and trends on pay increases for the current year and next year 
can be gathered from several large survey houses, from The Archer 
Company in our annual guidance report to clients, and/or from 
requesting this information from the chosen peer organizations.  

Understanding the market trends among competitors will help the 
City determine the best way to utilize limited salary increase funds.  

2. Strategically and proactively advertise the total compensation package: 
direct pay and benefits. As a specific example, the provision of a defined 
benefits retirement plan is almost unheard of in the private sector, and if 
“marketed” correctly, should be an attraction to good candidates from the 
private sector. Candidates accept and reject offers of employment and 
make the decision to even apply for a variety of reasons, but we know with 
certainty that those organizations that deliberately advertise their total 
compensation package increase their pool of qualified candidates. 
Similarly, by communicating the total investment made by the City to 
current employees, the City is arming the employees with valuable and 
important data to consider if they are considering moving to a different 
organization. 

There are several firms that will work with the City to publish annual “Total 
Compensation” statements, calculating all costs incurred by the City on 
behalf of the employee for all components of direct compensation as well 
as indirect compensation (benefits costs). Total Compensation Statements 
are powerful communication vehicles to provide employee groups as they 
try to understand the true value of the investments made on their behalf by 
the City of Fond du Lac. 
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The City of Fond du Lac Benchmark Positions 

1 ADMINISTRATIVE SPECIALIST I 

2 ADMINISTRATIVE SPECIALIST II 

3 ADMINISTRATIVE SPECIALIST III 

4 ADMINISTRATIVE SERVICES MANAGER 

5 ASSISTANT CHIEF OF POLICE 

6 ASSISTANT CHIEF OF EMS 

7 ASSISTANT FIRE CHIEF - TRAINING 

8 CIRCULATION SUPERVISOR 

9 CITY ATTORNEY/DIRECTOR HR 

10 CITY CLERK 

11 CITY ENGINEER 

12 CITY MANAGER 

13 CIVIL ENGINEER II 

14 CLERK CASHIER  

15 DIRECTOR-ADMINISTRATION/CFO 

16 DIRECTOR-COMMUNITY DEVELOPMENT 

17 DIRECTOR-INFORMATION TECHNOLOGY SERVICES 

18 DIRECTOR-PUBLIC WORKS 

19 EQUIPMENT & COLLECTIONS TECHNICIAN (UTILITIES) 

20 EQUIPMENT OPERATOR I (CDL REQUIRED) 

21 EQUIPMENT OPERATOR II, C&M (CDL REQUIRED) 

22 EQUIPMENT OPERATOR II, WATER (CDL REQUIRED) 

23 FIRE CHIEF 

24 GIS COORDINATOR 

25 HUMAN RESOURCES MANAGER 

26 LABORATORY ANALYST 

27 LIBRARIAN I 

28 LIBRARY ASSISTANT I 
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 The City of Fond du Lac Benchmark Positions (cont’d) 

29 LIBRARY ASSISTANT I - TECHNICAL SERVICES 

30 LIBRARY ASSISTANT II 

31 LIBRARY CLERK I 

32 LIBRARY DIRECTOR 

33 LIBRARY PAGE 

34 LIBRARY TECHNOLOGY COORDINATOR 

35 MAINTENANCE & MUNICIPAL FACILITIES SUPERVISOR 

36 MUNICIPAL CUSTODIAN 

37 NETWORK & SYSTEMS SUPPORT SPECIALIST 

38 PARK CARETAKER 

39 PARK TRADE TECHNICIAN 

40 PARKS & FORESTRY SUPERINTENDENT 

41 PAYROLL MANAGER 

42 POLICE CHIEF 

43 RECORDS CLERK - POLICE 

44 SENIOR ACCOUNTANT 

45 SENIOR NETWORK ENGINEER 

46 SIDE LOAD OPERATOR 

47 STREET MAINTENANCE WORKER 

48 STREET/UTILITY FIELD MAINTENANCE SUPERVISOR 

49 TRANSIT MANAGER 

50 VEHICLE/EQUIPMENT TECHNICIAN (MECHANIC) 

51 WASTEWATER SPECIALIST I 

52 WASTEWATER SPECIALIST II 

53 WASTEWATER SUPERINTENDENT 

54 WATER DISTRIBUTION CREW LEADER 

55 WATER PLANT SUPERVISOR 

56 WATER UTILITY ENGINEER (received insufficient data) 

57 WATER UTILITY GENERAL MANAGER 

58 WATER UTILITY WORKER 
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City rate is  more than 10% below the Market Mean value - Indexes (columns E, I and M within a range of -10% to 10% are considered within a "competitive range"

City rate is more than 10% above the Market Mean value

Insufficient # of Responses

Overall: -4% -6% -10%

Job Title

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

ADMINISTRATIVE SERVICES 
MANAGER

$59,826 $68,390 -13% 11 $68,373 $80,820 -15% 11 $76,919 $94,122 -18% 11

ADMINISTRATIVE SPECIALIST I $45,038 $44,983 0% 12 $51,472 $52,901 -3% 12 $57,905 $61,109 -5% 12

ADMINISTRATIVE SPECIALIST II $49,959 $49,988 0% 14 $57,096 $58,826 -3% 14 $64,233 $67,876 -5% 14

ADMINISTRATIVE SPECIALIST III $54,905 $55,884 -2% 13 $62,748 $66,209 -5% 13 $70,592 $76,562 -8% 13

ASSISTANT CHIEF OF EMS $105,464 $99,030 6% 9 $120,530 $117,803 2% 9 $135,596 $138,495 -2% 9

ASSISTANT CHIEF OF POLICE $105,464 $109,368 -4% 12 $120,530 $127,821 -6% 12 $135,596 $148,808 -9% 12

ASSISTANT FIRE CHIEF - TRAINING $105,464 $99,546 6% 13 $120,530 $117,722 2% 13 $135,596 $137,799 -2% 13

CIRCULATION SUPERVISOR $54,933 $59,298 -7% 8 $62,754 $69,472 -10% 8 $70,574 $80,189 -12% 8

CITY ATTORNEY/DIRECTOR HR $120,276 $115,741 4% 13 $137,459 $156,236 -12% 14 $154,641 $180,940 -15% 13

CITY CLERK $90,675 $85,287 6% 14 $103,629 $101,758 2% 14 $116,583 $119,573 -3% 14

CITY ENGINEER $105,464 $104,193 1% 14 $120,530 $124,258 -3% 14 $135,596 $145,928 -7% 14

CITY MANAGER $0 $120,188 -100% 2 $125,000 $176,423 -29% 4 $0 $190,656 -100% 2

CITY OF FOND DU LAC, WISCONSIN

Pay Range Competitiveness Report - 2025 Market Assessment
Compiled by the Archer Company

3/30/2025
Revised: 5/30/25

PAY RANGE MINIMUM PAY RANGE MIDPOINT PAY RANGE MAXIMUM

The Archer Company
City of Fond du Lac

7/7/2025 Page 1 of 5
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City rate is  more than 10% below the Market Mean value - Indexes (columns E, I and M within a range of -10% to 10% are considered within a "competitive range"

City rate is more than 10% above the Market Mean value

Insufficient # of Responses

Overall: -4% -6% -10%

Job Title

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

CITY OF FOND DU LAC, WISCONSIN

Pay Range Competitiveness Report - 2025 Market Assessment
Compiled by the Archer Company

3/30/2025
Revised: 5/30/25

PAY RANGE MINIMUM PAY RANGE MIDPOINT PAY RANGE MAXIMUM

CIVIL ENGINEER II $69,693 $77,644 -10% 14 $79,649 $92,058 -13% 14 $89,605 $107,967 -17% 14

CLERK CASHIER $40,092 $44,270 -9% 13 $45,820 $51,875 -12% 13 $51,547 $59,349 -13% 13

DIRECTOR-ADMINISTRATION/CFO $120,276 $123,581 -3% 14 $137,459 $153,659 -11% 14 $154,641 $188,187 -18% 14

DIRECTOR-COMMUNITY 
DEVELOPMENT

$120,276 $114,444 5% 15 $137,459 $136,044 1% 15 $154,641 $159,423 -3% 15

DIRECTOR-INFORMATION 
TECHNOLOGY SERVICES

$120,276 $116,892 3% 13 $137,459 $145,833 -6% 13 $154,641 $179,187 -14% 13

DIRECTOR-PUBLIC WORKS $127,671 $121,777 5% 15 $145,909 $146,617 0% 15 $164,148 $173,786 -6% 15

EQUIPMENT & COLLECTIONS 
TECHNICIAN (UTILITIES)

$59,826 $59,635 0% 6 $68,373 $70,635 -3% 6 $76,919 $82,081 -6% 6

EQUIPMENT OPERATOR I (CDL 
REQUIRED)

$49,959 $51,054 -2% 13 $57,096 $60,044 -5% 13 $64,233 $69,121 -7% 13

EQUIPMENT OPERATOR II, C&M 
(CDL REQUIRED)

$54,905 $56,194 -2% 12 $62,748 $66,226 -5% 12 $70,592 $76,643 -8% 12

EQUIPMENT OPERATOR II, WATER 
(CDL REQUIRED)

$54,905 $56,679 -3% 8 $62,748 $67,407 -7% 8 $70,592 $78,556 -10% 8

FIRE CHIEF $120,276 $119,303 1% 14 $137,459 $141,999 -3% 14 $154,641 $166,718 -7% 14

GIS COORDINATOR $69,693 $69,249 1% 14 $79,649 $82,070 -3% 14 $89,605 $95,158 -6% 14

The Archer Company
City of Fond du Lac

7/7/2025 Page 2 of 5
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City rate is  more than 10% below the Market Mean value - Indexes (columns E, I and M within a range of -10% to 10% are considered within a "competitive range"

City rate is more than 10% above the Market Mean value

Insufficient # of Responses

Overall: -4% -6% -10%

Job Title

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

CITY OF FOND DU LAC, WISCONSIN

Pay Range Competitiveness Report - 2025 Market Assessment
Compiled by the Archer Company

3/30/2025
Revised: 5/30/25

PAY RANGE MINIMUM PAY RANGE MIDPOINT PAY RANGE MAXIMUM

HUMAN RESOURCES MANAGER $75,863 $91,970 -18% 9 $86,700 $110,053 -21% 9 $97,538 $128,928 -24% 9

LABORATORY ANALYST $54,905 $63,379 -13% 11 $62,748 $75,125 -16% 11 $70,592 $87,288 -19% 11

LIBRARIAN I $59,821 $61,086 -2% 12 $68,359 $70,934 -4% 12 $76,898 $81,411 -6% 12

LIBRARY ASSISTANT I $49,962 $42,170 18% 12 $57,106 $48,524 18% 12 $64,251 $55,080 17% 12

LIBRARY ASSISTANT I - TECHNICAL 
SERVICES

$49,962 $40,667 23% 6 $57,106 $46,327 23% 7 $64,251 $54,959 17% 6

LIBRARY ASSISTANT II $54,933 $47,873 15% 8 $62,754 $54,407 15% 8 $70,574 $61,289 15% 8

LIBRARY CLERK I $17,147 $17,386 -1% 7 $19,590 $19,978 -2% 8 $22,034 $23,715 -7% 7

LIBRARY DIRECTOR $120,276 $109,038 10% 12 $137,459 $127,162 8% 12 $154,641 $146,291 6% 12

LIBRARY PAGE $7,092 $8,574 -17% 6 $8,135 $9,157 -11% 8 $9,178 $11,045 -17% 6

LIBRARY TECHNOLOGY 
COORDINATOR

$75,816 $70,403 8% 8 $86,684 $82,885 5% 8 $97,552 $95,967 2% 8

MAINTENANCE & MUNICIPAL 
FACILITIES SUPERVISOR

$69,693 $76,560 -9% 8 $79,649 $90,110 -12% 8 $89,605 $104,971 -15% 8

MUNICIPAL CUSTODIAN $40,092 $44,491 -10% 12 $45,820 $51,953 -12% 12 $51,547 $59,693 -14% 12

The Archer Company
City of Fond du Lac

7/7/2025 Page 3 of 5
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City rate is  more than 10% below the Market Mean value - Indexes (columns E, I and M within a range of -10% to 10% are considered within a "competitive range"

City rate is more than 10% above the Market Mean value

Insufficient # of Responses

Overall: -4% -6% -10%

Job Title

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

CITY OF FOND DU LAC, WISCONSIN

Pay Range Competitiveness Report - 2025 Market Assessment
Compiled by the Archer Company

3/30/2025
Revised: 5/30/25

PAY RANGE MINIMUM PAY RANGE MIDPOINT PAY RANGE MAXIMUM

NETWORK & SYSTEMS SUPPORT 
SPECIALIST

$62,747 $60,911 3% 12 $71,711 $72,051 0% 12 $80,675 $83,691 -4% 12

PARK CARETAKER $45,038 $48,726 -8% 12 $51,472 $57,014 -10% 12 $57,905 $65,323 -11% 12

PARK TRADE TECHNICIAN $49,959 $55,252 -10% 13 $57,096 $64,557 -12% 13 $64,233 $74,011 -13% 13

PARKS & FORESTRY 
SUPERINTENDENT

$90,675 $88,678 2% 13 $103,629 $104,649 -1% 13 $116,583 $121,392 -4% 13

PAYROLL MANAGER $69,693 $67,189 4% 14 $79,649 $79,682 0% 14 $89,605 $92,565 -3% 14

POLICE CHIEF $120,276 $125,621 -4% 14 $137,459 $147,469 -7% 14 $154,641 $171,651 -10% 14

RECORDS CLERK - POLICE $43,630 $46,332 -6% 13 $49,863 $54,543 -9% 13 $56,096 $62,755 -11% 13

SENIOR ACCOUNTANT $64,772 $69,005 -6% 14 $74,025 $81,827 -10% 14 $83,278 $94,912 -12% 14

SENIOR NETWORK ENGINEER $83,257 $82,990 0% 9 $95,151 $98,765 -4% 9 $107,045 $115,289 -7% 9

SIDE LOAD OPERATOR $45,038 $50,842 -11% 7 $51,472 $58,892 -13% 7 $57,905 $67,490 -14% 7

STREET MAINTENANCE WORKER $45,038 $51,866 -13% 12 $51,472 $60,376 -15% 12 $57,905 $68,903 -16% 12

STREET/UTILITY FIELD 
MAINTENANCE SUPERVISOR

$64,772 $71,265 -9% 14 $74,025 $83,988 -12% 14 $83,278 $96,873 -14% 14

The Archer Company
City of Fond du Lac

7/7/2025 Page 4 of 5
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City rate is  more than 10% below the Market Mean value - Indexes (columns E, I and M within a range of -10% to 10% are considered within a "competitive range"

City rate is more than 10% above the Market Mean value

Insufficient # of Responses

Overall: -4% -6% -10%

Job Title

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

Current Market Mean
% Difference 
from Market 

Mean

Number of 
Responses

CITY OF FOND DU LAC, WISCONSIN

Pay Range Competitiveness Report - 2025 Market Assessment
Compiled by the Archer Company

3/30/2025
Revised: 5/30/25

PAY RANGE MINIMUM PAY RANGE MIDPOINT PAY RANGE MAXIMUM

TRANSIT MANAGER $83,257 $89,172 -7% 11 $95,151 $106,857 -11% 11 $107,045 $125,447 -15% 11

VEHICLE/EQUIPMENT 
TECHNICIAN (MECHANIC)

$54,905 $58,746 -7% 14 $62,748 $69,623 -10% 14 $70,592 $80,231 -12% 14

WASTEWATER SPECIALIST I $54,905 $57,284 -4% 10 $62,748 $66,919 -6% 10 $70,592 $77,577 -9% 10

WASTEWATER SPECIALIST II $59,826 $59,666 0% 10 $68,373 $71,816 -5% 10 $76,919 $83,982 -8% 10

WASTEWATER SUPERINTENDENT $98,070 $89,535 10% 10 $112,080 $106,166 6% 10 $126,090 $124,858 1% 10

WATER DISTRIBUTION CREW 
LEADER

$54,905 $65,022 -16% 6 $62,748 $76,394 -18% 6 $70,592 $89,352 -21% 6

WATER PLANT SUPERVISOR $64,772 $73,249 -12% 9 $74,025 $87,160 -15% 9 $83,278 $101,690 -18% 9

WATER UTILITY ENGINEER $75,863 $86,967 -13% 3 $86,700 $101,171 -14% 3 $97,538 $117,530 -17% 3

WATER UTILITY GENERAL 
MANAGER

$98,070 $93,525 5% 6 $112,080 $110,698 1% 6 $126,090 $132,908 -5% 6

WATER UTILITY WORKER $49,959 $52,754 -5% 9 $57,096 $62,029 -8% 9 $64,233 $71,330 -10% 9

The Archer Company
City of Fond du Lac

7/7/2025 Page 5 of 5
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City of Fond du Lac

Select Pay Practices and Benefits Custom Survey

Detailed Report of Responses and Archer Company Observations

5/26/2025

Page 317 of 505



Peer
# of Full Time 

Employees

# of Part 
Time/Seasonal 

Employees

Annual Budget - 
Full

City of Appleton 594 867 $199,794,319

City of Beloit 350 170 $116,954,839

City of Eau Claire 515 600 $190,288,829

City of Green Bay 856 945 $139,399,937

City of Janesville 461 206 $133,373,786

City of Kenosha 822 370 $104,745,943

City of Manitowoc 251 175 $71,618,777

City of Oshkosh 457 61 $953,692

City of Sheboygan 382 51 $108,800,000

City of Wausau 360 50 $46,030,541

City of Wauwatosa 418 297 $79,635,637

City of West Bend 226 160 $50,000,000

Market Average 474 329 $103,466,358

City of Fond du Lac 300 100 $173,296,267

Data Effective Date: 4/9/2025

Footnotes: City of Janesville - amount includes internal service funds
City of Kenosha - FT is the # budgeted; current number of ees is 775
City of Wauwatosa - 235 of the 297 PT/Seasonal are Poll Workers

Table 1. Organization Information
1. Number of employees in your organization: 
2. What is your annual operating budget for all funds?
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Peer
Ranges Divided into 

Steps
Open Ranges

Steps - Lower Half
Open Ranges - Upper 

Half
Other

City of Appleton X

City of Beloit X

City of Eau Claire X

City of Green Bay X

City of Janesville X

City of Kenosha X

City of Manitowoc X

City of Oshkosh X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X

City of West Bend X

Number: 6 5 1 0

City of Fond du Lac X

Data Effective Date: 4/9/2025

Table 2. Pay Structure 
Please choose the answer below that best describes your pay structure (if you have multiple structures, please answer 
for the structure covering the largest number of employees)

Notes:
Slightly more than one half of respondents use step-based plan, as is the practice at the City of Fond du Lac.  This "split" 
in practice, in our experience, is fairly consistent across city and county local government organizations.  We tend to see 
"step plans" in non-represented groups more often when there is one or more union also within the organization.
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Structure Increase Last FYStructure Increase Current FY Structure Increase Next FY

Peer Annually
Every Other 

Year
Every Third 

Year
No Schedule Other

City of Appleton X

City of Beloit X

City of Eau Claire X

City of Green Bay X

City of Janesville X X

City of Kenosha X

City of Manitowoc X

City of Oshkosh X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X

City of West Bend X

Number: 12 0 0 0 1

City of Fond du Lac X

Data Effective Date: 4/9/2025

Footnotes: City of Janesville - COLA annually, comp study every 5 years

Notes: 
Virtually all organizations adjust their pay structures annually.

Table 3. Pay Structure Adjustment Frequency
4. How often do you adjust your pay structure?
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Actual Average Increase Last FYActual Average Increase Current FY Pay Plan Increase Notes

Peer
Consumer Price Index 

(CPI)
Employer Cost Index 

(ECI)
COLA or Across the 

Board Increase

World at Work, Other 
Major Survey, or 
Compensation 

Consulting Firm

Other Notes

City of Appleton X

City of Beloit X

City of Eau Claire X

City of Green Bay X

City of Janesville X

City of Kenosha X
Based on available budget funds for non- represented. Union employees 
is based on comps and available funds

City of Manitowoc X

City of Oshkosh X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X

City of West Bend X

Number: 0 0 9 1 2

City of Fond du Lac X

Data Effective Date: 4/9/2025

Table 4. Pay Structure Adjustment - Data Source

Footnotes: 

Notes:  Open ranges are in place at Appleton, Beloit, Janesville, Manitowoc and the City of West Bend. We note that in these cities, all but Janesville 
apply the same percentage to the structure as they provide to employees in the form of a COLA/ATB increase.  This is a potential concern as it means 
that employees are not moving within their pay ranges over time.  At Fond du Lac, the combination of step increases and across-the-board increases 
prevent that issue as long as the City fairly routinely funds both type of increases.

5. What index or data source does your organization use to determine the pay structure amount? We are referring to the amount the pay ranges 
themselves are adjusted periodically (Check all that apply):
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If “yes,” how is starting salary determined?      EE Pay Increase with Structure Pay Practices Notes

Peer Yes No Salary Determination 

City of Appleton X Entrance pay rate shall be within 60% of the minimum of the pay range.

City of Beloit X

For Union positions - salary determined by Labor Agreement. For non-represented positions - new employees with minimal 
experience will generally earn the range minimum. can be offered a starting salary between the minimum and mid-point of 
the range according to Class & Comp plan as discussed and agreed upon by the hiring supervisor and the Human Resources 
Department.  

City of Eau Claire X
Typically Step 1 is offered and may negotiate a higher step based on experience of individual and also factor in where 
current employees are on the scale.

City of Green Bay X We may start a new employee higher than the minimum for their position if it can be justified based on experience

City of Janesville X Dependent on position and experience/qualifications at time of hire
City of Kenosha X Based on budget for position,  equity within department and experience of candidate
City of Manitowoc X Based on experience and skills

City of Oshkosh X Based on years of experience, education, verifications, and any relevant skills that might put them in a higher pay range. 

City of Sheboygan X No higher than midpoint unless approved by City Administrator
City of Wausau X experience
City of Wauwatosa X Based on internal equity review & the incoming new employee's experience.

City of West Bend X
Department Head, HR Director and Administrator - Experience of the candidate.  Maximum we can start an employee is 
Market rate (mid).  Anything higher has to be approved by Council.

Number: 12 0

City of Fond du Lac X Knowledge, skills & abilities

Data Effective Date: 4/9/2025

Table 5. Starting Wage Above Minimum
6. Do you allow new employees to start at a wage or salary amount higher than the Salary Range Minimum?  If “yes,” how is starting salary determined?

Footnotes: 

Notes: 
All of the City's peers have a provision for bringing in new employees above the Range Minimum. The common denominators, in terms of rationale, are experience and 
education, relevant skills, and in many cases an analysis of the pay of current employees within the same job title.  Some responses also indicate that pay offers up to 
Midpoint can be considered, depending on these factors and considerations.  
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Peer None
Comp Time - 1 

hour accrued for 1 
hour worked

Comp Time - 1.5 
hours accrued for 1 

hour worked
Flex Time

Pay - 1 hour additional 
pay for 1 hour worked

Pay - 1.5 hours 
additional pay for 1 

hour worked

Additional 
Vacation/Personal 

/PTO
Other Notes

City of Appleton X

City of Beloit X

City of Eau Claire X
Managers and above typically do not receive extra pay or comp time. Front-line supervisors are 
allowed comp/OT at 1.5 in circumstances outside the typical day.

City of Green Bay X X

City of Janesville X X

City of Kenosha X

Excluding dept heads, we provide 1.5 comp time after 40 hours and 2x for Sundays and holidays 
(not part of regular schedule) for department related work up to 80 hours.  For outside 
department work, employees are compensated at their rate of pay @ 1.5 or 2x.  Departments 
who budget for cash overtime,  exempt employees are paid cash OT after 80 hours of earned 
comp time  

City of Manitowoc X

City of Oshkosh X X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X

City of West Bend X X

Number: 6 1 0 5 0 0 2 2

City of Fond du Lac X

Data Effective Date: 4/9/2025

Footnotes: 

Table 6. Overtime Policy for Exempt Employees
7. Please check the answer that best describes your organization’s “pay” policy for hours worked above the normal workweek for FLSA-exempt professional, supervisory, and 
managerial roles:

Notes: 
Nearly 50% of the cities allow "flex time", as does the City of Fond du Lac.  Fifty percent (50%) of the peers have no policy or provision for "compensating" exempt 
employees for hours above their regular schedule. For those organizations that do offer compensation, the most prevalent practice is flex time, with nearly fifty 
percent (50%) of the peers offering one or more other plans or programs without any other strong prevalent practice or policy.
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8. If your organization offers shift differential pay for evenings, nights and/or weekends, please provide the following information:

Peer Eligible Positions Evening Night Weekend

City of Appleton
non-exempt employees regularly scheduled for a 2nd or 3rd 
shift

$0.50/hr $0.50/hr
Double time for Sunday 
shifts

City of Beloit
Non-represented (Sundays); Public Works- 3rd shift (winter 
only)

$4.00/hr

City of Beloit Police Department non-sworn 2nd and 3rd shift $0.20/hr $0.30/hr
Non-rep Sundays- 2x regular 
rate

City of Eau Claire Custodians $0.30/hr $0.30/hr

City of Eau Claire Police Command $0.15/hr $0.50/hr

City of Green Bay
Cleaners, Custodians, Building Services Coordinator, Operator 1 
& 2, Records Clerk, Office Clerk, Evidence Tech, Admin Clerk, 
Dispatcher

$0.30/hr $0.50/hr $1.50/hr

City of Janesville

City of Kenosha Mechanics in winter

City of Manitowoc
Laborers, Bridgetenders, Building & Grounds, Mechanics, 
Engineering Field Staff, Police Lts & Capts

$0.25/hr $0.35/hr

City of Oshkosh Public Works and PD N/A

City of Sheboygan
Non exempt, non represented employees working between 
6:00 pm - 5:59 am

$0.40/hr $0.40/hr N/A

City of Wausau Police Officer 1%

City of Wausau Department of Public Works $1.45/hr $1.60/hr N/A

City of Wauwatosa
Public Works employees that are scheduled for something 
other than first shift. Non-sworn police employees are also 
eligible.

$0.25/hr $0.30/hr N/A

City of West Bend Police Officers, Detectives $40/month $50/month

Market Average $0.42/hr $0.88/hr

Protective Services Average $0.20/hr $0.38/hr

City of Fond du Lac Protective service $.09/hr; $.24/hr $.20/hr

Data Effective Date: 4/9/2025

Table 7. Shift Differentials

Notes: 
All but one peer have a policy for the payment of evening, night and/or weekend pay differentials. The use of a certain amount of cents per hour is the prevalent practice. Eligible 
positions vary but tend to be public works roles and in some cases sworn law enforcement roles. it appears the City of Fond du Lac's evening and night shift premium for Protective 
Service roles are within the "competitive range" for evening shift but notably bloew the "Protective Services" market average for the night shift at this point in time.B12

Footnotes: City of Beloit -  Weekend rate does not apply to positions that work 365-day operations
City of Green Bay - provided grid with details for each position
City of Manitowoc - Police Lts & Capts receive a monthly amount, $46 for 2nd shift & $56 for 3rd shift
City of Sheboygan - Represented employees have shift premium per their contract
City Wauwatosa -  We also have a $1.00/hour flex pay that we add to employees that are assigned to second or third shift as their regular schedule at DPW that is paid in addition to the shift 
differential
City of West Bend - Information entered in "Weekend" was for call-in pay not shift differential, chose to put here & in Call In table rather than in this table - I also removed the positions that would 
be included from the "eligible" field (Public Works Tech I/Crew Leader/Signal Tech, Sewer and Water Operations Specialists, Building Maintenance Tech): "Public Works - 1 hr pay  on Fridays; 4 
hrs each day Sat/Sun/holiday; Water - 8 hrs each day; Sewer - 8 hrs/wk and 4 hrs/holiday; or Public Works employees, they get paid to hold the phone and be limited for the weekend.  If they 
receive a call and come in, they are paid a minimum of 2 hours." 
City of Fond du Lac - 2:30 p.m. - 11:30 p.m.$7.02; 10:30 p.m. - 7:30 a.m. $18.56; 7 p.m. - 4 a.m. - $15.50
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9. If your organization offers a bilingual pay program, please provide the following information:

Peer Eligible Positions
Type of 

Remuneration
Languages 

Included
Proficiency Test 

Required

City of Appleton N/A N/A N/A N/A

City of Beloit
Municipal Court 

Clerk
$125.00/month Spanish N/A

City of Eau Claire
All non-Union 

positions
Monthly payment All Yes

City of Green Bay N/A N/A N/A N/A

City of Janesville N/A N/A N/A N/A

City of Kenosha N/A N/A N/A N/A

City of Manitowoc N/A N/A N/A N/A

City of Oshkosh N/A N/A N/A N/A

City of Sheboygan N/A N/A N/A N/A

City of Wausau N/A N/A N/A N/A

City of Wauwatosa N/A N/A N/A N/A

City of West Bend N/A N/A N/A N/A

City of Fond du Lac N/A

Data Effective Date: 4/9/2025

Table 8. Bilingual Pay

Notes: 
Only two of twelve reporting peers have any kind of compensation program for use of bilingual skills, 
The position eligibility is different between the two peers an we only received one actual amount. Fond 
du Lack's lack of program for bilingual skills is consistent with the prevalent market practice.

Footnotes: City of Janesville - Policy document provided
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Recruitment Bonus Yes/NoRecruitment Bonus $ or %6 Recruitment Bonus Details

Peer N/A

Employees are paid the SAME 
HOURLY RATE, but would 

receive DIFFERENT ANNUAL 
EARNINGS

Employees are paid the 
DIFFERENT HOURLY RATE, in 

order to receive the SAME 
ANNUAL EARNINGS

Other Notes

City of Appleton X

City of Beloit X

City of Eau Claire X X
Telecommunicators, Fire BC, Police Sgt/Lt are paid different hourly rate, but 

same annual. Utility Operator at Water Plant  are paid at same hourly rate, but 
different annual.

City of Green Bay X

City of Janesville X

City of Kenosha X

City of Manitowoc X
Employees have different rates of pay, not determined by a 2080 or 1950 hour 

schedule

City of Oshkosh X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X

City of West Bend X
This is very limited.  The part-time custodians are paid a lower rate than the full-

time ones.  The PTO schedule is based on hours - 1/2 time receive half the 
hours a full-time employee has.

Number: 2 8 1 2

City of Fond du Lac X

Data Effective Date: 4/9/2025

Table 9. Compensation Practice for Different Annual Hours
10. Please choose the option that best describes your compensation practice for employees working different ANNUAL hours.

Footnotes: City of Kenosha - Response is for non rep employees; Union employees may differ depending CBA (there are 4 - if needed, they are at 
https://www.kenosha.org/departments/human_resources/policies___procedures.php#outer-5)

Notes: 
The majority of peer organizations appear to adjust pay for employees based on the number of annual hours. The City's practice of maintaining the same annual pay for different annual hours 
worked is not consistent with the majority of the City's peers.  This generally is a potential equity for non-sworn jobs . This can be especially true in cases where employees performing similar 
work in different departments with different annual hour schedules, are earning the same annual salary, as opposed to prorating the employees who work fewer hours annually.
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Recruitment Bonus Yes/NoRecruitment Bonus $ or %6Recruitment Bonus Details

Yes/No % of Base or 
Lump Sum?

Amount Yes/No % of Base or 
Lump Sum?

Amount Yes/No % of Base or 
Lump Sum?

Amount Yes/No % of Base or 
Lump Sum?

Amount Yes/No % of Base or 
Lump Sum?

Amount Yes/No % of Base or 
Lump Sum?

Amount Yes/No % of Base or 
Lump Sum?

Amount

City of Appleton No No No No No No No

City of Beloit No No No No No No No

City of Eau Claire No No No No No No No

City of Green Bay No No Yes Lump Sum $1,000 No No No No

City of Janesville No No No No No No No

City of Kenosha Yes Lump Sum $125/month

City of Manitowoc No No No Yes % of Base 1% No No No

City of Oshkosh No No No No YES Employees 
choose 

No No

City of Sheboygan No No No No No No No

City of Wausau Yes Varies No No No No No No

City of Wauwatosa Yes/No Lump Sum $1,000-2,500 Yes % of Base Varies Yes Lump Sum $500-1,000 Yes % of Base

Extra Step 
Increase/Double 
Bump at Time of 

Performance 
Reviews

No No No

City of West Bend No No No No No No No

Number of "Yes" Responses: 1 1 2 2 2 0 0

City of Fond du Lac Yes Lump Sum $1,000

Data Effective Date: 4/9/2025

Table 10. Bonuses
11. Do you offer bonuses for any of the following? If so, please indicate the payment type:

Referral High Performer Performance based on Organization Goals Performance based on Departmental Goals Performance based on Individual Goals

Footnotes: City of Appleton - "No official policy or program"
City of Green Bay - For Bus Operators only; policy provided

Peer

Hiring Retention

Notes: 
The market data indicates that none of these bonus programs are used widely among the City's peers. The City's lack of programs in these areas is consistent with the City's peers. The City's Referral Bonus Program is a "market-leading" compensation program that may give the City a competitive advantage as well as assist in finding high quality 
candidates.
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Structure Increase Last FY Structure Increase Current FY

Offered?

Yes or No Amount ($)
Percentag

e (%)
Amount ($)

Percentag
e (%)

Amount ($)
Percentag

e (%)
Amount ($)

Percentag
e (%)

Amount ($)
Percentag

e (%)
Amount ($)

Percentag
e (%)

Amount ($)
Percentag

e (%)
Amount ($)

Percentag
e (%)

Amount ($)
Percentag

e (%)
Amount ($)

Percentag
e (%)

Amount ($)
Percentag

e (%)
Amount ($)

Percentage 
(%)

City of Appleton No

City of Beloit Yes 3.0% 3.0% 3.0% 3.0% 3.0% 3.0%

City of Eau Claire No

City of Green Bay No

City of Janesville Yes $250.00 $500.00 $750.00 $1,000.00 $1,250.00 $1,500.00

City of Kenosha No

City of Manitowoc Yes $2,500.00

City of Oshkosh Yes $25.00 $50.00 $75.00 $100.00 $125.00 $150.00

City of Sheboygan No

City of Wausau Yes 0.3% 0.6% 0.9% 1.2% 1.5% Only PD & Fire

City of Wauwatosa No

City of West Bend Yes $5.00 $30.00 $55.00 $55.00 $55.00 $55.00

Market: 6 $93.33 2% $770.00 2% $293.33 2% $385.00 2% $476.67 2% $568.33 3%

City of Fond du Lac Yes

Data Effective Date: 4/9/2025

Notes: 
Fifty percent (50%) of the City's peers offer a Longevity program of some sort and we see a slightly stronger use of one time bonus payments over base salary increases.  Overall, the Archer 
Company is seeing an increase in the use of Longevity programs and the use of a step plan, such as utilized at Fond du Lac, is one common option for rewarding longevity in one's job. Archer 
Company recommendations will serve to align the step structure more closely to market competitive longevity programs.

Base Salary Increase

After 30 Years

Base Salary Increase Bonus Payment Base Salary IncreaseBonus Payment Base Salary Increase Bonus Payment

After 15 Years 

Bonus Payment

After 25 YearsAfter 20 Years

Footnotes: City of West Bend - Amounts are monthly

The City utilizes the step plan structure as a mechanism for rewarding longevity

Table 11. Longevity/Years of Service

Bonus Payment Base Salary Increase Bonus Payment Base Salary IncreasePeer

After 5 Years After 10 Years 

12. Does your organization offer monetary recognition for longevity/years of service? If yes, please indicate, for each level of Years of Service, how the longevity is rewarded: 
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13. If your organization offers on-call or “stand-by” pay and/or “call-in” pay, please provide the following information:

Peer Offered?
Eligible 

Departments/Positions
On-Call Remuneration On-Call Amount 

Additional Compensation 
if Called In?

Call in Amount Notes

City of Appleton Yes
Various positions in DPW, Fire, 

IT, Police, Utilities, 
regular hourly rate

1 hour pay for each day of stand-
by and 2 hours if on actual 

designated city holiday
No

Non-Exempt - $100
Exempt - $75 - $500

Additional Compensation for Emergency Call ins Only: Non-exempt employees who have left the worksite or are in a paid 
leave status, and who are called to return to work outside of their regularly scheduled hours to handle emergency 
situations that could not be anticipated, eligible for lump sum of $100; Exempt employees receive $75 lump sum for less 
than 3 hours; $200 for 3-5 hours; $400 for 5-8 hours; $500 for more than 8 hours.

City of Beloit Yes Public Works- Supervisors lump sum/day $40/day No
Non-Exempt - regular hourly 

rate; OT rate if over 40

City of Eau Claire Yes Varies by Division

City of Green Bay Yes
Parks, Recreation & Forestry, 

Public Works

Some regular hourly rate, 
some lump sum, depending 

on position

Hourly - 2 or 3 hrs pay 
Lump sum - $75-112.50

Yes 

Depending on Position: 
2 hr minimum;

OT rate for over 40;
Regular Rate for hrs worked

On-Call: Electrician, Electrician Foreperson, Sewer Maintenance Worker, Sewer Maintenance Foreperson = 7 week 
rotations from Monday 7AM-Monday 7AM with Additional 2 hours of pay (straight time) for Monday-Thursday, 
Additional 3 hours of pay (straight time) for Friday-Sunday, 1 Hour extra for holidays; 
Public Works Superintendents, Public Works Supervisors = 8 week rotation from Monday 6:30AM-Monday 6:30A with no 
additional compensation; 
Parks Mechanics = On-Call/Standby and when required for certain situations, mechanics receive 3 hours regular pay per 
day when required to be on call; 
Forestry Supervisors, Arborist II = On-Call/Standby When carrying on-call phone Friday-Sunday, paid $75.00/day, $37.50 
for weekday holidays, and $112.50 for weekend holidays
Call In: Electrician, Electrician Foreperson, Sewer Maintenance Worker, Sewer Maintenance Foreperson = time and a half 
after 40hours/week worked. 
Public Works Superintendents, Public Works Supervisors = Compensation (straight time) for actual time spent performing 
call-in duties in the field or at workplace and for meeting attendance outside of normal working hours. Supervisors and 
Superintendents are encouraged to use flex time and compensatory time in lieu of overtime compensation. 
Parks Maintenance Workers, Mechanics, Maintenance Specialists = Minimum of 2 hours pay at regular rate if called in 
outside of work hours.

City of Janesville Yes Public Works Field Employees Yes 
2 hr minimum at current rate of 

pay

City of Kenosha Yes DPW/ Transit  
DPW - hourly 

Transit - hourly
DPW - 1.75/hour 

Transit - OT (1.5) rate  
Yes

DPW - 2 hr minimum 
Transit - 2 hr minimum

 week rotation at a time/depends on amount of people required and situation (ex:  street light out involves more people) 
and would move to bottom of rotation -  on call is throughout the year

City of Manitowoc Yes DPI lump sum
$50/day (but paid at entire week - 

$350)
Yes Hourly Rate On call period is weekly 

City of Oshkosh Yes Public Works hourly rate hourly rate Yes 1.5 hourly rate

City of Sheboygan Yes
On call: WW technicians, 

electricians, DPW foremen. Call 
In: non-exempt employees

lump sum $25/day Yes OT hourly rate - 2 hr minimum

City of Wausau Yes DPW lump sum Yes OT

City of Wauwatosa Yes
Some DPW positions offer this 

(street operations, parks)
hourly rate OT Yes 2 hr minimum

employees can bank as OTO or have it paid 1.5; Parks employees are on a one-week call rotation where they switch a 
phone between 4 team members. Our DPW Maintenance positions get called in for snowplowing based on a rotating list 
based on who was last called in. Our DPW Supervisors participate in a more traditional rotation, which I believe is a 
weekend rotation every four weeks.

City of West Bend Yes

Public Works Tech I, Signal 
Technician, Sewer Operations 
Spec, Water Operations Spec, 

and  Building Maintenance Tech

hourly rate

regular hourly rate - depending 
on department - generally 1 hour 

for Friday, 4 hours for each 
Sat/Sun/Hol - except Water is 8 

hours for each Sat/Sun/Hol.

Yes 2 hr minimum at OT rate

Number of Yes Responses: 12 7

City of Fond du Lac Yes DPW
2.25 for every hour on-call for 
all DPW except Transit who 

receive 3.00 per hour
No On call period is weekly

Data Effective Date: 4/9/2025

Table 12. On Call/Stand by Pay

Footnotes: City of Appleton - Provided list of 50 job titles; 
City of Kenosha - DPW has 2 ppl on call 24/7 365; Transit information from CBA

Notes: 
All peers, and the City of Fond du Lac have some version of a pay program of "on-call" and "call-in" situations.  The City's provision of two hours minimum pay for call-in incidents is consistent with the prevalent market practice. The form of payment for on-call varies considerably including per hour payments, 
per day payments, and per week payments. 
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14 a.  Does your organization have a policy for compensating positions that are either highly specialized, hard to fill, or simply in demand? 

Structure Increase Current FY

Offered?

Yes or No Non-Exempt
Exempt - 
Individual 

Contributor

Manager or 
Supervisor

Non-Exempt
Exempt - 
Individual 

Contributor

Manager or 
Supervisor

Non-Exempt
Exempt - 
Individual 

Contributor

Manager or 
Supervisor

Non-Exempt
Exempt - 
Individual 

Contributor

Manager or 
Supervisor

Non-Exempt
Exempt - 
Individual 

Contributor

Manager or 
Supervisor

Non-Exempt
Exempt - 
Individual 

Contributor

Manager or 
Supervisor

City of Appleton No

City of Beloit No

City of Eau Claire Yes X X X

City of Green Bay No

City of Janesville No

City of Kenosha No

City of Manitowoc No

City of Oshkosh No

City of Sheboygan No

City of Wausau No

City of Wauwatosa No

City of West Bend Yes X X X X X
Start Water/Sewer 
Ops at market rate

Number: 2 2 2 2 1 0 0 1 0 0 0 0 0 0 0 0 1 0 0

City of Fond du Lac No

Data Effective Date: 4/9/2025

Notes: 
Only two peers indicate a policy or protocol for hard-to-fill, specialized roles. The City's lack of policy in this area is consistent with the prevalent market practice.  Where there is a policy, the use of 
higher salaries within existing ranges was reported by both of the organizations with a policy.

Retention Bonus Paid Other (please specify)

Table 13. Highly Specialized Positions

b.  If “Yes,” please indicate which actions you take to recruit and retain employees in these positions in the    following categories: 

     b.  If “Yes,” please indicate which actions you take to recruit and retain employees in these positions in the following categories: 

Footnotes: 

Peer

Salaries targeted higher in pay grade Special Pay Grade Structure Defined Skill Premium Paid in Addition to Base Pay Hire On Bonus Paid
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15. How do you balance competitive compensation with budgeting constraints and funding limitations? 

Peer Response

City of Appleton We review and revise our pay plan typically on an annual basis and conduct equity reviews as needed. 

City of Beloit rich benefits package, emphasize WRS and other items we can provide as public-sector employees

City of Eau Claire

City of Green Bay
We conduct regular salary studies and share the information with our Common Council. Adjustments to the Pay 
Plan are made with the annual budget

City of Janesville
Consider the experience/qualifications at time of hire and discuss with management rather the budget can sustain 
a higher wage

City of Kenosha

City of Manitowoc We have a non-lapsing fund to address compensation needs.

City of Oshkosh
We have a pay scale that is available to the public, though we try to offer a higher step. On average we hire new 
employees at step 2-4. Though recently with the demand for increase pay there are many times we are offering at 
step 4-6 if they're skill/education allow. 

City of Sheboygan PTO/Benefits

City of Wausau

City of Wauwatosa
We understand that having competitive compensation and benefits will allow us to attract and retain talented 
employees. We prioritize this as an organization and make sure to prioritize compensation and benefits within the 
budget.     

City of West Bend carefully.  No true answer, depends on the department and the position.

City of Fond du Lac probationary step increases - 3, 6, 9 month increments; varies upon candidate

Data Effective Date: 4/9/2025

Footnotes: 

Table 14. Balance

Notes: 
There are a number of strategies in place as reported by the responding peer organizations. The City's probationary step increase 
policy seems unique in this group but certainly is a tool in the City's toolkit to aid in candidate attraction.
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Yes No Percentage
Percentage 

Range
Percentage

Percentage 
Range

City of Appleton X

City of Beloit X

City of Eau Claire X 5%

City of Green Bay X

City of Janesville X 0% 0%

City of Kenosha X 5% 5%

City of Manitowoc X 5-10% 5-10%

City of Oshkosh X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X 10% 10%

City of West Bend X

Number & Market Average: 7 4 5% 5%

City of Fond du Lac X

Fall into new 
grade at 

closest step to 
previous wage

Data Effective Date: 4/9/2025

Table 15. Reclassification
16. a. Do you have a formal salary administration policy for reclassifications (situations where jobs change suddenly 
or gradually)? 

Footnotes: City of Janesville - not a guaranteed percentage increase - move to min of new range if not already there; email 
with policy provided
City of Sheboygan - we send to a consultant to determine new grade - no max or minimum

Notes: 
Fifty-eight percent (58%) of peers have a formal promotion pay policy but only a few provided details. In this limited 
dataset, conclusions are hard to draw. General data from large compensation surveys such as WorldatWork (average 
promotional increase was 8.0% in 2024) and Mercer (average promotional increase for a one level promotion is 8.5% - 
March 2025 U.S. Compensation Planning Survey) suggest an increase in the City's policy would make the policy more 
market-competitive.  We think the City may want to consider a policy change to set a minimum percentage amount, 
and then move employee to the next closest step. 

     b. If yes, what is the typical increase or range of possible increases you give to employees whose jobs are      
reclassified?                   

Peer

Formal Policy One Grade Increase Two or More Grade Increase
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Peer HMO PPO CDHP/HDHP PSO

City of Appleton X

City of Beloit X

City of Eau Claire X

City of Green Bay X

City of Janesville X

City of Kenosha X

City of Manitowoc X

City of Oshkosh X

City of Sheboygan X

City of Wausau X

City of Wauwatosa X

City of West Bend X

Number: 2 5 5 0

City of Fond du Lac X

Data Effective Date: 4/9/2025

Table 16. Type of Health Coverage Plans
17. Please provide the following information regarding the MOST POPULATED health insurance 
plan you offer:

Footnotes: 

Notes: 
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Employee Only Coverage:

Peer Plan Type Plan Provider
Employer 

Contribution to 
Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

Maximum Out-of-
Pocket ($)

Notes

City of Appleton HDHP UMR $690.19 $69.02 $759.21 91% 9% $3,000

City of Beloit PPO Self-funded Anthem BCBS Network $852.59 $94.73 $947.32 90% 10% $1,500

City of Eau Claire HMO Group Health Coop of Eau Claire $902.00 $160.00 $1,062.00 85% 15% $2,900

City of Green Bay PPO UMR $597.80 $149.45 $747.25 80% 20% $4,000

City of Janesville HMO $754.54 $116.44 $870.98 87% 13%

City of Kenosha HDHP Self-funded $1,591.67 $0.00 $1,591.67 100% 0% $2,500

City of Manitowoc HDHP $756.58 $108.08 $864.66 88% 12% $4,250

City of Oshkosh PPO $58.71 $430.54 $489.25 12% 88% $4,000

City of Sheboygan HDHP UMR $834.86 $80.04 $914.90 91% 9% $3,650

City of Wausau HDHP $711.70 $97.09 $808.79 88% 12% $2,650

City of Wauwatosa PPO UHC-NexusACO $697.42 $123.07 $820.49 85% 15% $5,500

City of West Bend PPO $692.86 $100.00 $792.86 87% 13% $5,000

City of Fond du Lac PPO $818.00 $133.00 $951.00 86% 14% $4,000

In its health care program, the City:
1. Provides access to the Corporate Care Clinic located in 
Fond du Lac and covers 100% of costs for nine types of 
visits/services
2. Provides access to Teledoc, which is an online medical 
service, at no cost to employees
3.  More recently has begun using Garner, a service which 
helps employees choose highly-rated doctors. If the employee 
chooses one of the doctors recommended on the Garner app, 
the employee is reimbursed for up to $2,000 single, $4,000 
family, for co-pays and deductibles, including prescriptions 
that the rated doctor issues
4.  Provides free access to ATI physical therapy for 
employees, with no referral required, for up to 25 visits

Market Average: $761.74 $127.37 $889.12 82% 18% $3,541

Fond du Lac as % of Mkt Avg: 107% 104% 107% 105% 78% 113%

Data Effective Date: 4/9/2025

Table 17. Health Plan Detail by Coverage Type

Footnotes:  City of Janesville - Provided "deductible/coinsurance amount" of 1200 - didn't enter in the grid because it wasn't what we asked for
City of Kenosha - sets aside 19,100 annually for eligible employees; divided by 12 to get monthly amount; 

Notes:
The City of Fond du Lac's total Employee Only Monthly Premium (both Employer and Employee contributions) are about 7% above the market average for PPO plans.  From a contribution standpoint the City requires a lower percentage 
contribution from employees compared to the peer market average.  The City's Maximum out-of-pocket is about 13% above the market average, representing about a $458 dollar additional annual employee obligation at the City compared to 
the market average.  The additional health care services provided by the City, described under the "Notes" column add significant value to the City's employees, as well as additional financial investment on the part of the City.

18. For the MOST POPULATED plan, as indicated above, please provide the following information:
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Employee + Spouse Coverage:

Peer Plan Type Plan Provider
Employer 

Contribution to 
Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

Maximum Out-of-
Pocket ($)

Notes

City of Appleton HDHP N/A N/A N/A N/A N/A N/A N/A

City of Beloit PPO N/A N/A N/A N/A N/A N/A N/A

City of Eau Claire HMO Group Health Coop of Eau Claire $334.00 $1,890.00 $2,224.00 15% 85% $5,800

City of Green Bay PPO

City of Janesville HMO N/A N/A N/A N/A N/A N/A

City of Kenosha HDHP Self-funded $1,591.67 $0.00 $1,591.67 100% 0% $5,000

City of Manitowoc HDHP

City of Oshkosh PPO $118.37 $868.09 $986.46 12% 88% $8,000

City of Sheboygan HDHP UMR $1,588.26 $152.30 $1,740.56 91% 9% $7,300

City of Wausau HDHP

City of Wauwatosa PPO UHC-NexusACO $1,743.55 $307.68 $2,051.23 85% 15% $11,000

City of West Bend PPO $1,909.72 $200.00 $2,109.72 91% 9% $10,000

City of Fond du Lac PPO N/A N/A N/A N/A N/A N/A

Market Average: $1,214.26 $569.68 $1,783.94 66% 34% $7,850

Fond du Lac as % of Mkt Avg: N/A N/A N/A N/A N/A N/A

Data Effective Date: 4/9/2025

Footnotes:  City of Kenosha - sets aside 19,100 annually for eligible employees; divided by 12 to get monthly amount; 

Notes:
Provided for information only; Fond du Lac does not have this tier in its health plan
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Employee + Child Coverage:

Peer Plan Type Plan Provider
Employer 

Contribution to 
Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

Maximum Out-of-
Pocket ($)

Notes

City of Appleton HDHP N/A N/A N/A N/A N/A N/A N/A

City of Beloit PPO N/A N/A N/A N/A N/A N/A N/A

City of Eau Claire HMO Group Health Coop of Eau Claire $334.00 $1,890.00 $2,224.00 15% 85% $5,800

City of Green Bay PPO

City of Janesville HMO N/A N/A N/A N/A N/A N/A

City of Kenosha HDHP Self-funded $1,591.67 $0.00 $1,591.67 100% 0% $5,000

City of Manitowoc HDHP

City of Oshkosh PPO $118.37 $868.09 $986.46 12% 88% $8,000

City of Sheboygan HDHP UMR $1,439.72 $138.06 $1,577.78 91% 9% $7,300

City of Wausau HDHP

City of Wauwatosa PPO UHC-NexusACO $1,394.84 $246.15 $1,640.99 85% 15% $11,000

City of West Bend PPO $1,909.72 $200.00 $2,109.72 91% 9% $10,000

City of Fond du Lac PPO N/A N/A N/A N/A N/A N/A

Market Average: $1,131.39 $557.05 $1,688.44 66% 34% $7,850

Fond du Lac as % of Mkt Avg: N/A N/A N/A N/A N/A N/A

Data Effective Date: 4/9/2025

Notes:
Provided for information only; Fond du Lac does not have this tier in its health plan

Footnotes:  City of Kenosha - sets aside 19,100 annually for eligible employees; divided by 12 to get monthly amount; 
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Employee + Family Coverage:

Peer Plan Type Plan Provider
Employer 

Contribution to 
Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

Maximum Out-of-
Pocket ($)

Notes

City of Appleton HDHP UMR $1,788.82 $178.88 $1,967.70 91% 9% $6,000

City of Beloit PPO Self-funded Anthem BCBS Network $2,135.11 $237.23 $2,372.34 90% 10% $3,700

City of Eau Claire HMO Group Health Coop of Eau Claire $405.00 $2,347.00 $2,752.00 15% 85% $5,800

City of Green Bay PPO UMR $1,448.02 $362.00 $1,810.02 80% 20% $8,000

City of Janesville HMO $246.36 $1,972.10 $2,218.46 11% 89%

City of Kenosha HDHP Self-funded $1,591.67 $0.00 $1,591.67 100% 0% $5,000

City of Manitowoc HDHP $1,918.11 $274.02 $2,192.13 87% 13% $8,500

City of Oshkosh PPO $147.58 $1,082.26 $1,229.84 12% 88% $8,000

City of Sheboygan HDHP UMR $2,194.72 $210.44 $2,405.16 91% 9% $7,300

City of Wausau HDHP $2,192.07 $298.92 $2,490.99 88% 12% $5,300

City of Wauwatosa PPO UHC-NexusACO $2,379.43 $356.91 $2,736.34 87% 13% $11,000

City of West Bend PPO $1,909.72 $200.00 $2,109.72 91% 9% $10,000

City of Fond du Lac PPO $2,125.00 $346.00 $2,471.00 86% 14% $8,000

In its health care program, the City:
1. Provides access to the Corporate Care Clinic located in Fond 
du Lac and covers 100% of costs for nine types of visits/services
2. Provides access to Teledoc, which is an online medical service, 
at no cost to employees
3.  More recently has begun using Garner, a service which helps 
employees choose highly-rated doctors. If the employee chooses 
one of the doctors recommended on the Garner app, the 
employee is reimbursed for up to $2,000 single, $4,000 family, 
for co-pays and deductibles, including prescriptions that the 
rated doctor issues
4.  Provides free access to ATI physical therapy for employees, 
with no referral required, for up to 25 visits

Market Average: $1,529.72 $626.65 $2,156.36 70% 30% $7,145

Fond du Lac as % of Mkt Avg: 139% 55% 115% 122% 47% 112%

Data Effective Date: 4/9/2025

Notes:
The City of Fond du Lac's total Family Coverage Monthly Premium (both Employer and Employee contributions) is about 15% above the market average for PPO plans.  From a contribution standpoint the City requires a significantly lower 
percentage contribution from employees, and therefore contributes a significantly higher employer contribution, compared to the peer market averages.  The City's Maximum out-of-pocket is about 12% above the market average, 
representing about a $855 dollar additional annual employee obligation at the City compared to the market average. The additional health care services provided by the City, described under the "Notes" column add significant value to the 
City's employees, as well as additional financial investment on the part of the City.

Footnotes:  City of Janesville - Provided "deductible/coinsurance amount" of 3000 - didn't enter in the grid because it wasn't what we asked for
City of Kenosha - sets aside 19,100 annually for eligible employees; divided by 12 to get monthly amount; 
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Peer Employee Only ($) Employee + Spouse ($) Employee + Child ($) Employee + Family ($)

City of Appleton $120 N/A N/A $120

City of Beloit $500 N/A N/A $1,000

City of Eau Claire $0 $0 $0 $0

City of Green Bay $0 N/A N/A $0

City of Janesville $0 N/A N/A $0

City of Kenosha $0 $0 $0 $0

City of Manitowoc $800 $1,600 $0 $0

City of Oshkosh $0 $0 $0 $0

City of Sheboygan $750 $1,500 $1,500 $1,500

City of Wausau $600 N/A N/A $1,200

City of Wauwatosa $500 $1,000 $1,000 $1,000

City of West Bend $0 $0 $0 $0

City of Fond du Lac $0 $0 $0 $0

Percent of Respondents that 
Fund an Employer H.S.A. or 
H.R.A. contribution:

50% 43% 29% 42%

Market Average of the 
Organizations that make an 
H.S.A. Contribution :

$545 $1,367 $1,250 $964

Fond du Lac as % of Mkt Avg: 0% 0% 0% 0%

Data Effective Date: 4/4/2025

Notes: SInce Fond du Lac does not currently offer an HDHP plan, this information is for "FYI" purposes. 
42% of peers with Employee Only coverage offer an Health Savings Account or Health Reimbursement Account contribution. In the case 
of employers with Family coverage, 42% of employers offer such a contribution.  While not yet a "predominant practice" there is a 
sizeable number of peers who do make a contribution. Amounts vary overall and even with tiers of coverage.

According to the Kaiser Family Foundation "Employer Health Benefit Survey (2024)", the average employer contribution to an H.S.A. Plan 
for Employee Only coverage is $705 and $1,297 for Family coverage. 

Table 18.  HSA Contribution
19. If you offer a high deductible plan, please indicate the employer annual $ contribution amount to a Health Savings Account (HSA) or 
Health Reimbursement Account (HRA) for each category. If your organization does not contribute to an HSA or HRA, enter “N/A.”
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Employee Only Coverage:

Peer
NOT a 

separate plan
Plan Provider

Employer 
Contribution to 

Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)
Co-Pay ($) Annual Deductible ($)

City of Appleton X

City of Beloit X

City of Eau Claire

City of Green Bay

City of Janesville X

City of Kenosha Navatis 100% 0% varies

City of Manitowoc X

City of Oshkosh CVS/Caremark

City of Sheboygan X

City of Wausau

City of Wauwatosa X

City of West Bend X

City of Fond du Lac X

Market Average: 7

Fond du Lac as % of Mkt Avg:

Data Effective Date: 4/9/2025

20. If the medical plans listed above do not include prescription drug coverage, please provide the following on the MOST POPULATED Prescription Drug Plan:

Table 19. Prescription Drug Coverage

Notes:
Only two piers offer prescription drug coverage as a plan separate from the Health Care coverage plan. Fond du Lac does not have a separate plan for prescription drugs.
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Employee + Family Coverage:

Peer
NOT a 

separate plan
Plan Provider

Employer 
Contribution to 

Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)
Co-Pay ($) Annual Deductible ($)

City of Appleton X

City of Beloit X

City of Eau Claire

City of Green Bay

City of Janesville X

City of Kenosha Navatis 100% 0% varies

City of Manitowoc X

City of Oshkosh CVS/Caremark

City of Sheboygan X

City of Wausau

City of Wauwatosa X

City of West Bend X

City of Fond du Lac X

Market Average: 7

Fond du Lac as % of Mkt Avg:

Data Effective Date: 4/9/2025

Footnotes:  

Notes:
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Employee Only Coverage:

Peer
NOT a 

separate plan
Plan Provider

Employer 
Contribution to 

Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

Maximum Annual 
Benefit per Covered 

Member ($)

City of Appleton Delta Dental $102.66 $10.00 $112.66 91% 9% $1,500

City of Beloit Delta Dental $54.79 $6.09 $60.88 90% 10% $1,500

City of Eau Claire Delta Dental

City of Green Bay Delta Dental $38.48 $5.45 $43.93 88% 12% $2,500

City of Janesville $21.40 $3.48 $24.88 86% 14% $1,500

City of Kenosha Care Plus 100% 0% $1,900

City of Manitowoc Delta Dental $14.08 $42.53 $56.61 25% 75% $1,500

City of Oshkosh Delta Dental $50.00 $50.00 $100.00 50% 50% $1,500

City of Sheboygan Delta Dental $42.70 $7.54 $50.24 85% 15% $1,500

City of Wausau Delta Dental $20.40 $20.38 $40.78 50% 50% $1,500

City of Wauwatosa Humana or Care Plus $28.70 $12.30 $41.00 70% 30% $2,000

City of West Bend Delta Dental $0.00 $37.84 $37.84 0% 100% $1,000

City of Fond du Lac $0.00 39.84 / 47.84 39.84 / 47.84 0% 100% 750 / 1000

Market Average: $37.32 $19.56 $56.88 67% 33% $1,627.27

Fond du Lac as % of Mkt Avg: 0% 0% 301%

Data Effective Date: 4/9/2025

Table 20. Dental Coverage

Footnotes:  

Notes:
The lack of an employer contribution to dental insurance it not consistent with the prevalent market practice, namely that all but one peer with Dental Coverage provide some contribution to the premium. The average 
Employer Contribution is 67% and the average Employee Contribution is 33%.  The Total Monthly Premium at the City of Fond du Lac is below the average in the peer market for both the Low and High Plans. The 
Maximum Annual Benefit per Covered Member ($) is considerably lower than the market average in the case of both plans.  

21. If the medical plans listed above do not include dental coverage, please provide the following on the MOST POPULATED Dental Plan:
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Employee + Family Coverage:

Peer
NOT a 

separate plan
Plan Provider

Employer 
Contribution to 

Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

Maximum Annual 
Benefit per Covered 

Member ($)

City of Appleton Delta Dental $261.53 $20.00 $281.53 93% 7% $1,500

City of Beloit Delta Dental $114.15 $12.68 $126.83 90% 10% $1,500

City of Eau Claire Delta Dental $0.00 $82.15 $82.15 0% 100% $1,200

City of Green Bay Delta Dental $116.86 $16.66 $133.52 88% 12% $2,500

City of Janesville $77.96 $11.26 $89.22 87% 13% $1,500

City of Kenosha Care Plus 100% 0% $1,900

City of Manitowoc Delta Dental $32.52 $119.70 $152.22 21% 79% $1,500

City of Oshkosh Delta Dental $150.00 $150.00 $300.00 50% 50% $1,500

City of Sheboygan Delta Dental $141.48 $24.96 $166.44 85% 15% $1,500

City of Wausau Delta Dental $65.44 $65.44 $130.88 50% 50% $1,500

City of Wauwatosa Humana or Care Plus $106.18 $45.51 $151.69 70% 30% $2,000

City of West Bend Delta Dental $0.00 $132.22 $132.22 0% 100% $1,000

City of Fond du Lac Delta Dental $0.00 142.74/177.74 142.74/177.74 0% 100% 750/1000

Market Average: 0 $96.92 $61.87 $158.79 61% 39% $1,591.67

Fond du Lac as % of Mkt Avg: 0% 0% 258%

Data Effective Date: 4/9/2025

Footnotes:  

Notes:

The average Employer Contribution for Family Coverage is 61`% and the average Employee Contribution is 39%.  The Total Monthly Premium at the City of Fond du Lac is below the average in the peer market in the 
Low Plan and above market in the case of the High plan. The Maximum Annual Benefit per Covered Member ($) is considerably lower than the market average in the case of both plans.  
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Employee Only Coverage:

Peer
NOT a 

separate plan
Plan Provider

Employer 
Contribution to 

Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

City of Appleton Delta Vision $8.04 $4.02 $12.06 67% 33%

City of Beloit Delta Vision $0.00 $6.51 $6.51 0% 100%

City of Eau Claire Delta Vision

City of Green Bay Superior Vision $0.00 $7.90 $7.90 0% 100%

City of Janesville $6.46 $0.00 $6.46 100% 0%

City of Kenosha UHC $8.99 $8.99 0% 100%

City of Manitowoc NVA $0.00 $6.80 $6.80 0% 100%

City of Oshkosh Delta Vision $5.83 $5.83 100% 0%

City of Sheboygan NVA $0.00 $9.14 $9.14 0% 100%

City of Wausau NVA $4.89 $4.89 100% 0%

City of Wauwatosa Superior Vision $3.94 $0.69 $4.63 85% 15%

City of West Bend Delta Vision $0.00 $5.88 $5.88 0% 100%

City of Fond du Lac $0.00 $6.24 $6.24 0% 100%

Market Average: $2.92 $5.55 $7.19 41% 59%

Fond du Lac as % of Mkt Avg: 112% 87%

Data Effective Date: 4/9/2025

Table 21. Vision Coverage
22. If the medical plans listed above do not include vision coverage, please provide the following on the MOST POPULATED Vision Plan:

Footnotes:  City of Sheboygan - Amount is for full plan; materials only is 6.10 pd 100 % by employee

Notes:
50% of the peer organizations contribute toward the Employee Only tier of coverage for Vision, making the City's practice neither above or below "market". It appears the total premium for 
this tier of coverage is competitive. 
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Employee + Family Coverage:

Peer
NOT a 

separate plan
Plan Provider

Employer 
Contribution to 

Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)

City of Appleton Delta Vision $20.00 $10.00 $30.00 67% 33%

City of Beloit Delta Vision $0.00 $16.19 $16.19 0% 100%

City of Eau Claire Delta Vision $0.00 $21.81 $21.81 0% 100%

City of Green Bay Superior Vision $0.00 $20.96 $20.96 0% 100%

City of Janesville $6.46 $9.69 $16.15 40% 60%

City of Kenosha UHC $27.52 $27.52 0% 100%

City of Manitowoc NVA $0.00 $17.68 $17.68 0% 100%

City of Oshkosh Delta Vision $17.41 $17.41 100% 0%

City of Sheboygan NVA $0.00 $24.22 $24.22 0% 100%

City of Wausau NVA $14.85 $0.00 $14.85 100% 0%

City of Wauwatosa Superior Vision $13.74 $2.42 $16.16 85% 15%

City of West Bend Delta Vision $0.00 $17.88 $17.88 0% 100%

City of Fond du Lac $0.00 $18.98 $18.98  0% 100%

Market Average: $6.59 $14.03 $20.07 33% 67%

Fond du Lac as % of Mkt Avg: 135% 95%

Data Effective Date: 4/9/2025

Notes:
Fewer than half of the peer employers contribute to the Family tier, so the City's practice is aligned witht the prevalent maret pratice.  Like the Employee ONLY tier, the total premium is 
competitive.  

Footnotes:  City of Sheboygan - Amount is for full plan; materials only is 16.18 pd 100 % by employee

$0.00

$0.00
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Table 22: Plan Differences for Employee Groups

Peer Response

City of Appleton None

City of Beloit None

City of Eau Claire None

City of Green Bay None

City of Janesville None

City of Kenosha None

City of Manitowoc None

City of Oshkosh None

City of Sheboygan None

City of Wausau None

City of Wauwatosa Premiums vary by bargaining group, and full time vs part time

City of West Bend None

City of Fond du Lac N/A

Data Effective Date: 4/9/2025

Footnotes: 

Notes:  Other than Wauwatosa, medical, prescription, dental and vision benefits do not differ between employee groups at any of the peer 
locations. This is also true at the City of Fond du Lac.

23. If medical, prescription, dental and vision benefits differ for employee groups, please identify those differences:
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Peer Offered?
Employer Contribution to 

Monthly Premium ($)
Employee Contribution to 

Monthly Premium ($)
Total Monthly Premium ($)

Employer Contribution to 
Monthly Premium (%)

Employee Contribution to 
Monthly Premium (%)

Maximum Number of 
Weeks of Coverage

City of Appleton No

City of Beloit No

City of Eau Claire No

City of Green Bay No

City of Janesville Yes $0.00
Varies based on salary & 

elected elimination period
0% 100% 24

City of Kenosha No

City of Manitowoc Yes 0% 100% 11

City of Oshkosh

No but City offers Income 
Continuation Insurance 
for short and long term 

disabilities

City of Sheboygan Yes 0% 100% 4

City of Wausau No

City of Wauwatosa No

City of West Bend Yes 0% 100%

City of Fond du Lac Yes $0.00 Age based 0% 100% 13

Number of "Yes" 
Responses/Averages:

4 $0.00 0% 100% 13

Fond du Lac as % of Mkt Avg: 100% 100%

Data Effective Date: 4/9/2025

Table 23. Short-Term Disability

24. Does your organization provide Short-Term Disability Insurance?  If “Yes,” please provide the following information:

Notes:
Forty-two percent (42%) of peers offer short-term disability coverage. The City of Fond du Lac is "above market" in this regard. Like the City of Fond du Lac, in the case of the four cities that provide short-term disability 
insurance, the employees pay 100% of the premium and the employer is not making a contribution to the premium. In that regard the City's plan is competitive with cities providing this type of insurance. There is substantial 
variance in the Maximum Benefit Period practice among the cities offering short-term disability insurance, ranging from 4 weeks to 24 weeks. The City's Maximum Benefit Period is consistent with the average of the four 
peers.

Footnotes:  
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Peer Offered?
Employer Contribution to 

Monthly Premium ($)
Employee Contribution to 

Monthly Premium ($)
Total Monthly Premium ($)

Employer Contribution to 
Monthly Premium (%)

Employee Contribution to 
Monthly Premium (%)

Maximum Number of 
Weeks of Coverage

City of Appleton Yes $10.05 $0.00 $10.05 100% 0% 260

City of Beloit No

City of Eau Claire Yes Premium prorated on wage Premium prorated on wage 50% 50% Not provided

City of Green Bay Yes Varies by Age & Salary Varies by Age & Salary 104

City of Janesville Yes $0.00
Varies by age, salary & 

elected elimination period
0% 100%

City of Kenosha No

City of Manitowoc Yes 0% 100% up to age 65

City of Oshkosh

No but City offers Income 
Continuation Insurance for 

short and long term 
disabilities

City of Sheboygan No

City of Wausau Yes $0.00 Varies 0% 100% 104

City of Wauwatosa No

City of West Bend Yes 0% 100% Not provided

City of Fond du Lac Yes $0.00 Age Based 0% 100%
social security normal 

retirement age

Number of "Yes" 
Responses/Averages:

7 $3.35 $0.00 $3.35 25% 75% 156

Fond du Lac as % of Mkt Avg: 0% 0% 133%

Data Effective Date: 4/9/2025

Table 24. Long-Term Disability
25. Does your organization provide Long-Term Disability Insurance?  If “Yes,” please provide the following information:

Footnotes:  City of Appleton - entered "10.05/life"; removed "/life" from entry so formula would work
City of Green Bay - provided link to benefits guide LTD on pg. 29 https://www.greenbaywi.gov/DocumentCenter/View/7681/2025-City-of-Green-Bay-Benefits-Booklet-PDF

Notes:
Sixty-seven percent (67%) of  peers offer long-term disability coverage. The City of Fond du Lac also offers this insurance and is competitive with the market in this regard. Of the cities that offer this insurance, there is a mix of 
EMPLOYER contribution percentages.  The City of Fond du Lac's 0% premium contribtion is consistent with the majority of cities that offer long-term disability coverage. In the case of cities that responded to this sub-question, 
there is a mix of practices for maximum benefit period. Specifically for those with a number of weeks limit the average number of weeks is 156.  Some of the peers provide benefits through normal retirement age (as defined by 
Social Security Administration). The City of Fond du Lac is one such peer.  The City's benefit provisions in the area of long-term disability insurance are competitive overall.
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Peer Offered?
Employer 

Contribution to 
Monthly Premium ($)

Employee 
Contribution to 

Monthly Premium ($)

Total Monthly 
Premium ($)

Employer 
Contribution to 

Monthly Premium (%)

Employee 
Contribution to 

Monthly Premium (%)
Benefit Amount

City of Appleton Yes $3.55 $0.00 $3.55 100% 0%
1x annual salary rounded to next even 

thousand up to a max of $50,000

City of Beloit Yes 100% 0% 1x annual salary

City of Eau Claire Yes $0.00 Based on wage
Basic, Supp, Addl, Spouse & Dep 

available

City of Green Bay Yes Varies based on age $0.00 100% 0%
1x salary rounded up to next $1,000, up 

to a maximum of $100,000

City of Janesville Yes
Varies based on age & 

annual earnings
$0.00 100% 0% 1x salary rounded up to next $1,000

City of Kenosha Yes 1 x annual salary varies 1x annual salary 

City of Manitowoc Yes 11 months premium 1 month premium 92% 8% 1x annual salary

City of Oshkosh Yes $0.00 $2.88 $2.88 0% 100%
Based Units: 10,000/person and an 
additional $5000/dependent child

City of Sheboygan Yes 100% 0% 1x annual salary

City of Wausau Yes $0.00 Varies 0% 100%

City of Wauwatosa Yes $0.00 100% 0% 1x salary rounded up to next $1,000

City of West Bend Yes Varies by age & wage 100% 0% 2x annual salary

City of Fond du Lac Yes Varies by salary/age $0.00 Not reported 100% 0% 1x - NE; 1.5x Exempt

Number of "Yes" 
responses/averages:

12 $0.89 $0.58 $3.22 79% 21%

Fond du Lac as % of Mkt Avg: 0% 126% 0%

Data Effective Date: 4/9/2025

Table 25. Basic Life Insurance
26. Does your organization provide Basic Life Insurance?  If “Yes,” please provide the following information:

Notes:
All employers provide Basic Life Insurance. Because the average Employer contribution is 79% and the City of Fond du Lac pays 100% of the premium, the City's benefit is "above market" in this regard.  
The City's benefit amount of 1x for non-exempt and 1.5x for exempt is competitive with the market where the prevalent practice is 1x salary.  Additional life insurance for exempt staff is one way the City 
can recognize "extra" hours worked by exempt that is not directly compensated.

Footnotes:    City of Appleton - entered "3.55/life"; removed "/life" from entry so formula would work;
City of Beloit - did not provide amounts, only percentages; 
City of Green Bay - provided link to benefits guide Life Ins on pg. 28 https://www.greenbaywi.gov/DocumentCenter/View/7681/2025-City-of-Green-Bay-Benefits-Booklet-PDF
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Percent of Pay Dollar Amount Percent of Pay Dollar Amount Percent of Pay Dollar Amount Percent of Pay Dollar Amount

City of Appleton Wisconsin Retirement System 6.95% N/A 6.95% N/A

City of Beloit X
City of Eau Claire MissionSquare $0.00 $0.00 $0.00 $23,500

City of Green Bay Wisconsin Retirement System 6.95% 6.95%

City of Janesville X
City of Kenosha X
City of Manitowoc WI Retirement System 6.95% 6.95%
City of Oshkosh
City of Sheboygan X

City of Wausau
Varies per WRS requirements 

for each category

City of Wauwatosa X
City of West Bend X

City of Fond du Lac X

Number of "Offered" 
Responses/Market Averages:

6 6.95% $0.00 $0.00 6.95% $0.00 $23,500

Data Effective Date: 4/9/2025

Footnotes:  City of Eau Claire - entered "Set by IRS" in Voluntary Contribution column; I entered 2025 max allowable
City of Green Bay - provided copy of benefits guide; Retirement on page 35 https://www.greenbaywi.gov/DocumentCenter/View/7681/2025-City-of-Green-Bay-Benefits-Booklet-PDF; entered what I 
understood from that document.

Notes:
Because 50% of the peers do offer a Defined Contribution plan, the City's lack of a plan is neither above or below the prevalent practice.  Among the three peers that provided the Employer 
Contribution to the Defined Contribution Plan, all are offered through the Wisconsin Retirement System and all require a 6.95%(of base salary)  Employer Contribution.  In all three of these 
cases the employees are also required to make a 6.95% (of base salary) contribution. 

Voluntary Employee Contribution 
Maximum

27. Please provide the following information regarding your Defined Contribution retirement plan, including the contribution rate for both the employer and the employee. If the employer 
contribution is a “match,” indicate the maximum or limit on the match.
     Check if you do not  offer a Defined Contribution Plan.   
     If you do offer a Defined Contribution Plan, please provide the following:

Table 26. Defined Contribution Plan

Contribution Rate Made by the 
Employer

Maximum Employer Match of 
Employee Contributions

Plan NameNOT OfferedPeer

Required Employee Contribution
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Percent of Pay Dollar Amount Percent of Pay Dollar Amount Percent of Pay Dollar Amount Percent of Pay Dollar Amount

City of Appleton Voya Financial 0% N/A $23,500

City of Beloit Nationwide 0% N/A N/A $0.00 $23,500

City of Eau Claire MissionSquare and WDC $0.00 $0.00 $23,500

City of Green Bay MissionSquare and WDC $23,500

City of Janesville X

City of Kenosha 0% N/A $23,500

City of Manitowoc 0% N/A 100%

City of Oshkosh MissionSquare 0% N/A $0.00 $23,500

City of Sheboygan
WDC, Nationwide, 

MissionSquare
0% N/A

City of Wausau
Wisconsin Deferred and 

Nationwide
0% N/A 0%

City of Wauwatosa
MissionSquare, Nationwide, and 

North Shore Bank
0% N/A

City of West Bend WDC 0% $0.00 N/A $0.00 Max allowable $23,500

City of Fond du Lac Mission Square 0% 0% Voluntary N/A

Number of "Offered" 
Responses/Market Trends

11 0% $0.00
Not Applicable to 
any respondent

$0.00 50% $23,500

Data Effective Date: 4/9/2025

Voluntary Employee Contribution 
Maximum

Table 27. Deferred Compensation Plans/457 Plans

Footnotes: City of Appleton, City of Beloit, City of Eau Claire - entered "IRS Max" in Voluntary Contribution column; I entered 2025 maximum allowable
City of Green Bay - provided copy of benefits guide; Retirement on page 35 https://www.greenbaywi.gov/DocumentCenter/View/7681/2025-City-of-Green-Bay-Benefits-Booklet-PDF; entered what I 
understood from that document.

Notes:
All but one peer as well as the City of Fond du Lac provide a Deferred Compensation Plan or 457 Plan, specifically.  None of the employers, including the City of Fond du Lac make an 
Employer contribution. None of the plans require an employee contribution - these are strictly voluntary contribution plans.  The maximum contribution amount is based on the IRS 
maximum.  The fact that the City of Fond du Lac offers a plan with key provisions matching the prevalent market practice means that the City's benefit is competitive.

28. Please provide the following information regarding your Deferred Compensation/457 retirement plan, including the contribution rate for both the employer and the employee. If the 
employer contribution is a “match,” indicate the maximum or limit on the match.
     Check if you do not offer a Defined Contribution Plan.   
     If you do offer a Deferred Compensation/457 Plan, please provide the following:

Peer NOT Offered Plan Name

Contribution Rate Made by the 
Employer

Maximum Employer Match of 
Employee Contributions

Required Employee Contribution

No Minimum

No Minimum

No Minimum

No Minimum

No Minimum

No Minimum

No Minimum

No Minimum

No Plan has an established 
Minimum Employee Contribution
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Paid Vacation Days

Peer <1 Year 1 Year 2 Years 3 Years 4 Years 5 Years 6 Years 7 Years 8 Years 9 Years 10 Years 11 Years 12 Years 13 Years 14 Years 15 Years 16 Years 17 Years 18 Years 19 Years 20 Years 21 Years 22 Years 23 Years 24 Years 25 Years
More than 25 

Years

City of Appleton 5.0
5 - NE
10 - E

10 - NE
10 - E

10 - NE
10 - E

10 - NE
10 - E

10 - NE
15 - E

12 -NE
15 - E

12 -NE
15 - E

15 -NE
18 - E

15 -NE
18 - E

15 -NE
18 - E

15 -NE
18 - E

20 -NE
22 - E

20 -NE
22 - E

20 -NE
22 - E

22.0 22.0 22.0 22.0 22.0 25.0 25.0 25.0 25.0 25.0 25.0 25.0

City of Beloit 0 11 11 13 13 15 15 15 15 15 18 18 18 18 20 20 20 20 20 20 22 25 25 25 25 25 25

City of Eau Claire 15 15 15 15 15 17 17 17 20 20 20 20 20 22 22 22 22 25 25 25 25 25 25 25 25 25 25

City of Green Bay 10 10 10 10 10 10 15 15 15 15 15 17 17 17 17 17 20 20 20 20 20 25 25 25 25 25 25

City of Janesville
1.25 days/full 
month worked

15 15 15 15 15 16 17 18 19 20 21 22 23 24 25 25 25 25 25 25 25 25 25 25 25 25

City of Kenosha 12 15 15 15 15 15 17 17 17 17 17 19 19 19 19 19 21 21 21 21 21 25 25 25 25 25 25

City of Manitowoc 8 15 15 15 17 17 17 20 20 20 21 22 23 24 25 25 25 25 25 30 30 30 30 30 30 30 30

City of Oshkosh 10 (prorated) 10 10 10 10 15 15 15 15 15 20 20 20 20 20 20 20 20 25 25 25 25 25 25 25 25 28

City of Sheboygan 10 (prorated) 20 20 20 20 25 25 25 25 25 25 25 25 30 30 30 30 30 30 30 30 35 35 35 35 35 35

City of Wausau 15 15 15 15 15 20 20 20 20 20 25 25 25 25 25 30 30 30 30 30 30 30 30 30 30 30 30

City of Wauwatosa 15 (prorated) 15 15 15 15 20 20 20 20 20 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25 25

City of West Bend
Uses a Paid time 

off" program

City of Fond du Lac 10.0* 10.0 10.0 10.0 10.0
10 - NE
15 - E

10 - NE
15 - E

10 - NE
15 - E

15 15 15 15 15 15 20 20 20 20 20 20 25 25 25 25 25 25 25

Market Average: 9.3 13.7 13.7 13.9 14.1 16.9 17.7 18.1 18.2 18.6 20.6 21.2 21.4 22.3 22.5 22.9 23.3 23.9 24.4 24.8 25.3 26.8 26.8 26.8 26.8 26.8 27.1

Fond du Lac Days vs 
Market Average:

0.7 -3.7 -3.7 -3.9 -4.1
-6.9 for NE and

-1.9 for E
-7.8 for NE and -

2.8 for E
-7.9 for NE and -

2.9 for E
-3.2 -3.6 -5.6 -6.2 -6.4 -7.3 -2.5 -2.9 -3.3 -3.9 -4.4 -4.8 -0.3 -1.8 -1.8 -1.8 -1.8 -1.8 -2.1

Data Effective Date: 4/9/2025

Footnotes:  City of Appleton - Starting at 21 years listed only 5 days for NE; changed to 25 based on amounts for previous years; City of Eau Claire - gave hours instead of days; divided amounts by 8 to calculate # of days
City of Kenosha - see email for these numbers; Union employees Time Off governed by CBA
City of Sheboygan - gave hours instead of days; divided amounts by 8 to calculate # of days
City of West Bend - PTO - all hours entered in "Personal Days" column
City of Fond du Lac - Weeks converted to days based on a 5 day work week
* City of Fond du Lac's Policy: "Vacation eligibility for new employees will be established based on their hire date. New employees must be employed for 90 days before any vacation can be approved.  New employees who start employment on or before July 1st are eligible to use 1 week of vacation during a new employee's first partial year of employment."

Years of Service Years of Service Years of ServiceYears of Service

Notes:
The number of paid vacation days at the City of Fond du Lac is below the market average for every "year of service" category, at different degrees depending on the 'year of service" category under analysis. In several categories the City's 
benefit level is several days below market, particularly for Non-Exempt employees with 6, 7 and 8  years of service. In general, the number of vacation days jumps from two weeks to three earlier at most peers than the five years (Exempt) and 
8 years (Non-Exempt) that are required at the City of Fond du Lac.  The number of vacations does  vary in numbers and the timing for the increase in the number of days quite a bit between cities, but in any case, Fond du Lac's benefit in this 
area is not competitive. We also note that the existence of different benefit levels for Exempt and Non-Exempt staff is only true at one peer organization, therefore the City's practice is not consistent with the prevalent market practice in this 
regard.

Table 28 A-C.  Vacation, Sick Time, Personal Days
29A. Please indicate the number of accrued days per year  for vacation days, for the following years of service.

Years of Service Years of Service Years of ServiceYears of Service Years of Service

Page 351 of 505



Paid Sick Days

Peer <1 Year 1 Year 2 Years 3 Years 4 Years 5 Years 6 Years 7 Years 8 Years 9 Years 10 Years 11 Years 12 Years 13 Years 14 Years 15 Years 16 Years 17 Years 18 Years 19 Years 20 Years 21 Years 22 Years 23 Years 24 Years 25 Years
More than 25 

Years

City of Appleton
N/A - covered 

under Personal 
Days Policy

N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A

City of Beloit

12 (prorated 
based on hire 

date)
12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

City of Eau Claire 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

City of Green Bay 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

City of Janesville 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

City of Kenosha

City of Manitowoc 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10 10

City of Oshkosh 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67 8.67

City of Sheboygan

City of Wausau 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

City of Wauwatosa 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

City of West Bend
Uses a Paid time 

off" program

City of Fond du Lac

based on # of 
months of 

service in first 
year of hire

12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12 12

Market Average: 11.4 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3 11.3

Fond du Lac Days vs 
Market Average:

1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1 1.1

Data Effective Date: 4/9/2025

Personal Days

Peer <1 Year 1 Year 2 Years 3 Years 4 Years 5 Years 6 Years 7 Years 8 Years 9 Years 10 Years 11 Years 12 Years 13 Years 14 Years 15 Years 16 Years 17 Years 18 Years 19 Years 20 Years 21 Years 22 Years 23 Years 24 Years 25 Years
More than 25 

Years

City of Appleton
Prorated based on 

hire date
6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6

City of Beloit 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3

City of Eau Claire 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

City of Green Bay 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3

City of Janesville 0 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5 .5 - 3.5

City of Kenosha 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

City of Manitowoc 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

City of Oshkosh 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

City of Sheboygan 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

City of Wausau 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3

City of Wauwatosa 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

City of West Bend
Uses a Paid time 

off" program

City of Fond du Lac 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0

Most Prevalent 
Response (Non-Zero 
Reponses):

3.0 3.0 3.8 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0 3.0

Fond du Lac Days vs 
Market Average:

-3.0 -3.0 -3.8 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0 -3.0

Data Effective Date: 4/9/2025

Footnotes:  City of Beloit - 8 hrs/month; calculated to 12 days/yr; 
City of Green Bay - 1/mo; calculated to 12 days/yr;
City of Oshkosh - 1 sick day/30 days worked; calculated based on 5 day workweek
City of West Bend - PTO - all hours entered in "Personal Days" column

29B. Please indicate the number of accrued days per year for sick days, for the following years of service.

Years of Service Years of Service Years of Service Years of Service Years of Service Years of Service

Notes:
Thirty-three percent (33%) of the City's peers have a personal days benefit in addition to paid vacation and sick leaves.  Therefore the City's lack of personal days benefit is consistent with the prevalent market practice.  Where the benefit 
does exist, the most reported benefit level is three days per year. Appleton does not have a sick leave program per se, but instead has a personal days plan to cover sick leave, funeral leave and "floating holidays".

Years of Service Years of Service

Years of ServiceYears of Service Years of Service

Years of Service Years of Service Years of Service

Footnotes:  City of Beloit - <1 year is prorated based on hire date

29C. Please indicate the number of accrued days per year  for personal days, for the following years of service.

Years of Service Years of Service Years of Service Years of Service

Notes:
The number of paid sick days at the City of Fond du Lac is slightly above the market average for every "year of service" category. However, the prevalent practice among the peers is 12 days a year, an amount which is also the case to the 
City of Fond du Lac. In any case, the City's benefit is competitive in this area. 
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Peer Response

City of Appleton Annually

City of Beloit Vacation and Personal - Annually; Sick- 1 day monthly

City of Eau Claire Not reported

City of Green Bay Biweekly

City of Janesville Annually

City of Kenosha Not reported

City of Manitowoc Biweekly

City of Oshkosh Sick accrued monthly; Vacation accrued annually

City of Sheboygan PTO is granted Jan. 1st of each year based on length of service they will reach that year.

City of Wausau Sick/vacation bi-weekly; personal annually

City of Wauwatosa Vacation time is awarded up-front and not accrued. Sick time is accrued per month

City of West Bend Bi-weekly

City of Fond du Lac Annually

Data Effective Date: 4/9/2025

30. When are vacation, sick and personal days accrued?

Footnotes: 

Notes: 
There is a variety of practices in this regard.  Annual accrual of vacation, sick and personal days, a practice in effect 
at the City of Fond du Lac, is also used at several peer cities.

Table 29: Time Off Accrual
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New Year's Day MLK Birthday President's Day Good Friday Memorial Day Juneteenth Independence Day Labor Day
Indigenous 

Peoples/Columbus 
Day

Election Day Veterans Day Thanksgiving Day
Day After 

Thanksgiving
Christmas Eve Christmas Day New Year's Eve

Peer Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No Yes or No

City of Appleton Yes No No No Yes No Yes Yes No No No Yes Yes Yes Yes No 8

City of Beloit Yes Yes No Yes Yes No Yes Yes No No No Yes Yes Yes Yes No 10

City of Eau Claire Yes No No No Yes No Yes Yes No No No Yes Yes Yes Yes No 8

City of Green Bay Yes Yes No No Yes No Yes Yes No No No Yes Yes Yes Yes Yes 10

City of Janesville Yes No No No Yes No Yes Yes No No No Yes Yes Yes Yes No 8

City of Kenosha Yes Yes No Yes Yes Yes Yes Yes No No No Yes Yes Yes Yes Yes 12

City of Manitowoc Yes No No No Yes No Yes Yes No No No Yes Yes Yes Yes Yes 9

City of Oshkosh Yes No No Yes Yes No Yes Yes No No No Yes No Yes Yes Yes 9

City of Sheboygan Yes No No Yes Yes No Yes Yes No No No Yes Yes Yes Yes Yes 10

City of Wausau Yes No No Yes Yes No Yes Yes No No No Yes Yes Yes Yes Yes 10

City of Wauwatosa Yes Yes No Yes Yes Yes Yes Yes No No No Yes Yes Yes Yes Yes 12

City of West Bend Yes No No Yes Yes No Yes Yes No No No Yes Yes Yes Yes Yes 10

City of Fond du Lac Yes No No No Yes No Yes Yes No No No Yes Yes Yes Yes Yes 9

Number of "Yes" Responses 12 4 0 7 12 2 12 12 0 0 0 12 11 12 12 8 10

Number of "No" Responses 0 8 12 5 0 10 0 0 12 12 12 0 1 0 0 4

Fond du Lac Practice is NOT 
Consistent with Prevalent 
Market Practice:

X

Data Effective Date: 4/9/2025

Total

Table 30.  Designated Paid Holidays
30. Please indicate which holidays are observed by your organization by choosing "Yes" or No" for each.

Notes:  The named holidays observed by the City of Fond du Lac are in line with the market in each case except for Good Friday where more than half of the peers offer this day as a 
holiday and the City of Fond du Lac does not.  In our experience, the public sector is slowly moving toward stopping the addition of named holidays and instead adding a small number of 
personal days or "floating holidays", to provide employees more choice in time off to meet their individual needs and preferences.

Footnotes: City of Eau Claire, City of Janesville & City of West Bend - I entered No for blank responses
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Peer
Number of Floating 

Holidays

City of Appleton 4

City of Beloit 3

City of Eau Claire 3

City of Green Bay 0

City of Janesville 3

City of Kenosha 2

City of Manitowoc 0

City of Oshkosh 4

City of Sheboygan 0

City of Wausau 0

City of Wauwatosa 2

City of West Bend 0

Fond du Lac 5

Market Average: 1.8

Fond du Lac vs. Market Average: 3.3

Data Effective Date: 4/9/2025

Table 31. Number of Floating Holidays
32. How many floating holidays do employees receive each year (in addition to paid 
holidays, vacation, and sick leave; please include any additional days around 
Christmas Eve or Christmas Day in this number)?

Footnotes: City of Beloit - Counted these as "Personal Days" in #29; 
City of Kenosha - Union employee amount governed by CBA
City of West Bend - included in PTO

Notes:  The number of floating holidays at the City of Fond du Lac is significantly 
above the market average as wellas the most reported response of three (3) days). 
To fully understand market time off practices, it is important to review the 
responses for both Personal Days and Floating Holidays, which essentially amount 
to the same kind of benefit.
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Peer
Retiree Health 

Insurance
Tuition 

Reimbursement
Paid Parental 

Leave
Paid Caregiver 

Leave

Service Level 
Benefit (Longevity 

Pay)

Employee 
Assistance 

Program

Remote Work 
Policy

Flexible 
Scheduling 

Sabbatical Leave
Catastrophic 
Leave/Leave 

Donation

City of Appleton X X X X X

City of Beloit X X X X

City of Eau Claire X X X X X

City of Green Bay X X X X X

City of Janesville X X X X X

City of Kenosha X X X

City of Manitowoc X X X X X

City of Oshkosh X X X X X

City of Sheboygan X X X X X

City of Wausau X X X

City of Wauwatosa X X X X X

City of West Bend X X X X

City of Fond du Lac X X X X X X X

Number of "Yes" Responses 8 10 1 0 2 12 7 9 0 5

Number of "No" Responses 4 2 11 12 10 0 5 3 12 7

Fond du Lac Practice NOT 
Consistent with Prevalent Market 
Practice:

X X

Data Effective Date: 4/9/2025

Table 32. Other Benefits
33. Please choose any of the following benefits your organization offers to employees. Choose all that apply.

Notes: 
There are no benefit areas where the City of Fond Du Lac's program or lack of a program is INCONSITENT with the prevalent market practice. There is one benefit program offered at the City of Fond 
du Lac that are not offered at the  majority of peers. The Leave Donation Program at the City of Fond du Lac is only offered at forty-two percent (42%) of the peer organizations.
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Yes No Yes No

City of Appleton X X

City of Beloit X X

City of Eau Claire X X

City of Green Bay X X

City of Janesville X X

City of Kenosha X X

City of Manitowoc X X

City of Oshkosh X X

City of Sheboygan X X

City of Wausau X X

City of Wauwatosa X X

City of West Bend X X

Number: 12 0 6 6

City of Fond du Lac X X

Data Effective Date: 4/9/2025

Notes:  All peers and the City of Fond du Lac pay for CDL training-related expenditures. 
Since one half of the peers  require pro-rated reimbursement to the City for the training upon 
voluntary separation and the other half do not, the City's policy of requiring pro-rated 
reimbursement is neither above or below the prevalent market practice.

Table 33. CDL Training Pay
34. Does your organization pay for CDL training?  If yes, does your organization have a policy 
or clause regarding employees reimbursing your organization at a pro-rated rate upon 
separation? 

Peer

Pay for CDL Training
Employee Reimbursement 

Upon Separation
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Peer Response

City of Appleton City health care clinic (Connecting Care Clinic) including physical therapy and health coaching

City of Beloit
Employee Assistance Program, various confidential programs through our medical insurance- JointStrong, Inspera 

Health

City of Eau Claire Employees have ability to earn a $500 deductible on health insurance by participating in wellness program

City of Green Bay

City of Janesville Wellness portal with opportunity to complete challenges, earn points, and cash in for gift cards at end of the year

City of Kenosha N/A

City of Manitowoc wellness membership reimbursements, onsite fitness center, near site medical clinic

City of Oshkosh
Discounts at gyms, Group Challenges (Holistic Hero, Balance Boost etc.), Employee made Cookbook yearly update, 

Currently doing a spring reading challenge, Lunch N Learns (some in person, some virtual), Monthly Newsletter talking 
about wellness in the organization and the City.  

City of Sheboygan fitness reimbursement (up to $50/month)

City of Wausau
On-site fitness centers, Bublr bike discount, wellness reimbursement program for gym membership and race 
participation, wellness portal, on-site instructor led classes, general promotion of wellbeing in the workplace.

City of Wauwatosa

City of West Bend wellness team that puts together multiple events and activities through the year

City of Fond du Lac Engagement activities

Data Effective Date: 4/9/2025

Table 34. Wellness Benefits
35. Please describe any benefits that are meant to support employee wellness activities.

Notes: 
There are clearly a variety of programs and initiative in this area, a finding consistent among our multiple surveys conducted each year. 
Perhaps some of these ideas will be of interest to the City of Fond du Lac.
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Peer Response

City of Appleton

City of Beloit

City of Eau Claire

City of Green Bay
employee resource groups, retirement planner consultations, group exercise classes, onsite health 
coaching, resilience and mental health lunch and learns, onsite fitness center, reimbursement for 
required licenses (plumber, electrician), Clothing & Shoe Allowance

City of Janesville
Vacation buy program - employees not at the max vacation of 25 days can buy up to 5 days of vacation 
and spread out over all 26 pay periods in the year

City of Kenosha N/A

City of Manitowoc flexible work schedule, day off for birthday, holiday and summer employee appreciation events

City of Oshkosh Reading challenge with prizes, City Employee Cookbook, gym discounts

City of Sheboygan opt out insurance - can receive $100/month they are not enrolled in the City's health insurance

City of Wausau

City of Wauwatosa Paid volunteer time, wellness book club

City of West Bend N/A

City of Fond du Lac

In its health care program, the City:
1. Provides access to the Corporate Care Clinic located in Fond du Lac and covers 100% of
costs for nine types of visits/services
2. Provides access to Teledoc, which is an online medical service, at no cost to employees
3. More recently has begun using Garner, a service which helps employees choose highly-rated
doctors. If the employee chooses one of the doctors recommended on the Garner app, the 
employee is reimbursed for up to $2,000 single, $4,000 family, for co-pays and deductibles,
including prescriptions that the rated doctor issues
4. Provides free access to ATI physical therapy for employees, with no referral required, for up
to 25 visits

The City also pays for the license or certification for employees where they are required for the 
job, as well as paying for the continuing education credits and expenses required to maintain 
one's license or certification.

Data Effective Date: 4/9/2025

Table 35. Unique Benefits
36. Please describe any unique benefits offered by your organization that employees particularly enjoy:

Notes: The City has a number of positive attributes within the total package of health plan offerings, as described above
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Peer Response

City of Appleton

City of Beloit

City of Eau Claire

City of Green Bay

City of Janesville

City of Kenosha

City of Manitowoc

City of Oshkosh
OshKosh provided some documents that detail their unique benefits. We are happy to pass these along to 

the City of Fond du Lac.

City of Sheboygan

City of Wausau

City of Wauwatosa

City of West Bend

"Longevity Pay is only for Fire Union Employees.    Our Health Insurance Plan is a Copay Only Plan - no 
deductible. Both Dental and Vision have four tiers.   The Long Term Disability that the City provides is ICI 

through ETF.  We also offer short and long term through an ancillary product, currently American Fidelity, 
which is 100% employee paid.  We do not have separate banks for vacation/sick/personal as of 1/1/25. We 

have PTO which incorporates these.  We also give an extra week per year for management at and over 
grade 70 of comp plan"

City of Fond du Lac

Data Effective Date: 4/9/2025

Table 36. Additional Comments
37. Additional comments:

Footnotes: 

Notes: 
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Exhibit 4 
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City rate is  more than 10% below the Market Mean value - Indexes (columns E, and N within a range of -10% to 10% are considered within a "competitive range"

City rate is more than 10% above the Market Mean value

Insufficient # of Responses

-5.9%

City of Fond du 
Lac

Market Average
% Difference 
from Market 

Average

Number of 
Responses

City of Fond du 
Lac

Market Average
City of Fond du 

Lac
Market Average

City of Fond du 
Lac

Market Average
% Difference 
from Market 

Average

ADMINISTRATIVE SERVICES 
MANAGER

$68,373 $80,820 -15% 11 $20,795 $16,606 $0 $1,404 $89,168 $98,830 -10%

ADMINISTRATIVE SPECIALIST I $51,472 $52,901 -3% 12 $20,795 $16,606 $0 $919 $72,267 $70,427 3%

ADMINISTRATIVE SPECIALIST II $57,096 $58,826 -3% 14 $20,795 $16,606 $0 $1,022 $77,891 $76,454 2%

ADMINISTRATIVE SPECIALIST III $62,748 $66,209 -5% 13 $20,795 $16,606 $0 $1,150 $83,543 $83,966 -1%

ASSISTANT CHIEF OF EMS $120,530 $117,803 2% 9 $20,795 $16,606 $0 $2,047 $141,325 $136,456 4%

ASSISTANT CHIEF OF POLICE $120,530 $127,821 -6% 12 $20,795 $16,606 $0 $2,221 $141,325 $146,648 -4%

ASSISTANT FIRE CHIEF - 
TRAINING

$120,530 $117,722 2% 13 $20,795 $16,606 $0 $2,045 $141,325 $136,374 4%

CIRCULATION SUPERVISOR $62,754 $69,472 -10% 8 $20,795 $16,606 $0 $1,207 $83,549 $87,285 -4%

CITY ATTORNEY/DIRECTOR HR $137,459 $156,236 -12% 14 $20,795 $16,606 $0 $2,715 $158,254 $175,557 -10%

CITY CLERK $103,629 $101,758 2% 14 $20,795 $16,606 $0 $1,768 $124,424 $120,132 4%

CITY ENGINEER $120,530 $124,258 -3% 14 $20,795 $16,606 $0 $2,159 $141,325 $143,023 -1%

CITY MANAGER $125,000 $176,423 -29% 4 $20,795 $16,606 $0 $3,065 $145,795 $196,094 -26%

CIVIL ENGINEER II $79,649 $92,058 -13% 14 $20,795 $16,606 $0 $1,600 $100,444 $110,263 -9%

CLERK CASHIER $45,820 $51,875 -12% 13 $20,795 $16,606 $0 $901 $66,615 $69,382 -4%

DIRECTOR-
ADMINISTRATION/CFO

$137,459 $153,659 -11% 14 $20,795 $16,606 $0 $2,670 $158,254 $172,935 -8%

DIRECTOR-COMMUNITY 
DEVELOPMENT

$137,459 $136,044 1% 15 $20,795 $16,606 $0 $2,364 $158,254 $155,014 2%

DIRECTOR-INFORMATION 
TECHNOLOGY SERVICES

$137,459 $145,833 -6% 13 $20,795 $16,606 $0 $2,534 $158,254 $164,973 -4%

DIRECTOR-PUBLIC WORKS $145,909 $146,617 0% 15 $20,795 $16,606 $0 $2,547 $166,704 $165,771 1%

EQUIPMENT & COLLECTIONS 
TECHNICIAN (UTILITIES)

$68,373 $70,635 -3% 6 $20,795 $16,606 $0 $1,227 $89,168 $88,468 1%

EQUIPMENT OPERATOR I (CDL 
REQUIRED)

$57,096 $60,044 -5% 13 $20,795 $16,606 $0 $1,043 $77,891 $77,693 0%

EQUIPMENT OPERATOR II, C&M 
(CDL REQUIRED)

$62,748 $66,226 -5% 12 $20,795 $16,606 $0 $1,151 $83,543 $83,983 -1%

EQUIPMENT OPERATOR II, 
WATER (CDL REQUIRED)

$62,748 $67,407 -7% 8 $20,795 $16,606 $0 $1,171 $83,543 $85,184 -2%

FIRE CHIEF $137,459 $141,999 -3% 14 $20,795 $16,606 $0 $2,467 $158,254 $161,072 -2%

GIS COORDINATOR $79,649 $82,070 -3% 14 $20,795 $16,606 $0 $1,426 $100,444 $100,102 0%

HUMAN RESOURCES MANAGER $86,700 $110,053 -21% 9 $20,795 $16,606 $0 $1,912 $107,495 $128,572 -16%

LABORATORY ANALYST $62,748 $75,125 -16% 11 $20,795 $16,606 $0 $1,305 $83,543 $93,036 -10%

LIBRARIAN I $68,359 $70,934 -4% 12 $20,795 $16,606 $0 $1,232 $89,154 $88,773 0%

Employer Total Compensation Costs

CITY OF FOND DU LAC, WISCONSIN

Total Compensation Competitiveness Report - 2025 Market Assessment
Compiled by the Archer Company

Revised:  8/19/25

Overall Pay Range Competitiveness (Range Midpoint):

Overall Total Compensation Competitiveness *

* includes health, dental, vision and H.S.A. employer contributions; and 
defined contribution and deferred compensation employer 
contributions

Employer Contributions Analysis

-1.7%

Pay Range Competitiveness (At Range Midpoints)

Job Title

Pay Range Midpoint
Average Weighted Employer 

Annual Health-Related 
Contribution

Total Annual Employer Defined 
Contribution and Deferred 

Compensation Contributions
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City rate is  more than 10% below the Market Mean value - Indexes (columns E, and N within a range of -10% to 10% are considered within a "competitive range"

City rate is more than 10% above the Market Mean value

Insufficient # of Responses

-5.9%

City of Fond du 
Lac

Market Average
% Difference 
from Market 

Average

Number of 
Responses

City of Fond du 
Lac

Market Average
City of Fond du 

Lac
Market Average

City of Fond du 
Lac

Market Average
% Difference 
from Market 

Average

Employer Total Compensation Costs

CITY OF FOND DU LAC, WISCONSIN

Total Compensation Competitiveness Report - 2025 Market Assessment
Compiled by the Archer Company

Revised:  8/19/25

Overall Pay Range Competitiveness (Range Midpoint):

Overall Total Compensation Competitiveness *

* includes health, dental, vision and H.S.A. employer contributions; and 
defined contribution and deferred compensation employer 
contributions

Employer Contributions Analysis

-1.7%

Pay Range Competitiveness (At Range Midpoints)

Job Title

Pay Range Midpoint
Average Weighted Employer 

Annual Health-Related 
Contribution

Total Annual Employer Defined 
Contribution and Deferred 

Compensation Contributions

LIBRARY ASSISTANT I $57,106 $48,524 18% 12 $20,795 $16,606 $0 $843 $77,901 $65,973 18%

LIBRARY ASSISTANT I - 
TECHNICAL SERVICES

$57,106 $46,327 23% 7 $20,795 $16,606 $0 $805 $77,901 $63,738 22%

LIBRARY ASSISTANT II $62,754 $54,407 15% 8 $20,795 $16,606 $0 $945 $83,549 $71,958 16%

LIBRARY CLERK I $19,590 $19,978 -2% 8 $20,795 $16,606 $0 $347 $40,385 $36,931 9%

LIBRARY DIRECTOR $137,459 $127,162 8% 12 $20,795 $16,606 $0 $2,209 $158,254 $145,977 8%

LIBRARY PAGE $8,135 $9,157 -11% 8 $20,795 $16,606 $0 $159 $28,930 $25,922 12%

LIBRARY TECHNOLOGY 
COORDINATOR

$86,684 $82,885 5% 8 $20,795 $16,606 $0 $1,440 $107,479 $100,931 6%

MAINTENANCE & MUNICIPAL 
FACILITIES SUPERVISOR

$79,649 $90,110 -12% 8 $20,795 $16,606 $0 $1,566 $100,444 $108,282 -7%

MUNICIPAL CUSTODIAN $45,820 $51,953 -12% 12 $20,795 $16,606 $0 $903 $66,615 $69,462 -4%

NETWORK & SYSTEMS SUPPORT 
SPECIALIST

$71,711 $72,051 0% 12 $20,795 $16,606 $0 $1,252 $92,506 $89,909 3%

PARK CARETAKER $51,472 $57,014 -10% 12 $20,795 $16,606 $0 $991 $72,267 $74,610 -3%

PARK TRADE TECHNICIAN $57,096 $64,557 -12% 13 $20,795 $16,606 $0 $1,122 $77,891 $82,284 -5%

PARKS & FORESTRY 
SUPERINTENDENT

$103,629 $104,649 -1% 13 $20,795 $16,606 $0 $1,818 $124,424 $123,073 1%

PAYROLL MANAGER $79,649 $79,682 0% 14 $20,795 $16,606 $0 $1,384 $100,444 $97,672 3%

POLICE CHIEF $137,459 $147,469 -7% 14 $20,795 $16,606 $0 $2,562 $158,254 $166,637 -5%

RECORDS CLERK - POLICE $49,863 $54,543 -9% 13 $20,795 $16,606 $0 $948 $70,658 $72,097 -2%

SENIOR ACCOUNTANT $74,025 $81,827 -10% 14 $20,795 $16,606 $0 $1,422 $94,820 $99,855 -5%

SENIOR NETWORK ENGINEER $95,151 $98,765 -4% 9 $20,795 $16,606 $0 $1,716 $115,946 $117,087 -1%

SIDE LOAD OPERATOR $51,472 $58,892 -13% 7 $20,795 $16,606 $0 $1,023 $72,267 $76,521 -6%

STREET MAINTENANCE WORKER $51,472 $60,376 -15% 12 $20,795 $16,606 $0 $1,049 $72,267 $78,031 -7%

STREET/UTILITY FIELD 
MAINTENANCE SUPERVISOR

$74,025 $83,988 -12% 14 $20,795 $16,606 $0 $1,459 $94,820 $102,054 -7%

TRANSIT MANAGER $95,151 $106,857 -11% 11 $20,795 $16,606 $0 $1,857 $115,946 $125,319 -7%

VEHICLE/EQUIPMENT 
TECHNICIAN (MECHANIC)

$62,748 $69,623 -10% 14 $20,795 $16,606 $0 $1,210 $83,543 $87,439 -4%

WASTEWATER SPECIALIST I $62,748 $66,919 -6% 10 $20,795 $16,606 $0 $1,163 $83,543 $84,688 -1%

WASTEWATER SPECIALIST II $68,373 $71,816 -5% 10 $20,795 $16,606 $0 $1,248 $89,168 $89,669 -1%

WASTEWATER 
SUPERINTENDENT

$112,080 $106,166 6% 10 $20,795 $16,606 $0 $1,845 $132,875 $124,617 7%

WATER DISTRIBUTION CREW 
LEADER

$62,748 $76,394 -18% 6 $20,795 $16,606 $0 $1,327 $83,543 $94,327 -11%

WATER PLANT SUPERVISOR $74,025 $87,160 -15% 9 $20,795 $16,606 $0 $1,514 $94,820 $105,281 -10%
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City rate is  more than 10% below the Market Mean value - Indexes (columns E, and N within a range of -10% to 10% are considered within a "competitive range"

City rate is more than 10% above the Market Mean value

Insufficient # of Responses

-5.9%

City of Fond du 
Lac

Market Average
% Difference 
from Market 

Average

Number of 
Responses

City of Fond du 
Lac

Market Average
City of Fond du 

Lac
Market Average

City of Fond du 
Lac

Market Average
% Difference 
from Market 

Average

Employer Total Compensation Costs

CITY OF FOND DU LAC, WISCONSIN

Total Compensation Competitiveness Report - 2025 Market Assessment
Compiled by the Archer Company

Revised:  8/19/25

Overall Pay Range Competitiveness (Range Midpoint):

Overall Total Compensation Competitiveness *

* includes health, dental, vision and H.S.A. employer contributions; and 
defined contribution and deferred compensation employer 
contributions

Employer Contributions Analysis

-1.7%

Pay Range Competitiveness (At Range Midpoints)

Job Title

Pay Range Midpoint
Average Weighted Employer 

Annual Health-Related 
Contribution

Total Annual Employer Defined 
Contribution and Deferred 

Compensation Contributions

WATER UTILITY ENGINEER $86,700 $101,171 -14% 3 $20,795 $16,606 $0 $1,758 $107,495 $119,535 -10%

WATER UTILITY GENERAL 
MANAGER

$112,080 $130,655 -14% 9 $20,795 $16,606 $0 $2,270 $132,875 $149,531 -11%

WATER UTILITY WORKER $57,096 $62,029 -8% 9 $20,795 $16,606 $0 $1,078 $77,891 $79,712 -2%
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City of Fond du Lac, WI

Classification and Compensation Study Update (2025)

Recommended Step Plan Structure

Revised:  7/14/25

Market 
Adjustment:

1.5%

structure adjustment 
reflects predicted market 
movement between 
survey date and 
implementation date

Pay Grade Range Minimum
Market Reference 

Point
Range Maximum Range Width Range Width ($)

Width Min to 
Mkt Reference 

Point ($)

Width Min to Mkt 
Reference Point 

(%)

Width Mkt 
Reference Point to 

Max ($)

W
i
d
t
h 
M
k

Width Mkt 
Reference Point 
to Maximum (%)

Mkt Reference 
Point Differential 

($)

Mkt Reference 
Point 

Differential 
(%)

A $38,587 $45,147 $54,022 40% $15,435 $6,560 17% $8,875 20%

B $42,279 $49,466 $59,190 40% $16,912 $7,187 17% $9,724 20% $4,319 10%

C $45,970 $53,785 $64,359 40% $18,388 $7,815 17% $10,573 20% $4,319 9%

D $49,662 $58,105 $69,527 40% $19,865 $8,443 17% $11,422 20% $4,319 8%

E $53,354 $62,424 $74,695 40% $21,341 $9,070 17% $12,271 20% $4,319 7%

F $57,045 $66,743 $79,864 40% $22,818 $9,698 17% $13,120 20% $4,319 7%

G $60,737 $71,062 $85,032 40% $24,295 $10,325 17% $13,970 20% $4,319 6%

H $64,429 $75,382 $90,200 40% $25,771 $10,953 17% $14,819 20% $4,319 6%

I $68,120 $79,701 $95,368 40% $27,248 $11,580 17% $15,668 20% $4,319 6%

J $71,812 $84,020 $100,537 40% $28,725 $12,208 17% $16,517 20% $4,319 5%

K $75,504 $88,339 $105,705 40% $30,201 $12,836 17% $17,366 20% $4,319 5%

L $79,195 $92,658 $110,873 40% $31,678 $13,463 17% $18,215 20% $4,319 5%

M $82,887 $96,978 $116,042 40% $33,155 $14,091 17% $19,064 20% $4,319 5%

N $86,579 $101,297 $121,210 40% $34,631 $14,718 17% $19,913 20% $4,319 4%

O $90,270 $105,616 $126,378 40% $36,108 $15,346 17% $20,762 20% $4,319 4%

P $93,962 $109,935 $131,547 40% $37,585 $15,974 17% $21,611 20% $4,319 4%

Q $99,499 $116,414 $139,299 40% $39,800 $16,915 17% $22,885 20% $6,479 6%

R $106,883 $125,053 $149,636 40% $42,753 $18,170 17% $24,583 20% $8,638 7%

S $114,266 $133,691 $159,972 40% $45,706 $19,425 17% $26,281 20% $8,638 7%

T $121,649 $142,330 $170,309 40% $48,660 $20,680 17% $27,979 20% $8,638 6%

U $129,033 $150,968 $180,646 40% $51,613 $21,936 17% $29,677 20% $8,638 6%

V $136,416 $159,607 $190,982 40% $54,566 $23,191 17% $31,376 20% $8,638 6%

W $143,799 $168,245 $201,319 40% $57,520 $24,446 17% $33,074 20% $8,638 5%

X $151,182 $176,883 $211,655 40% $60,473 $25,701 17% $34,772 20% $8,638 5%
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City of Fond du Lac, WI

Classification and Compensation Study Update (2025)

Recommended Step Plan Structure

Revised:  7/20/25

Market 
Adjustment:

1.5%

structure adjustment 
reflects predicted market 
movement between 
survey date and 
implementation date

85% 88% 91% 94% 97% 100% 103% 106% 108% 111% 114% 117% 120%

Pay Grade Range Minimum
Market Reference 

Point
Range Maximum Minimum/Step 1 Step 2 Step 3 Step 4 Step 5

Step 6/Market 
Reference 

Point

L1 L2 L3 L4 L5 L6 L7 

A $38,587 $45,147 $54,022 $38,587 $39,899 $41,211 $42,523 $43,835 $45,147 $46,415 $47,683 $48,951 $50,218 $51,486 $52,754 $54,022

B $42,279 $49,466 $59,190 $42,279 $43,716 $45,154 $46,591 $48,029 $49,466 $50,855 $52,244 $53,634 $55,023 $56,412 $57,801 $59,190

C $45,970 $53,785 $64,359 $45,970 $47,533 $49,096 $50,659 $52,222 $53,785 $55,296 $56,806 $58,317 $59,827 $61,338 $62,848 $64,359

D $49,662 $58,105 $69,527 $49,662 $51,351 $53,039 $54,728 $56,416 $58,105 $59,736 $61,368 $63,000 $64,632 $66,263 $67,895 $69,527

E $53,354 $62,424 $74,695 $53,354 $55,168 $56,982 $58,796 $60,610 $62,424 $64,177 $65,930 $67,683 $69,436 $71,189 $72,942 $74,695

F $57,045 $66,743 $79,864 $57,045 $58,985 $60,924 $62,864 $64,804 $66,743 $68,617 $70,492 $72,366 $74,240 $76,115 $77,989 $79,864

G $60,737 $71,062 $85,032 $60,737 $62,802 $64,867 $66,932 $68,997 $71,062 $73,058 $75,054 $77,049 $79,045 $81,041 $83,036 $85,032

H $64,429 $75,382 $90,200 $64,429 $66,619 $68,810 $71,000 $73,191 $75,382 $77,499 $79,615 $81,732 $83,849 $85,966 $88,083 $90,200

I $68,120 $79,701 $95,368 $68,120 $70,436 $72,753 $75,069 $77,385 $79,701 $81,939 $84,177 $86,416 $88,654 $90,892 $93,130 $95,368

J $71,812 $84,020 $100,537 $71,812 $74,254 $76,695 $79,137 $81,578 $84,020 $86,380 $88,739 $91,099 $93,458 $95,818 $98,177 $100,537

K $75,504 $88,339 $105,705 $75,504 $78,071 $80,638 $83,205 $85,772 $88,339 $90,820 $93,301 $95,782 $98,263 $100,743 $103,224 $105,705

L $79,195 $92,658 $110,873 $79,195 $81,888 $84,581 $87,273 $89,966 $92,658 $95,261 $97,863 $100,465 $103,067 $105,669 $108,271 $110,873

M $82,887 $96,978 $116,042 $82,887 $85,705 $88,523 $91,341 $94,160 $96,978 $99,701 $102,425 $105,148 $107,871 $110,595 $113,318 $116,042

N $86,579 $101,297 $121,210 $86,579 $89,522 $92,466 $95,410 $98,353 $101,297 $104,142 $106,986 $109,831 $112,676 $115,521 $118,365 $121,210

O $90,270 $105,616 $126,378 $90,270 $93,339 $96,409 $99,478 $102,547 $105,616 $108,582 $111,548 $114,514 $117,480 $120,446 $123,412 $126,378

P $93,962 $109,935 $131,547 $93,962 $97,157 $100,351 $103,546 $106,741 $109,935 $113,023 $116,110 $119,197 $122,285 $125,372 $128,459 $131,547

Q $99,499 $116,414 $139,299 $99,499 $102,882 $106,265 $109,648 $113,031 $116,414 $119,684 $122,953 $126,222 $129,491 $132,761 $136,030 $139,299

R $106,883 $125,053 $149,636 $106,883 $110,517 $114,151 $117,785 $121,419 $125,053 $128,565 $132,076 $135,588 $139,100 $142,612 $146,124 $149,636

S $114,266 $133,691 $159,972 $114,266 $118,151 $122,036 $125,921 $129,806 $133,691 $137,446 $141,200 $144,955 $148,709 $152,463 $156,218 $159,972

T $121,649 $142,330 $170,309 $121,649 $125,785 $129,921 $134,057 $138,194 $142,330 $146,327 $150,324 $154,321 $158,318 $162,315 $166,312 $170,309

U $129,033 $150,968 $180,646 $129,033 $133,420 $137,807 $142,194 $146,581 $150,968 $155,208 $159,447 $163,687 $167,927 $172,166 $176,406 $180,646

V $136,416 $159,607 $190,982 $136,416 $141,054 $145,692 $150,330 $154,968 $159,607 $164,089 $168,571 $173,053 $177,536 $182,018 $186,500 $190,982

W $143,799 $168,245 $201,319 $143,799 $148,688 $153,578 $158,467 $163,356 $168,245 $172,970 $177,695 $182,420 $187,144 $191,869 $196,594 $201,319

X $151,182 $176,883 $211,655 $151,182 $156,323 $161,463 $166,603 $171,743 $176,883 $181,851 $186,818 $191,786 $196,753 $201,721 $206,688 $211,655

New Step Structure

Longevity Zone: 

Based on 2080 Annual Hours
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City of Fond du Lac

Grade Order List
Created: 3/18/2025
Revised: 8/14/2025

Job Code Job Title Pay Grade
Range 

Minimum

Market 
Reference 

Point

Range 
Maximum

Classification and Compensation Study Update (2025)

Based on 2080 Annual Hours

33 Crossing Guard A $38,587 $45,147 $54,022

76 Library Page A $38,587 $45,147 $54,022

35 Custodian and Grounds Worker B $42,279 $49,466 $59,190

88 Parking Facilities Worker B $42,279 $49,466 $59,190

3 Administrative Specialist I C $45,970 $53,785 $64,359

56 Garage Attendant C $45,970 $53,785 $64,359

74 Library Clerk I C $45,970 $53,785 $64,359

93 Parts and Supply Specialist I C $45,970 $53,785 $64,359

98 Police Records Specialist C $45,970 $53,785 $64,359

4 Administrative Specialist II - Community Development D $49,662 $58,105 $69,527

4 Administrative Specialist II - Inspections D $49,662 $58,105 $69,527

16 Building and Grounds Custodial and Maintenance Worker D $49,662 $58,105 $69,527

68 Lead Parking Facilities Worker D $49,662 $58,105 $69,527

75 Library Clerk II D $49,662 $58,105 $69,527

90 Parks Facilities and Grounds Maintenance Specialist I D $49,662 $58,105 $69,527

92 Parks Facilities, Forestry and Grounds Maintenance Specialist I D $49,662 $58,105 $69,527

94 Parts and Supply Specialist II D $49,662 $58,105 $69,527

101 Property Evidence Specialist D $49,662 $58,105 $69,527

105 Refuse Truck Operator D $49,662 $58,105 $69,527

112 Street Maintenance Worker D $49,662 $58,105 $69,527

134 Water Utility Worker D $49,662 $58,105 $69,527

1 Administrative Coordinator - Fire E $53,354 $62,424 $74,695

1 Administrative Coordinator - Library E $53,354 $62,424 $74,695

1 Administrative Coordinator - Police E $53,354 $62,424 $74,695

5 Administrative Specialist III - Construction and Maintenance E $53,354 $62,424 $74,695

5 Administrative Specialist III - WTRRF E $53,354 $62,424 $74,695

36 Customer Service and Administrative Specialist III E $53,354 $62,424 $74,695

37 Customer Service Representative/Cashier E $53,354 $62,424 $74,695

48 Engineering Technician I E $53,354 $62,424 $74,695

51 Equipment Operator I E $53,354 $62,424 $74,695

71 Library Assistant I E $53,354 $62,424 $74,695

83 Meter Service Technician E $53,354 $62,424 $74,695

91 Parks Facilities and Grounds Maintenance Specialist II E $53,354 $62,424 $74,695

104 Records & License Assistant E $53,354 $62,424 $74,695

111 Sign Technician E $53,354 $62,424 $74,695

127 Utility Television and Metering Technician I E $53,354 $62,424 $74,695

13 Associate Accountant - Accounts Payable F $57,045 $66,743 $79,864

The Archer Company Page 1 of 4

Page 370 of 505



City of Fond du Lac

Grade Order List
Created: 3/18/2025
Revised: 8/14/2025

Job Code Job Title Pay Grade
Range 

Minimum

Market 
Reference 

Point

Range 
Maximum

Classification and Compensation Study Update (2025)

Based on 2080 Annual Hours

15 Billing Specialist F $57,045 $66,743 $79,864

17 Bulky Waste Yard Specialist F $57,045 $66,743 $79,864

19 Circulation Coordinator or Library Assistant II - Coordinator F $57,045 $66,743 $79,864

28 Community Development Grants Specialist F $57,045 $66,743 $79,864

29 Community Risk Reduction Specialist F $57,045 $66,743 $79,864

47 Engineering Program Assistant F $57,045 $66,743 $79,864

52 Equipment Operator II F $57,045 $66,743 $79,864

53 Facilities Maintenance Technician F $57,045 $66,743 $79,864

63 Human Resources Specialist/Legal Assistant F $57,045 $66,743 $79,864

73 Library Assistant II F $57,045 $66,743 $79,864

87 Outreach and Program Coordinator F $57,045 $66,743 $79,864

128 Utility Television and Metering Technician II F $57,045 $66,743 $79,864

132 Water Distribution Equipment Operator/Technician F $57,045 $66,743 $79,864

135 Water Utility Technician F $57,045 $66,743 $79,864

6 Arborist G $60,737 $71,062 $85,032

49 Engineering Technician II G $60,737 $71,062 $85,032

50 Equipment and Collections Technician G $60,737 $71,062 $85,032

61 Help Desk Support Analyst G $60,737 $71,062 $85,032

62 Housing Rehabilitation Specialist G $60,737 $71,062 $85,032

67 Laboratory Analyst G $60,737 $71,062 $85,032

69 Librarian I G $60,737 $71,062 $85,032

72 Library Assistant I - Idea Studio G $60,737 $71,062 $85,032

82 Meter Service Coordinator G $60,737 $71,062 $85,032

116 Supervisor - Police Records Unit G $60,737 $71,062 $85,032

123 Survey/Engineering Technician G $60,737 $71,062 $85,032

129 Vehicle/Equipment Diesel Mechanic G $60,737 $71,062 $85,032

130 Wastewater Utility Operator I G $60,737 $71,062 $85,032

133 Water Plant Operator I G $60,737 $71,062 $85,032

136 Welder/Fabricator G $60,737 $71,062 $85,032

2 Administrative Services Manager - Water H $64,429 $75,382 $90,200

14 Benefits Administrator H $64,429 $75,382 $90,200

27 Code Enforcement Officer H $64,429 $75,382 $90,200

31 Crew Lead - Road Construction and Maintenance H $64,429 $75,382 $90,200

60 GIS Specialist H $64,429 $75,382 $90,200

64 Industrial Pre-Treatment Coordinator H $64,429 $75,382 $90,200

70 Librarian II H $64,429 $75,382 $90,200

84 Network and System Support Specialist H $64,429 $75,382 $90,200
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City of Fond du Lac

Grade Order List
Created: 3/18/2025
Revised: 8/14/2025

Job Code Job Title Pay Grade
Range 

Minimum

Market 
Reference 

Point

Range 
Maximum

Classification and Compensation Study Update (2025)

Based on 2080 Annual Hours

103 Public Relations Coordinator H $64,429 $75,382 $90,200

106 Senior Accountant - Budget H $64,429 $75,382 $90,200

107 Senior Accountant - Operations H $64,429 $75,382 $90,200

108 Senior Accountant - Utilities H $64,429 $75,382 $90,200

117 Supervisor - Property and Evidence Control Unit H $64,429 $75,382 $90,200

131 Wastewater Utility Operator II H $64,429 $75,382 $90,200

23 City Forester I $68,120 $79,701 $95,368

32 Crew Lead - Water Distribution Maintenance I $68,120 $79,701 $95,368

38 Deputy City Clerk I $68,120 $79,701 $95,368

66 Journey Level Electrician I $68,120 $79,701 $95,368

85 Network Engineer I I $68,120 $79,701 $95,368

95 Payroll Administrator I $68,120 $79,701 $95,368

125 Transit Operations Manager I $68,120 $79,701 $95,368

46 Electrical Inspector J $71,812 $84,020 $100,537

55 Fleet Maintenance Lead J $71,812 $84,020 $100,537

96 Plumbing Inspector J $71,812 $84,020 $100,537

126 Utilities Electrician and Instrumentation Technician J $71,812 $84,020 $100,537

59 GIS Coordinator K $75,504 $88,339 $105,705

65 Information and Outreach Services Coordinator K $75,504 $88,339 $105,705

81 Master Electrician - Buildings and Facilities K $75,504 $88,339 $105,705

99 Principal Planner K $75,504 $88,339 $105,705

100 Procurement Administrator K $75,504 $88,339 $105,705

109 Senior Center Director K $75,504 $88,339 $105,705

114 Supervisor - Parks and Forestry K $75,504 $88,339 $105,705

115 Supervisor - Parks and Solid Waste K $75,504 $88,339 $105,705

137 Youth Services Coordinator K $75,504 $88,339 $105,705

18 Chief Building Inspector L $79,195 $92,658 $110,873

25 Civil Engineer II L $79,195 $92,658 $110,873

26 Civil Engineer II - Stormwater L $79,195 $92,658 $110,873

80 Manager - Utility Technical Operations L $79,195 $92,658 $110,873

118 Supervisor - Streets & Utility Field Maintenance L $79,195 $92,658 $110,873

119 Supervisor - Water Distribution Maintenance L $79,195 $92,658 $110,873

120 Supervisor - Water Treatment Plant L $79,195 $92,658 $110,873

121 Supervisor - WTRRF Lab L $79,195 $92,658 $110,873

122 Supervisor - WTRRF Maintenance L $79,195 $92,658 $110,873

45 Division Chief - Community Risk Reduction & Life Safety M $82,887 $96,978 $116,042

79 Manager - Human Resources M $82,887 $96,978 $116,042
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City of Fond du Lac

Grade Order List
Created: 3/18/2025
Revised: 8/14/2025

Job Code Job Title Pay Grade
Range 

Minimum

Market 
Reference 

Point

Range 
Maximum

Classification and Compensation Study Update (2025)

Based on 2080 Annual Hours

110 Senior Network Engineer M $82,887 $96,978 $116,042

21 City Clerk N $86,579 $101,297 $121,210

77 Library Technology Coordinator N $86,579 $101,297 $121,210

124 Transit Manager N $86,579 $101,297 $121,210

7 Assistant City Attorney P $93,962 $109,935 $131,547

8 Assistant Director - Library Operations P $93,962 $109,935 $131,547

39 Deputy Director - Information Technology P $93,962 $109,935 $131,547

113 Deputy Manager - WTRRF P $93,962 $109,935 $131,547

78 Manager - Fleet Operations and Electrical P $93,962 $109,935 $131,547

89 Parks and Forestry Superintendent P $93,962 $109,935 $131,547

57 General Manager - Water Utility Q $99,499 $116,414 $139,299

58 General Manager - WTRRF Q $99,499 $116,414 $139,299

9 Assistant Fire Chief - EMS R $106,883 $125,053 $149,636

10 Assistant Fire Chief - Training R $106,883 $125,053 $149,636

11 Assistant Police Chief - Administration R $106,883 $125,053 $149,636

12 Assistant Police Chief - Operations R $106,883 $125,053 $149,636

22 City Engineer R $106,883 $125,053 $149,636

86 Operations Superintendent/Deputy Director of Public Works R $106,883 $125,053 $149,636

43 Director - Library S $114,266 $133,691 $159,972

20 City Attorney/Director, Human Resources U $129,033 $150,968 $180,646

40 Director - Administration and Chief Financial Officer U $129,033 $150,968 $180,646

41 Director - Community Development/Deputy City Manager U $129,033 $150,968 $180,646

42 Director - Information Technology Services U $129,033 $150,968 $180,646

44 Director - Public Works U $129,033 $150,968 $180,646

54 Fire Chief U $129,033 $150,968 $180,646

97 Police Chief U $129,033 $150,968 $180,646

24 City Manager W $143,799 $168,245 $201,319
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City of Fond du Lac

Classification Order List
Created: 3/18/2025
Revised: 8/14/2025

Job Code Job Title Pay Grade
Range 

Minimum

Market 
Reference 

Point

Range 
Maximum

1 Administrative Coordinator - Fire E $53,354 $62,424 $74,695

1 Administrative Coordinator - Library E $53,354 $62,424 $74,695

1 Administrative Coordinator - Police E $53,354 $62,424 $74,695

2 Administrative Services Manager - Water H $64,429 $75,382 $90,200

3 Administrative Specialist I C $45,970 $53,785 $64,359

4 Administrative Specialist II - Community Development D $49,662 $58,105 $69,527

4 Administrative Specialist II - Inspections D $49,662 $58,105 $69,527

5 Administrative Specialist III - Construction and Maintenance E $53,354 $62,424 $74,695

5 Administrative Specialist III - WTRRF E $53,354 $62,424 $74,695

6 Arborist G $60,737 $71,062 $85,032

7 Assistant City Attorney P $93,962 $109,935 $131,547

8 Assistant Director - Library Operations P $93,962 $109,935 $131,547

9 Assistant Fire Chief - EMS R $106,883 $125,053 $149,636

10 Assistant Fire Chief - Training R $106,883 $125,053 $149,636

11 Assistant Police Chief - Administration R $106,883 $125,053 $149,636

12 Assistant Police Chief - Operations R $106,883 $125,053 $149,636

13 Associate Accountant - Accounts Payable F $57,045 $66,743 $79,864

14 Benefits Administrator H $64,429 $75,382 $90,200

15 Billing Specialist F $57,045 $66,743 $79,864

16 Building and Grounds Custodial and Maintenance Worker D $49,662 $58,105 $69,527

17 Bulky Waste Yard Specialist F $57,045 $66,743 $79,864

18 Chief Building Inspector L $79,195 $92,658 $110,873

19 Circulation Coordinator or Library Assistant II - Coordinator F $57,045 $66,743 $79,864

20 City Attorney/Director, Human Resources U $129,033 $150,968 $180,646

21 City Clerk N $86,579 $101,297 $121,210

22 City Engineer R $106,883 $125,053 $149,636

23 City Forester I $68,120 $79,701 $95,368

24 City Manager W $143,799 $168,245 $201,319

25 Civil Engineer II L $79,195 $92,658 $110,873

26 Civil Engineer II - Stormwater L $79,195 $92,658 $110,873

27 Code Enforcement Officer H $64,429 $75,382 $90,200

28 Community Development Grants Specialist F $57,045 $66,743 $79,864

29 Community Risk Reduction Specialist F $57,045 $66,743 $79,864

30 Community Service Officer A $38,587 $45,147 $54,022

31 Crew Lead - Road Construction and Maintenance H $64,429 $75,382 $90,200

32 Crew Lead - Water Distribution Maintenance I $68,120 $79,701 $95,368

33 Crossing Guard A $38,587 $45,147 $54,022

Classification and Compensation Study Update (2025)

Based on 2080 Annual Hours
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City of Fond du Lac

Classification Order List
Created: 3/18/2025
Revised: 8/14/2025

Job Code Job Title Pay Grade
Range 

Minimum

Market 
Reference 

Point

Range 
Maximum

Classification and Compensation Study Update (2025)

Based on 2080 Annual Hours

35 Custodian and Grounds Worker B $42,279 $49,466 $59,190

36 Customer Service and Administrative Specialist III E $53,354 $62,424 $74,695

37 Customer Service Representative/Cashier E $53,354 $62,424 $74,695

38 Deputy City Clerk I $68,120 $79,701 $95,368

39 Deputy Director - Information Technology P $93,962 $109,935 $131,547

113 Deputy Manager - WTRRF P $93,962 $109,935 $131,547

40 Director - Administration and Chief Financial Officer U $129,033 $150,968 $180,646

41 Director - Community Development/Deputy City Manager U $129,033 $150,968 $180,646

42 Director - Information Technology Services U $129,033 $150,968 $180,646

43 Director - Library S $114,266 $133,691 $159,972

44 Director - Public Works U $129,033 $150,968 $180,646

45 Division Chief - Community Risk Reduction & Life Safety M $82,887 $96,978 $116,042

46 Electrical Inspector J $71,812 $84,020 $100,537

47 Engineering Program Assistant F $57,045 $66,743 $79,864

48 Engineering Technician I E $53,354 $62,424 $74,695

49 Engineering Technician II G $60,737 $71,062 $85,032

50 Equipment and Collections Technician G $60,737 $71,062 $85,032

51 Equipment Operator I E $53,354 $62,424 $74,695

52 Equipment Operator II F $57,045 $66,743 $79,864

53 Facilities Maintenance Technician F $57,045 $66,743 $79,864

54 Fire Chief U $129,033 $150,968 $180,646

55 Fleet Maintenance Lead J $71,812 $84,020 $100,537

56 Garage Attendant C $45,970 $53,785 $64,359

57 General Manager - Water Utility Q $99,499 $116,414 $139,299

58 General Manager - WTRRF Q $99,499 $116,414 $139,299

59 GIS Coordinator K $75,504 $88,339 $105,705

60 GIS Specialist H $64,429 $75,382 $90,200

61 Help Desk Support Analyst G $60,737 $71,062 $85,032

62 Housing Rehabilitation Specialist G $60,737 $71,062 $85,032

63 Human Resources Specialist/Legal Assistant F $57,045 $66,743 $79,864

64 Industrial Pre-Treatment Coordinator H $64,429 $75,382 $90,200

65 Information and Outreach Services Coordinator K $75,504 $88,339 $105,705

66 Journey Level Electrician I $68,120 $79,701 $95,368

67 Laboratory Analyst G $60,737 $71,062 $85,032

68 Lead Parking Facilities Worker D $49,662 $58,105 $69,527

69 Librarian I G $60,737 $71,062 $85,032

70 Librarian II H $64,429 $75,382 $90,200
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City of Fond du Lac

Classification Order List
Created: 3/18/2025
Revised: 8/14/2025

Job Code Job Title Pay Grade
Range 

Minimum

Market 
Reference 

Point

Range 
Maximum

Classification and Compensation Study Update (2025)

Based on 2080 Annual Hours

71 Library Assistant I E $53,354 $62,424 $74,695

72 Library Assistant I - Idea Studio G $60,737 $71,062 $85,032

73 Library Assistant II F $57,045 $66,743 $79,864

74 Library Clerk I C $45,970 $53,785 $64,359

75 Library Clerk II D $49,662 $58,105 $69,527

76 Library Page A $38,587 $45,147 $54,022

77 Library Technology Coordinator N $86,579 $101,297 $121,210

78 Manager - Fleet Operations and Electrical P $93,962 $109,935 $131,547

79 Manager - Human Resources M $82,887 $96,978 $116,042

80 Manager - Utility Technical Operations L $79,195 $92,658 $110,873

81 Master Electrician - Buildings and Facilities K $75,504 $88,339 $105,705

82 Meter Service Coordinator G $60,737 $71,062 $85,032

83 Meter Service Technician E $53,354 $62,424 $74,695

84 Network and System Support Specialist H $64,429 $75,382 $90,200

85 Network Engineer I I $68,120 $79,701 $95,368

86 Operations Superintendent/Deputy Director of Public Works R $106,883 $125,053 $149,636

87 Outreach and Program Coordinator F $57,045 $66,743 $79,864

88 Parking Facilities Worker B $42,279 $49,466 $59,190

89 Parks and Forestry Superintendent P $93,962 $109,935 $131,547

90 Parks Facilities and Grounds Maintenance Specialist I D $49,662 $58,105 $69,527

91 Parks Facilities and Grounds Maintenance Specialist II E $53,354 $62,424 $74,695

92 Parks Facilities, Forestry and Grounds Maintenance Specialist I D $49,662 $58,105 $69,527

93 Parts and Supply Specialist I C $45,970 $53,785 $64,359

94 Parts and Supply Specialist II D $49,662 $58,105 $69,527

95 Payroll Administrator I $68,120 $79,701 $95,368

96 Plumbing Inspector J $71,812 $84,020 $100,537

97 Police Chief U $129,033 $150,968 $180,646

98 Police Records Specialist C $45,970 $53,785 $64,359

99 Principal Planner K $75,504 $88,339 $105,705

100 Procurement Administrator K $75,504 $88,339 $105,705

101 Property Evidence Specialist D $49,662 $58,105 $69,527

103 Public Relations Coordinator H $64,429 $75,382 $90,200

104 Records & License Assistant E $53,354 $62,424 $74,695

105 Refuse Truck Operator D $49,662 $58,105 $69,527

106 Senior Accountant - Budget H $64,429 $75,382 $90,200

107 Senior Accountant - Operations H $64,429 $75,382 $90,200

108 Senior Accountant - Utilities H $64,429 $75,382 $90,200
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City of Fond du Lac

Classification Order List
Created: 3/18/2025
Revised: 8/14/2025

Job Code Job Title Pay Grade
Range 

Minimum

Market 
Reference 

Point

Range 
Maximum

Classification and Compensation Study Update (2025)

Based on 2080 Annual Hours

109 Senior Center Director K $75,504 $88,339 $105,705

110 Senior Network Engineer M $82,887 $96,978 $116,042

111 Sign Technician E $53,354 $62,424 $74,695

112 Street Maintenance Worker D $49,662 $58,105 $69,527

114 Supervisor - Parks and Forestry K $75,504 $88,339 $105,705

115 Supervisor - Parks and Solid Waste K $75,504 $88,339 $105,705

116 Supervisor - Police Records Unit G $60,737 $71,062 $85,032

117 Supervisor - Property and Evidence Control Unit H $64,429 $75,382 $90,200

118 Supervisor - Streets & Utility Field Maintenance L $79,195 $92,658 $110,873

119 Supervisor - Water Distribution Maintenance L $79,195 $92,658 $110,873

120 Supervisor - Water Treatment Plant L $79,195 $92,658 $110,873

121 Supervisor - WTRRF Lab L $79,195 $92,658 $110,873

122 Supervisor - WTRRF Maintenance L $79,195 $92,658 $110,873

123 Survey/Engineering Technician G $60,737 $71,062 $85,032

124 Transit Manager N $86,579 $101,297 $121,210

125 Transit Operations Manager I $68,120 $79,701 $95,368

126 Utilities Electrician and Instrumentation Technician J $71,812 $84,020 $100,537

127 Utility Television and Metering Technician I E $53,354 $62,424 $74,695

128 Utility Television and Metering Technician II F $57,045 $66,743 $79,864

129 Vehicle/Equipment Diesel Mechanic G $60,737 $71,062 $85,032

130 Wastewater Utility Operator I G $60,737 $71,062 $85,032

131 Wastewater Utility Operator II H $64,429 $75,382 $90,200

132 Water Distribution Equipment Operator/Technician F $57,045 $66,743 $79,864

133 Water Plant Operator I G $60,737 $71,062 $85,032

135 Water Utility Technician F $57,045 $66,743 $79,864

134 Water Utility Worker D $49,662 $58,105 $69,527

136 Welder/Fabricator G $60,737 $71,062 $85,032

137 Youth Services Coordinator K $75,504 $88,339 $105,705
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City of Fond du Lac

Classification and Compensation Study Update (2025)

Comparison of Current to Proposed Title, Grade, Range

Created: 4/15/2025

Revised: 8/14/2025

104%

Current Job Title
Department 

Number
Department Name

Current Pay 
Grade

Current 
Minimum

Current 
Midpoint

Current 
Maximum

Recommended Classification Title
Recommended 

Pay Grade
Recommended 

Range Minimum
Recommended 
Range Midpoint

Recommended 
Range Maximum

New Midpoint/Average 
Market Midpoint

OFFICE MANAGER - FIRE 26 26 - FIRE                          G07 $59,826 $68,373 $76,919 Administrative Coordinator - Fire E $53,354 $62,424 $74,695

ADMINISTRATIVE ASSISTANT - LIBRARY 35 35 - LIBRARY                       05L $49,962 $57,034 $64,251 Administrative Coordinator - Library E $53,354 $62,424 $74,695

ADMINISTRATIVE ASSISTANT – POLICE CHIEF 24 24 - POLICE                        G06 $54,905 $62,748 $70,592 Administrative Coordinator - Police E $53,354 $62,424 $74,695

ADMINISTRATIVE ASSISTANT/OFFICE MANAGER – WATER 30 30 - PUBLIC WORKS                  G07 $59,826 $68,373 $76,919 Administrative Services Manager - Water H $64,429 $75,382 $90,200

ADMINISTRATIVE ASSISTANT - COMMUNITY 
DEVELOPMENT/INSPECTION CLERK

15 15 - COMMUNITY DEVELOPMENT         G04 $45,038 $51,472 $57,905 Administrative Specialist II - Community Development D $49,662 $58,105 $69,527 99%

INSPECTION CLERK 15 15 - COMMUNITY DEVELOPMENT         G04 $45,038 $51,472 $57,905 Administrative Specialist II - Inspections D $49,662 $58,105 $69,527 99%

CUSTOMER SERVICE SPECIALIST/OFFICE CLERK 30 30 - PUBLIC WORKS                  G05 $49,959 $57,096 $64,233 Administrative Specialist III - Construction and Maintenance E $53,354 $62,424 $74,695 94%

ADMINISTRATIVE ASSISTANT – WTRRF 30 30 - PUBLIC WORKS                  G05 $49,959 $57,096 $64,233 Administrative Specialist III - WTRRF E $53,354 $62,424 $74,695 94%

ARBORIST TECHNICIAN 30 30 - PUBLIC WORKS                  G05 $49,959 $57,096 $64,233 Arborist G $60,737 $71,062 $85,032

DEPUTY CITY ATTORNEY 20 20 - LEGAL/HR                      G10 $75,863 $86,700 $97,538 Assistant City Attorney P $93,962 $109,935 $131,547

ASSISTANT DIRECTOR - OPERATIONS 35 35 - LIBRARY                       12L $90,688 $103,605 $116,584 Assistant Director - Library Operations P $93,962 $109,935 $131,547

ASSISTANT FIRE CHIEF - EMS 26 26 - FIRE                          G14 $105,464 $120,530 $135,596 Assistant Fire Chief - EMS R $106,883 $125,053 $149,636 106%

ASSISTANT FIRE CHIEF - TRAINING 26 26 - FIRE                          G14 $105,464 $120,530 $135,596 Assistant Fire Chief - Training R $106,883 $125,053 $149,636 98%

ASSISTANT CHIEF - POLICE ADMINISTRATION 24 24 - POLICE                        G14 $105,464 $120,530 $135,596 Assistant Police Chief - Administration R $106,883 $125,053 $149,636 98%

ASSISTANT CHIEF - POLICE OPERATIONS 24 24 - POLICE                        G14 $105,464 $120,530 $135,596 Assistant Police Chief - Operations R $106,883 $125,053 $149,636 98%

ASSOCIATE ACCOUNTANT – ACCTS PAYABLE 10 10 - ADMINISTRATIVE                G05 $49,959 $57,096 $64,233 Associate Accountant - Accounts Payable F $57,045 $66,743 $79,864

BENEFITS MANAGER 20 20 - LEGAL/HR                      G07 $59,826 $68,373 $76,919 Benefits Administrator H $64,429 $75,382 $90,200

ASSOCIATE ACCOUNTANT – UTILITY BILLING 10 10 - ADMINISTRATIVE                G04 $45,038 $51,472 $57,905 Billing Specialist F $57,045 $66,743 $79,864

LIBRARY CUSTODIAN II 35 35 - LIBRARY                       03L $40,082 $45,822 $51,563 Building and Grounds Custodial and Maintenance Worker D $49,662 $58,105 $69,527

YARDMASTER 30 30 - PUBLIC WORKS                  G06 $54,905 $62,748 $70,592 Bulky Waste Yard Specialist F $57,045 $66,743 $79,864

CHIEF INSPECTOR 15 15 - COMMUNITY DEVELOPMENT         G10 $75,863 $86,700 $97,538 Chief Building Inspector L $79,195 $92,658 $110,873

CIRCULATION SUPERVISOR 35 35 - LIBRARY                       06L $54,933 $62,754 $70,574 Circulation Coordinator or Library Assistant II - Coordinator F $57,045 $66,743 $79,864 96%

CITY ATTORNEY/DIRECTOR, HUMAN RESOURCES 20 20 - LEGAL/HR                      G16 $120,276 $137,459 $154,641 City Attorney/Director, Human Resources U $129,033 $150,968 $180,646 97%

CITY CLERK 10 10 - ADMINISTRATIVE                G12 $90,675 $103,629 $116,583 City Clerk N $86,579 $101,297 $121,210 100%

CITY ENGINEER 30 30 - PUBLIC WORKS                  G14 $105,464 $120,530 $135,596 City Engineer R $106,883 $125,053 $149,636 101%

ARBORIST 30 30 - PUBLIC WORKS                  G07 $59,826 $68,373 $76,919 City Forester I $68,120 $79,701 $95,368

CITY MANAGER 05 05 - EXECUTIVE                     EO1 $169,007 City Manager W $143,799 $168,245 $201,319 95%

CIVIL ENGINEER II 30 30 - PUBLIC WORKS                  G09 $69,693 $79,649 $89,605 Civil Engineer II L $79,195 $92,658 $110,873 101%

CIVIL ENGINEER II - STORMWATER 30 30 - PUBLIC WORKS                  G09 $69,693 $79,649 $89,605 Civil Engineer II - Stormwater L $79,195 $92,658 $110,873 101%

CODE ENFORCEMENT OFFICER 15 15 - COMMUNITY DEVELOPMENT         G08 $64,772 $74,025 $83,278 Code Enforcement Officer H $64,429 $75,382 $90,200

COMMUNITY DEVELOPMENT PROGRAM SPECIALIST 15 15 - COMMUNITY DEVELOPMENT         G06 $54,905 $62,748 $70,592 Community Development Grants Specialist F $57,045 $66,743 $79,864

COMMUNITY RISK REDUCTION SPECIALIST 26 26 - FIRE                          G06 $54,905 $62,748 $70,592 Community Risk Reduction Specialist F $57,045 $66,743 $79,864

COMMUNITY SERVICE OFFICER 24 24 - POLICE                        G01 $25,709 $29,370 $33,010 Community Service Officer A $38,587 $45,147 $54,022

C & M SPECIALIST 30 30 - PUBLIC WORKS                  G05 $49,959 $57,096 $64,233 Crew Lead - Road Construction and Maintenance H $64,429 $75,382 $90,200

WATER DISTRIBUTION CREW LEADER 30 30 - PUBLIC WORKS                  G07 $59,826 $68,373 $76,919 Crew Lead - Water Distribution Maintenance I $68,120 $79,701 $95,368 104%

CROSSING GUARD 24 24 - POLICE                        G01 $25,709 $29,370 $33,010 Crossing Guard A $38,587 $45,147 $54,022

LIBRARY PAGE - JANITORIAL MAINT 35 35 - LIBRARY                       D01 $25,709 $29,370 $33,010 Custodian and Grounds Worker B $42,279 $49,466 $59,190 95%

MUNICIPAL CUSTODIAN 30 30 - PUBLIC WORKS                  G03 $40,092 $45,820 $51,547 Custodian and Grounds Worker B $42,279 $49,466 $59,190 95%

UTILITY CLERK 30 30 - PUBLIC WORKS                  G04 $45,038 $51,472 $57,905 Customer Service and Administrative Specialist III E $53,354 $62,424 $74,695

Averages:

(Based on 2080 Hours)
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Classification and Compensation Study Update (2025)

Comparison of Current to Proposed Title, Grade, Range

Created: 4/15/2025

Revised: 8/14/2025
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Current Job Title
Department 

Number
Department Name

Current Pay 
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Current 
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Current 
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Recommended Classification Title
Recommended 

Pay Grade
Recommended 

Range Minimum
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Range Midpoint

Recommended 
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New Midpoint/Average 
Market Midpoint

Averages:

(Based on 2080 Hours)

CLERK CASHIER (PT) 10 10 - ADMINISTRATIVE                G03 $40,092 $45,820 $51,547 Customer Service Representative/Cashier E $53,354 $62,424 $74,695 120%

DEPUTY ELECTIONS/PUBLICATIONS TECHNICIAN 10 10 - ADMINISTRATIVE                G07 $59,826 $68,373 $76,919 Deputy City Clerk I $68,120 $79,701 $95,368

DEPUTY DIRECTOR 40 40 - ITS                           G13 $98,070 $112,080 $126,090 Deputy Director - Information Technology P $93,962 $109,935 $131,547

ASSISTANT SUPERINTENDENT - WTRRF 30 30 - PUBLIC WORKS                  G10 $75,863 $86,700 $97,538 Deputy Manager - WTRRF P $93,962 $109,935 $131,547

DIRECTOR – ADMINISTRATION & CHIEF FINANCIAL OFFICER 05 05 - EXECUTIVE                     G16 $120,276 $137,459 $154,641 Director - Administration and Chief Financial Officer U $129,033 $150,968 $180,646 98%

DIRECTOR – COMMUNITY DEVELOPMENT 05 05 - EXECUTIVE                     G16 $120,276 $137,459 $154,641 Director - Community Development/Deputy City Manager U $129,033 $150,968 $180,646 111%

DIRECTOR – ITS 05 05 - EXECUTIVE                     G16 $120,276 $137,459 $154,641 Director - Information Technology Services U $129,033 $150,968 $180,646 104%

LIBRARY DIRECTOR 35 35 - LIBRARY                       15L $112,882 $129,022 $145,122 Director - Library S $114,266 $133,691 $159,972 105%

DIRECTOR – PUBLIC WORKS 6 6 - EXECUTIVE                     G17 $127,671 $145,909 $164,148 Director - Public Works U $129,033 $150,968 $180,646 103%

DIVISION CHIEF - COMMUNITY RISK REDUCTION & LIFE SAFETY 26 26 - FIRE                          G12 $90,675 $103,629 $116,583 Division Chief - Community Risk Reduction & Life Safety M $82,887 $96,978 $116,042

ELECTRICAL INSPECTOR 15 15 - COMMUNITY DEVELOPMENT         G09 $69,693 $79,649 $89,605 Electrical Inspector J $71,812 $84,020 $100,537 98%

ADMINISTRATIVE ASSISTANT - ENGINEERING 30 30 - PUBLIC WORKS                  G07 $59,826 $68,373 $76,919 Engineering Program Assistant F $57,045 $66,743 $79,864

ENGINEERING TECHNICIAN I 30 30 - PUBLIC WORKS                  Engineering Technician I E $53,354 $62,424 $74,695

ENGINEERING TECHNICIAN II - WATER 30 30 - PUBLIC WORKS                  G07 $59,826 $68,373 $76,919 Engineering Technician II G $60,737 $71,062 $85,032

ENGINEERING TECHNICIAN II - ENGINEERING 30 30 - PUBLIC WORKS                  G07 $59,826 $68,373 $76,919 Engineering Technician II G $60,737 $71,062 $85,032

EQUIPMENT & COLLECTIONS TECHNICIAN - WTRRF 30 30 - PUBLIC WORKS                  G07 $59,826 $68,373 $76,919 Equipment and Collections Technician G $60,737 $71,062 $85,032 101%

EQUIPMENT OPERATOR I 30 30 - PUBLIC WORKS                  G05 $49,959 $57,096 $64,233 Equipment Operator I E $53,354 $62,424 $74,695 104%

EQUIPMENT OPERATOR II - C&M 30 30 - PUBLIC WORKS                  G06 $54,905 $62,748 $70,592 Equipment Operator II F $57,045 $66,743 $79,864 101%

FACILITIES TECHNICIAN 30 30 - PUBLIC WORKS                  G06 $54,905 $62,748 $70,592 Facilities Maintenance Technician F $57,045 $66,743 $79,864

FIRE CHIEF 05 05 - EXECUTIVE                     G16 $120,276 $137,459 $154,641 Fire Chief U $129,033 $150,968 $180,646 106%

FLEET FOREMAN 30 30 - PUBLIC WORKS                  G08 $64,772 $74,025 $83,278 Fleet Maintenance Lead J $71,812 $84,020 $100,537

GARAGE ATTENDANT 30 30 - PUBLIC WORKS                  G02 $35,171 $40,195 $45,219 Garage Attendant C $45,970 $53,785 $64,359

WATER UTILITY GENERAL MANAGER 30 30 - PUBLIC WORKS                  G13 $98,070 $112,080 $126,090 General Manager - Water Utility Q $99,499 $116,414 $139,299 105%

WASTEWATER SUPERINTENDENT 30 30 - PUBLIC WORKS                  G13 $98,070 $112,080 $126,090 General Manager - WTRRF Q $99,499 $116,414 $139,299 110%

GIS COORDINATOR 30 30 - PUBLIC WORKS                  G09 $69,693 $79,649 $89,605 GIS Coordinator K $75,504 $88,339 $105,705 108%

GIS SPECIALIST 30 30 - PUBLIC WORKS                  G07 $59,826 $68,373 $76,919 GIS Specialist H $64,429 $75,382 $90,200

HELP DESK SUPPORT ANALYST 40 40 - ITS                           G06 $54,905 $62,748 $70,592 Help Desk Support Analyst G $60,737 $71,062 $85,032

REHABILITATION SPECIALIST 15 15 - COMMUNITY DEVELOPMENT         G08 $64,772 $74,025 $83,278 Housing Rehabilitation Specialist G $60,737 $71,062 $85,032

ADMINISTRATIVE ASSISTANT – LEGAL/HR 20 20 - LEGAL/HR                      G05 $49,959 $57,096 $64,233 Human Resources Specialist/Legal Assistant F $57,045 $66,743 $79,864

INDUSTRIAL PRE-TREATMENT COORDINATOR 30 30 - PUBLIC WORKS                  G07 $59,826 $68,373 $76,919 Industrial Pre-Treatment Coordinator H $64,429 $75,382 $90,200

INFORMATION & OUTREACH SERVICES COORDINATOR 35 35 - LIBRARY                       10L $75,816 $86,678 $97,552 Information and Outreach Services Coordinator K $75,504 $88,339 $105,705

ELECTRICIAN ("ELECTRICAL SPECIALIST") 30 30 - PUBLIC WORKS                  $54,905 $62,748 $70,592 Journey Level Electrician I $68,120 $79,701 $95,368

LABORATORY ANALYST 30 30 - PUBLIC WORKS                  G06 $54,905 $62,748 $70,592 Laboratory Analyst G $60,737 $71,062 $85,032 95%

PARKING FACILITIES LEAD 15 15 - COMMUNITY DEVELOPMENT         G04 $45,038 $51,472 $57,905 Lead Parking Facilities Worker D $49,662 $58,105 $69,527

LIBRARIAN I 35 35 - LIBRARY                       07L $59,821 $68,411 $76,898 Librarian I G $60,737 $71,062 $85,032 100%

ADULT SERVICES LIBRARIAN 35 35 - LIBRARY                       07L $59,821 $68,411 $76,898 Librarian I G $60,737 $71,062 $85,032

LIBRARIAN II 35 35 - LIBRARY                       07L $59,821 $68,411 $76,898 Librarian II H $64,429 $75,382 $90,200

LIBRARY ASSISTANT I 35 35 - LIBRARY                       05L $49,962 $57,034 $64,251 Library Assistant I E $53,354 $62,424 $74,695 129%

LIBRARY ASSISTANT I 35 35 - LIBRARY                       05L $49,962 $57,034 $64,251 Library Assistant I E $53,354 $62,424 $74,695 129%
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City of Fond du Lac

Classification and Compensation Study Update (2025)

Comparison of Current to Proposed Title, Grade, Range

Created: 4/15/2025

Revised: 8/14/2025

104%

Current Job Title
Department 

Number
Department Name

Current Pay 
Grade

Current 
Minimum

Current 
Midpoint

Current 
Maximum

Recommended Classification Title
Recommended 

Pay Grade
Recommended 

Range Minimum
Recommended 
Range Midpoint

Recommended 
Range Maximum

New Midpoint/Average 
Market Midpoint

Averages:

(Based on 2080 Hours)

LIBRARY ASSISTANT I 35 35 - LIBRARY  05L $49,962 $57,034 $64,251 Library Assistant I E $53,354 $62,424 $74,695 129%

LIBRARY ASSISTANT I 35 35 - LIBRARY  05L $49,962 $57,034 $64,251 Library Assistant I E $53,354 $62,424 $74,695 129%

IDEA STUDIO ASSISTANT 35 35 - LIBRARY  05L $49,962 $57,034 $64,251 Library Assistant I - Idea Studio G $60,737 $71,062 $85,032

LIBRARY ASSISTANT II 35 35 - LIBRARY  06L $54,933 $62,754 $70,574 Library Assistant II F $57,045 $66,743 $79,864 123%

LIBRARY ASSISTANT II 35 35 - LIBRARY  06L $54,933 $62,754 $70,574 Library Assistant II F $57,045 $66,743 $79,864 123%

LIBRARY CLERK I 35 35 - LIBRARY  02L $35,173 $40,165 $45,198 Library Clerk I C $45,970 $53,785 $64,359 131%

LIBRARY CLERK II 35 35 - LIBRARY  03L $40,082 $45,822 $51,563 Library Clerk II D $49,662 $58,105 $69,527

LIBRARY PAGE II 35 35 - LIBRARY  D01 $25,709 $29,370 $33,010 Library Page A $38,587 $45,147 $54,022

LIBRARY PAGE 35 35 - LIBRARY  C01 $22,693 Library Page A $38,587 $45,147 $54,022 154%

LIBRARY TECHNOLOGY COORDINATOR 35 35 - LIBRARY  10L $75,816 $86,678 $97,552 Library Technology Coordinator N $86,579 $101,297 $121,210 122%

FLEET/ELECTRICAL MANAGER 30 30 - PUBLIC WORKS  G10 $75,863 $86,700 $97,538 Manager - Fleet Operations and Electrical P $93,962 $109,935 $131,547

HUMAN RESOURCES MANAGER 20 20 - LEGAL/HR  G10 $75,863 $86,700 $97,538 Manager - Human Resources M $82,887 $96,978 $116,042 88%

WATER UTILITY ENGINEER 30 30 - PUBLIC WORKS  G10 $75,863 $86,700 $97,538 Manager - Utility Technical Operations L $79,195 $92,658 $110,873 92%

ELECTRICIAN CREW LEADER 30 30 - PUBLIC WORKS  G08 $64,772 $74,025 $83,278 Master Electrician - Buildings and Facilities K $75,504 $88,339 $105,705

METER SERVICE SPECIALIST 30 30 - PUBLIC WORKS  G06 $54,905 $62,748 $70,592 Meter Service Coordinator G $60,737 $71,062 $85,032

METER SERVICE TECHNICIAN 30 30 - PUBLIC WORKS  G05 $49,959 $57,096 $64,233 Meter Service Technician E $53,354 $62,424 $74,695

NETWORK & SYSTEM SUPPORT SPECIALIST 40 40 - ITS  G08 $64,772 $74,025 $83,278 Network and System Support Specialist H $64,429 $75,382 $90,200 105%

JR NETWORK ENGINEER 40 40 - ITS  G09 $69,693 $79,649 $89,605 Network Engineer I I $68,120 $79,701 $95,368

OPERATIONS SUPERINTENDENT 30 30 - PUBLIC WORKS  G14 $105,464 $120,530 $135,596 Operations Superintendent/Deputy Director of Public Works R $106,883 $125,053 $149,636

PROGRAM COORDINATOR 15 15 - COMMUNITY DEVELOPMENT  G05 $49,959 $57,096 $64,233 Outreach and Program Coordinator F $57,045 $66,743 $79,864

PARKING FACILITIES HELPER 15 15 - COMMUNITY DEVELOPMENT  G03 $40,092 $45,820 $51,547 Parking Facilities Worker B $42,279 $49,466 $59,190

PARKS & FORESTRY SUPERINTENDENT 30 30 - PUBLIC WORKS  G12 $90,675 $103,629 $116,583 Parks and Forestry Superintendent P $93,962 $109,935 $131,547 105%

PARK CARETAKER 30 30 - PUBLIC WORKS  G04 $45,038 $51,472 $57,905 Parks Facilities and Grounds Maintenance Specialist I D $49,662 $58,105 $69,527 102%

PARK TRADE TECHNICIAN 30 30 - PUBLIC WORKS  G05 $49,959 $57,096 $64,233 Parks Facilities and Grounds Maintenance Specialist II E $53,354 $62,424 $74,695 97%

PARK CARETAKER/ARBORIST TECHNICIAN 30 30 - PUBLIC WORKS  G04 $45,038 $51,472 $57,905 Parks Facilities, Forestry and Grounds Maintenance Specialist I D $49,662 $58,105 $69,527

STOCKROOM/INVENTORY SPECIALIST 30 30 - PUBLIC WORKS  G04 $45,038 $51,472 $57,905 Parts and Supply Specialist I C $45,970 $53,785 $64,359

STOCKROOM ATTENDANT 30 30 - PUBLIC WORKS  G05 $49,959 $57,096 $64,233 Parts and Supply Specialist II D $49,662 $58,105 $69,527

PAYROLL MANAGER 10 10 - ADMINISTRATIVE  G09 $69,693 $79,649 $89,605 Payroll Administrator I $68,120 $79,701 $95,368 100%

PLUMBING/HEATING INSPECTOR 15 15 - COMMUNITY DEVELOPMENT  G09 $69,693 $79,649 $89,605 Plumbing Inspector J $71,812 $84,020 $100,537 97%

POLICE CHIEF 05 05 - EXECUTIVE  G16 $120,276 $137,459 $154,641 Police Chief U $129,033 $150,968 $180,646 102%

RECORDS CLERK - POLICE 24 24 - POLICE  G04 $45,038 $51,472 $57,905 Police Records Specialist C $45,970 $53,785 $64,359 99%

PRINCIPAL PLANNER 15 15 - COMMUNITY DEVELOPMENT  G10 $75,863 $86,700 $97,538 Principal Planner K $75,504 $88,339 $105,705

DEPUTY PROCUREMENT OFFICER 10 10 - ADMINISTRATIVE  G10 $75,863 $86,700 $97,538 Procurement Administrator K $75,504 $88,339 $105,705

PROPERTY EVIDENCE CONTROL UNIT CLERK 24 24 - POLICE  G04 $45,038 $51,472 $57,905 Property Evidence Specialist D $49,662 $58,105 $69,527

PROPERTY EVIDENCE CLERK 24 24 - POLICE  G04 $45,038 $51,472 $57,905 Property Evidence Specialist D $49,662 $58,105 $69,527

PUBLIC RELATIONS COORDINATOR 35 35 - LIBRARY  07L $59,821 $68,411 $76,898 Public Relations Coordinator H $64,429 $75,382 $90,200

RECORDS & LICENSE ASSISTANT 10 10 - ADMINISTRATIVE  G04 $45,038 $51,472 $57,905 Records & License Assistant E $53,354 $62,424 $74,695

SIDE LOAD OPERATOR 30 30 - PUBLIC WORKS  G04 $45,038 $51,472 $57,905 Refuse Truck Operator D $49,662 $58,105 $69,527 99%

SENIOR ACCOUNTANT - BUDGET 10 10 - ADMINISTRATIVE  G08 $64,772 $74,025 $83,278 Senior Accountant - Budget H $64,429 $75,382 $90,200 92%
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City of Fond du Lac

Classification and Compensation Study Update (2025)

Comparison of Current to Proposed Title, Grade, Range

Created: 4/15/2025

Revised: 8/14/2025
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SENIOR ACCOUNTANT - OPERATIONS 10 10 - ADMINISTRATIVE                G08 $64,772 $74,025 $83,278 Senior Accountant - Operations H $64,429 $75,382 $90,200 92%

SENIOR ACCOUNTANT -UTILITIES 10 10 - ADMINISTRATIVE                G08 $64,772 $74,025 $83,278 Senior Accountant - Utilities H $64,429 $75,382 $90,200 92%

DIRECTOR – SENIOR CENTER 7 7 - EXECUTIVE                     G10 $75,863 $86,700 $97,538 Senior Center Director K $75,504 $88,339 $105,705

SENIOR NETWORK ENGINEER 40 40 - ITS                           G11 $83,257 $95,151 $107,045 Senior Network Engineer M $82,887 $96,978 $116,042 98%

SIGN SHOP TECHNICIAN 30 30 - PUBLIC WORKS                  G05 $49,959 $57,096 $64,233 Sign Technician E $53,354 $62,424 $74,695

STREET MAINTENANCE WORKER 30 30 - PUBLIC WORKS                  G04 $45,038 $51,472 $57,905 Street Maintenance Worker D $49,662 $58,105 $69,527 96%

PARKS SUPERVISOR 30 30 - PUBLIC WORKS                  G08 $64,772 $74,025 $83,278 Supervisor - Parks and Forestry K $75,504 $88,339 $105,705

PARKS/C&M SUPERVISOR 30 30 - PUBLIC WORKS                  G08 $64,772 $74,025 $83,278 Supervisor - Parks and Solid Waste K $75,504 $88,339 $105,705

POLICE RECORDS CLERK SUPERVISOR 24 24 - POLICE                        G07 $59,826 $68,373 $76,919 Supervisor - Police Records Unit G $60,737 $71,062 $85,032

PROPERTY & FACILITY MANAGER 24 24 - POLICE                        G09 $69,693 $79,649 $89,605 Supervisor - Property and Evidence Control Unit H $64,429 $75,382 $90,200

STREET/UTILITY FIELD MAINTENANCE FOREMAN 30 30 - PUBLIC WORKS                  G08 $64,772 $74,025 $83,278 Supervisor - Streets & Utility Field Maintenance L $79,195 $92,658 $110,873 110%

WATER DISTRIBUTION MAINTENANCE SUPERVISOR 30 30 - PUBLIC WORKS                  G08 $64,772 $74,025 $83,278 Supervisor - Water Distribution Maintenance L $79,195 $92,658 $110,873

WATER PLANT SUPERVISOR 30 30 - PUBLIC WORKS                  G08 $64,772 $74,025 $83,278 Supervisor - Water Treatment Plant L $79,195 $92,658 $110,873 106%

LAB COORDINATOR 30 30 - PUBLIC WORKS                  G08 $64,772 $74,025 $83,278 Supervisor - WTRRF Lab L $79,195 $92,658 $110,873

WTRRF MAINTENANCE & MUNICIPAL FACILILITIES FOREMAN 30 30 - PUBLIC WORKS                  G09 $69,693 $79,649 $89,605 Supervisor - WTRRF Maintenance L $79,195 $92,658 $110,873

ENGINEERING TECHNICIAN II - ENGINEERING 30 30 - PUBLIC WORKS                  G07 $59,826 $68,373 $76,919 Survey/Engineering Technician G $60,737 $71,062 $85,032

TRANSIT MANAGER 30 30 - PUBLIC WORKS                  G11 $83,257 $95,151 $107,045 Transit Manager N $86,579 $101,297 $121,210 95%

ASSISTANT TRANSIT MANAGER 30 30 - PUBLIC WORKS                  G07 $59,826 $68,373 $76,919 Transit Operations Manager I $68,120 $79,701 $95,368

ELECTRICIAN & INSTRUMENTATION TECHNICIAN 30 30 - PUBLIC WORKS                  G08 $69,693 $79,649 $89,605 Utilities Electrician and Instrumentation Technician J $71,812 $84,020 $100,537

TELEVISION & METERING TECHNICIAN I 30 30 - PUBLIC WORKS                  G05 $49,959 $57,096 $64,233 Utility Television and Metering Technician I E $53,354 $62,424 $74,695

TELEVISION & METERING TECHNICIAN II 30 30 - PUBLIC WORKS                  G06 $54,905 $62,748 $70,592 Utility Television and Metering Technician II F $57,045 $66,743 $79,864

MECHANIC 30 30 - PUBLIC WORKS                  G06 $54,905 $62,748 $70,592 Vehicle/Equipment Diesel Mechanic G $60,737 $71,062 $85,032

WASTEWATER SPECIALIST I 30 30 - PUBLIC WORKS                  G06 $54,905 $62,748 $70,592 Wastewater Utility Operator I G $60,737 $71,062 $85,032 106%

WASTEWATER SPECIALIST II 30 30 - PUBLIC WORKS                  G07 $59,826 $68,373 $76,919 Wastewater Utility Operator II H $64,429 $75,382 $90,200 105%

EQUIPMENT OPERATOR II - WATER 30 30 - PUBLIC WORKS                  G06 $54,905 $62,748 $70,592 Water Distribution Equipment Operator/Technician F $57,045 $66,743 $79,864 99%

WATER PLANT OPERATOR 30 30 - PUBLIC WORKS                  G06 $54,905 $62,748 $70,592 Water Plant Operator I G $60,737 $71,062 $85,032

WATER UTILITY TECHNICIAN 30 30 - PUBLIC WORKS                  G06 $54,905 $62,748 $70,592 Water Utility Technician F $57,045 $66,743 $79,864

WATER UTILITY WORKER 30 30 - PUBLIC WORKS                  G05 $49,959 $57,096 $64,233 Water Utility Worker D $49,662 $58,105 $69,527 94%

WELDER/FABRICATOR 30 30 - PUBLIC WORKS                  G06 $54,905 $62,748 $70,592 Welder/Fabricator G $60,737 $71,062 $85,032

YOUTH SERVICES COORDINATOR 35 35 - LIBRARY                       10L $75,816 $86,678 $97,552 Youth Services Coordinator K $75,504 $88,339 $105,705
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City of Fond du Lac, WI
Classification and Compensation Study Update (2025)
Comparison of Recommended Market Reference Points to Market Average Midpoints (for Benchmark Jobs)
Created: 4/14/2025
Revised: 8/19/2025
(This analysis was completed prior to the decision to adjust the structure by 1.5% to reflect recent market movement)

Target Average: 95% - 105%

Average: 104.4%

Recommended 
Pay Grade

Current Classification Title

Recommended 
Range Market 

Reference Point 
(Annualized-Based 

on 2080 Hours)

Market Average 
Midpoint

Recommended Range 
Market Reference Point as a 

Percent of the Market 
Average Midpoint

H ADMINISTRATIVE ASSISTANT/OFFICE MANAGER – WATER $75,382 $80,820 93%

C ADMINISTRATIVE SPECIALIST I $53,785 $52,901 102%

D ADMINISTRATIVE SPECIALIST II $58,105 $58,826 99%

E ADMINISTRATIVE SPECIALIST III $62,424 $66,209 94%

R ASSISTANT CHIEF - POLICE OPERATIONS $125,053 $127,821 98%

R ASSISTANT FIRE CHIEF - EMS $125,053 $117,803 106%

R ASSISTANT FIRE CHIEF - TRAINING $125,053 $117,722 106%

F CIRCULATION SUPERVISOR $66,743 $69,472 96%

U CITY ATTORNEY/DIRECTOR, HUMAN RESOURCES $150,968 $156,236 97%

N CITY CLERK $101,297 $101,758 100%

R CITY ENGINEER $125,053 $124,258 101%

W CITY MANAGER $168,245 $176,423 95%

L CIVIL ENGINEER II $92,658 $92,058 101%
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City of Fond du Lac, WI
Classification and Compensation Study Update (2025)
Comparison of Recommended Market Reference Points to Market Average Midpoints (for Benchmark Jobs)
Created: 4/14/2025
Revised: 8/19/2025
(This analysis was completed prior to the decision to adjust the structure by 1.5% to reflect recent market movement)

Target Average: 95% - 105%

Average: 104.4%

Recommended 
Pay Grade

Current Classification Title

Recommended 
Range Market 

Reference Point 
(Annualized-Based 

on 2080 Hours)

Market Average 
Midpoint

Recommended Range 
Market Reference Point as a 

Percent of the Market 
Average Midpoint

E CLERK CASHIER (PT) $62,424 $51,875 120%

U DIRECTOR – ADMINISTRATION & CHIEF FINANCIAL OFFICER $150,968 $153,659 98%

U DIRECTOR – COMMUNITY DEVELOPMENT $150,968 $136,044 111%

U DIRECTOR – ITS $150,968 $145,833 104%

U DIRECTOR – PUBLIC WORKS $150,968 $146,617 103%

G EQUIPMENT & COLLECTIONS TECHNICIAN - WTRRF $71,062 $70,635 101%

E EQUIPMENT OPERATOR I $62,424 $60,044 104%

F EQUIPMENT OPERATOR II $66,743 $66,226 101%

U FIRE CHIEF $150,968 $141,999 106%

K GIS COORDINATOR $88,339 $82,070 108%

M HUMAN RESOURCES MANAGER $96,978 $110,053 88%

G LABORATORY ANALYST $71,062 $75,125 95%

G LIBRARIAN I $71,062 $70,934 100%
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City of Fond du Lac, WI
Classification and Compensation Study Update (2025)
Comparison of Recommended Market Reference Points to Market Average Midpoints (for Benchmark Jobs)
Created: 4/14/2025
Revised: 8/19/2025
(This analysis was completed prior to the decision to adjust the structure by 1.5% to reflect recent market movement)

Target Average: 95% - 105%

Average: 104.4%

Recommended 
Pay Grade

Current Classification Title

Recommended 
Range Market 

Reference Point 
(Annualized-Based 

on 2080 Hours)

Market Average 
Midpoint

Recommended Range 
Market Reference Point as a 

Percent of the Market 
Average Midpoint

E LIBRARY ASSISTANT I $62,424 $48,524 129%

E LIBRARY ASSISTANT I -TECHNICAL SERVICES $62,424 $46,327 135%

F LIBRARY ASSISTANT II $66,743 $54,407 123%

C LIBRARY CLERK I $53,785 $39,956 135%

S LIBRARY DIRECTOR $133,691 $127,162 105%

A LIBRARY PAGE $45,147 $29,303 154%

N LIBRARY TECHNOLOGY COORDINATOR $101,297 $82,885 122%

G MECHANIC $71,062 $69,623 102%

B MUNICIPAL CUSTODIAN $49,466 $51,953 95%

H NETWORK & SYSTEM SUPPORT SPECIALIST $75,382 $72,051 105%

D PARK CARETAKER $58,105 $57,014 102%

E PARK TRADE TECHNICIAN $62,424 $64,557 97%

P PARKS & FORESTRY SUPERINTENDENT $109,935 $104,649 105%
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City of Fond du Lac, WI
Classification and Compensation Study Update (2025)
Comparison of Recommended Market Reference Points to Market Average Midpoints (for Benchmark Jobs)
Created: 4/14/2025
Revised: 8/19/2025
(This analysis was completed prior to the decision to adjust the structure by 1.5% to reflect recent market movement)

Target Average: 95% - 105%

Average: 104.4%

Recommended 
Pay Grade

Current Classification Title

Recommended 
Range Market 

Reference Point 
(Annualized-Based 

on 2080 Hours)

Market Average 
Midpoint

Recommended Range 
Market Reference Point as a 

Percent of the Market 
Average Midpoint

I PAYROLL MANAGER $79,701 $79,682 100%

U POLICE CHIEF $150,968 $147,469 102%

C RECORDS CLERK - POLICE $53,785 $54,543 99%

H SENIOR ACCOUNTANT - OPERATIONS $75,382 $81,827 92%

M SENIOR NETWORK ENGINEER $96,978 $98,765 98%

D SIDE LOAD OPERATOR $58,105 $58,892 99%

D STREET MAINTENANCE WORKER $58,105 $60,376 96%

L STREET/UTILITY FIELD MAINTENANCE FOREMAN $92,658 $83,988 110%

N TRANSIT MANAGER $101,297 $106,857 95%

G WASTEWATER SPECIALIST I $71,062 $66,919 106%

H WASTEWATER SPECIALIST II $75,382 $71,816 105%

Q WASTEWATER SUPERINTENDENT $116,414 $106,166 110%

I WATER DISTRIBUTION CREW LEADER $79,701 $76,394 104%
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Memo                                                                        City of De Pere 
 
To:  Members of the Finance/Personnel Committee 
From:  Shannon Metzler, Human Resources Director 
RE:  Consideration and Possible Action to hire The Archer Company to Conduct a 

Classification and Compensation Study 
Date:   February 10, 2026 
 

 
As you may recall, we will be conducting a classification and compensation study this year.  The 
City’s compensation policy says that pay grade ranges, classifications, and internal pay 
compensation issues will be reviewed on an as needed basis, but at least every 5 years.  The last 
formal compensation study was completed in 2022 when we hired Baker Tilly.     
 
Requests for proposals (RFP’s) were submitted to 12 consulting firms that conduct compensation 
studies.  We received six proposals back.  The City Manager, Human Resources Generalist and I, 
along with supervisory employees from each of the larger departments interviewed three firms.   
 
We are recommending hiring The Archer Company to conduct the classification and 
compensation study.  The Archer Company has a wealth of experience completing compensation 
studies for the public sector and felt they will do great job for the city.  The cost to complete the 
study is $34,390 (see attached proposal).  These funds were allocated for in the Human 
Resource’s budget.   
 
If you have any questions regarding this report please feel free to contact me at 339-4045. 
 
Thank you. 
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
9.H 

 
MEETING DATE: February 18, 2026 
DEPARTMENT: Development Services 
FROM: Quasan Shaw, Community & Economic Development 

Specialist 
SUBJECT: Resolution #26-13 Authorizing Agreement for Contractor 

Services with Dark Horse Deconstruction LLC (Demolition - 
126 South Broadway Street). 

RECOMMENDED ACTION: Motion to approve. 
 

 
 
ATTACHMENTS: 
Reso26-13, Dark Horse Deconstruction LLC2-12-26, Exhibit A-126 S Broadway Demolition 
RFP 01122026, Exhibit B-Dark Horse Deconstruction, Memo to CC - 02172026 Demolition 
Services RFP, Gauthier&Sons, Best Enterprises, Veit 
 

Page 390 of 505



  
RESOLUTION #26-13 

 
AUTHORIZING AGREEMENT FOR CONTRACTOR SERVICES BETWEEN 

THE CITY OF DE PERE AND DARK HORSE DECONSTRUCTION LLC 
(Demolition - 126 South Broadway Street) 

 
 WHEREAS, the City is in need of demolition  and abatement services at 126 South Broadway as 

the first phase to prepare this site for future development; and 

WHEREAS, Dark Horse Deconstruction LLC has available and offers to provide personnel and 

equipment necessary to accomplish said demolition and abatement services at the site, subject to the 

terms and conditions of the Agreement for Contractor Services, attached hereto and incorporated herein 

by reference; and 

 WHEREAS, the Finance/Personnel Committee has reviewed this matter and recommends 

approval thereof. 

 NOW, THEREFORE, BE IT HEREBY RESOLVED THAT: 
 

The City Manager and City Clerk are authorized and directed to enter into such 
Agreement for Contractor Services Between the City of De Pere and Dark Horse 
Deconstruction LLC (Demolition – 126 South Broadway Street) as is attached 
hereto. 

 
 BE IT FURTHER RESOLVED THAT: 
 

All City officials, officers, employees, and agents are further authorized and 
directed to take such steps as are lawful and necessary in furtherance thereof. 

 
 Adopted by the Common Council of the City of De Pere, Wisconsin, this 18th day of February, 

2026.   

 
       APPROVED: 
 
       ___________________________________ 
       James G. Boyd, Mayor 

 
       ATTEST: 
 
       ___________________________________ 
       Carey E. Danen, City Clerk 
Ayes: ______ 
Nays: ______ 
Board/Committee Approval: 2/10/2026 
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AGREEMENT FOR CONTRACTOR SERVICES BETWEEN THE 

CITY OF DE PERE AND DARK HORSE DECONSTRUCTION LLC 
(Demolition - 126 South Broadway Street) 

 
 THIS AGREEMENT made and entered into this          day of              , 
2026, by and between the City of De Pere, Wisconsin, a municipal corporation (“City”), and Dark 
Horse Deconstruction LLC, a Wisconsin limited liability company (“Contractor”). 
 

I. SCOPE OF CONTRACTING SERVICES 
 

Contractor agrees to perform those abatement and demolition services for 126 South 
Broadway Street as further described in the City’s Request for Proposals, dated January 12, 2026, 
attached and incorporated as Exhibit A. No standard terms or conditions of Contractor’s Proposal 
are incorporated into this Agreement unless such term is specifically written into the Agreement.  
Any change to the scope of services as identified therein shall be defined in writing and 
authorized by both parties prior to performing such work.  Such writing shall include the scope 
of work to be done, schedule for commencing and completing the work and the basis for 
compensation for such work. 
 

II. COMPENSATION 
 

 Contractor shall be paid as provided in Contractor’s proposal attached and incorporated 
as Exhibit B, in a maximum amount not to exceed $102,400.00.   
 

III. INSURANCE 
 
 The Contractor shall maintain during the course of the project, the following 
minimum public liability and property damage insurance to cover claims for injuries, including 
accidental death, as well as from claims for property damages which may arise from the 
performance of work under the Agreement as stated below: 
 

1. Comprehensive general liability insurance, including personal injury liability, blanket 
contractual liability and broad form property damage liability.  The combined single 
limit for bodily injury and property damage shall not be less than $1,000,000 per 
occurrence; with additional umbrella liability insurance coverage to a total of not less 
than $5,000,000. 

 
2. Automobile Liability 
 

(A) Coverages must include the following extensions: 
Comprehensive Form 

(1) All Owned Autos 
(2) All Hired Autos 

Page 392 of 505



 

2 
 

(3) All Non-Owned Autos 
(4) Mobile Equipment 
(5) Specialized Equipment 
(6) Contractual Liability 
(7) Uninsured Motorists to Limit of Policy 
(8) Additional Insured Endorsement naming City of De Pere, its 

employees, agents and assigns 
 

(B) Limits of Liability: 
Combined Single Limit/Bodily Injury and Property Damage: 

$1,000,000 per person/per accident 
 

Uninsured/Underinsured Motorists:  
Limits equal to above combined single limit 
 

3. Worker’s Compensation and Employers’ Liability Insurance 
 Limits of Liability:  Statutory 

 
 The Contractor shall provide City with a certificate of insurance outlining the required 
coverage and naming the City as an additional insured thereunder for purposes of the Contract. 
 

IV. INDEMNIFICATION   
 

The Contractor shall indemnify and hold harmless the City, its officers, agents and 
employees from and against all claims, damage, losses, and expenses including reasonable 
attorney’s fees arising out of or resulting from the performance of the work specified in this 
Contract, provided that any such claim damage, loss or expense is caused in whole or in part by 
any negligent or intentional act or omission of the Contractor, any Subcontractor, anyone directly 
or indirectly employed by any of them or anyone for whose acts any of them may be liable, 
regardless of whether or not it is caused in part by a party indemnified hereunder. 
 

V. LEGAL RELATIONS AND PUBLIC RESPONSIBILITY 
 

1. LAWS TO BE OBSERVED. The Contractor shall at all times observe and comply with all 
federal, state, and local laws, regulations and ordinances which are in effect or which 
may be placed in effect during the contract period and which in any manner affect the 
conduct of the work. The Contractor shall indemnify and save harmless the City and 
its officers, agents and employees against any claim or liability arising from or based 
on the violation of any such law, ordinance, or regulation, whether by Contractor or 
its employees, subcontractors, or agents. 
 

2. CONTRACTOR RECORDS.  Contractor acknowledges that, as a contractor of a 
Wisconsin Municipality, Wis. Stats. §19.36(3) applies to it and records produced by it 
pursuant to this contract are subject to the public records law to the extent that they 
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would otherwise be if maintained by the City of De Pere.  Contractor agrees that, 
within 10 business days of a written request of the City of De Pere, it shall forward 
such records as are requested by the City of De Pere.  Such records shall be in the 
format requested by City of De Pere provided that such records are kept and 
maintained in that format.   

 
3. PERMITS AND LICENSING. The Contractor shall procure all permits and licenses 

necessary and incidental to the work required hereunder. 
 
4. WORK SAFETY AND HEALTH. The Contractor shall comply with all federal, state and 

local laws governing work safety and health and shall provide all safeguards, safety 
devices and protective equipment, and take any other needed actions as the 
Contractor or the City Engineer may determine reasonably necessary, to protect the 
life and health of employees on the job and the safety of the public and to protect 
property in connection with the performance of the work covered by the contract. 

 
5. RESPONSIBILITY FOR DAMAGE CLAIMS. The Contractor and its surety shall indemnify 

and save harmless the City and all of its officers, officials, agents and employees from 
all suits, actions or claims of any character brought because of any injuries or damages 
received or sustained by any person, persons, or property on account of the 
operations of the said Contractor; or on account of or in consequence of any neglect 
in safeguarding the work, or through use of unacceptable materials in constructing 
the work; or because of any act or omission, neglect or misconduct of said Contractor; 
or because of any claims or amount recovered for any infringement of patent, 
trademark or copyright; or from any claims or amounts arising or recovered under the 
worker’s compensation law; or any other law, ordinance, order or decree; and so 
much of the money due the said Contractor under and by virtue of this contract as 
shall be considered necessary by the Board of Public Works for such purposes, may 
be retained for the use of the City; or, in case no money or insufficient money is 
retained, the Contractor’s surety shall be held. 

 
The City shall not be liable to the Contractor for damages or delays resulting from 
work by third parties or by injunctions or other restraining orders obtained by third 
parties.   
 
It shall be the Contractor's responsibility to see that all of the contract operations 
incidental to the completion of this contract are covered by public liability and 
property damage liability insurance in order that the general public or any 
representative of the contracting authority may have recourse against a responsible 
party for injuries or damages sustained as a result of said contract operations. This 
requirement shall apply with equal force, whether the work is performed by the 
Contractor, or by a Subcontractor or by anyone directly or indirectly employed by 
either of them. 
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6. CONTRACTOR'S RESPONSIBILITY FOR WORK. Until acceptance of the Work by the City 
Engineer, the Contractor shall have the charge and care thereof and shall take every 
precaution against injury or damage to any part thereof by the action of the elements, 
or from any other cause, whether arising from the execution or non-execution of the 
Work. The Contractor shall rebuild, repair, restore and make good all injuries or 
damages to any portion of the Work occasioned by any of the above causes before 
acceptance and shall bear the expense thereof, except damage to the Work due to 
unforeseeable causes beyond control of and without the fault or negligence of the 
Contractor, including but not restricted to acts of God, of public adversaries or of 
governmental authorities. In case of suspension of work from any cause whatever, 
the Contractor prior to suspension shall take such precautions as may be necessary to 
prevent damage to the project, provide for normal drainage and shall erect any 
necessary temporary barricades, signs or other facilities, at the Contractor’s expense, 
as directed by the Engineer. 

 
7. PERSONAL LIABILITY OF PUBLIC OFFICIALS. In carrying out any of the provisions of this 

contract or in exercising any power or authority granted to them thereby, there shall 
be no personal liability upon the City, its officers, officials, agents and employees, it 
being understood that in such matters they act as agents and representatives of the 
City. Any right of action by the Contractor against the City, or its agents or employees, 
is hereby expressly waived. 

 
VI. GUARANTEE OF MATERIALS AND WORKMANSHIP 

 
 The Contractor shall guarantee all materials furnished and all work performed under the 
Contract against all defects in materials and workmanship for a period of one year following the 
date of acceptance of the Work, which date shall be understood to be the date of which final 
payment of all monies due the Contractor under the contract is authorized by the Director of 
Public Works. Should any defect appear during the guarantee period, the Contractor shall make 
the required repairs or replacement upon receipt of written notification from the Director of 
Public Works to do so. 
 

VII. MEDIATION 
 
 All claims, disputes and other matters in question between the parties of this Agreement 
arising out of or relating to this Agreement or breach thereof, which are not disposed by mutual 
agreement of the parties, shall be subject to mediation as a condition precedent to the institution 
of legal proceedings by either party.  If such claim, dispute or other matter involves a lien arising 
out of the Contractor’s services, the Contractor may proceed in accordance with applicable law 
to comply with lien notice and filing deadlines prior to resolution of the matter by mediation. 
 
 The City and Contractor shall attempt to resolve claims, disputes and other matters in 
question between them by mediation in accordance with the Rules of the American Arbitration 
Association currently in effect unless the parties agree otherwise.  A request for mediation shall 
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be filed in writing with the other party to this Agreement and, if applicable, the American 
Arbitration Association.  The request may be made concurrently with the filing of a civil action, 
but mediation shall proceed in advance of legal proceedings, which may be stayed pending 
mediation for a period of 60 days from the date of filing unless a longer period is agreed to by 
the parties or required by a court order. 
 
 The parties shall share the mediator’s and any filing fees equally.  The mediation shall be 
held in the place where the Project is located, unless another location is mutually agreed upon.  
Agreements reached in mediation shall be enforceable as settlement agreements in any court 
having jurisdiction thereof. 
 

VIII. NOTICES 
 

Any notification required or needed under the contract shall be sent to the following: 
 

 If to City:     If to Contractor: 
   

City of De Pere   Dark Horse Deconstruction LLC  
  Attention:  City Manager  Attention: Cole Alsbach, VP of Operations 
  335 South Broadway Stret  705 50th Street 
  De Pere, WI  54115   Kenosha, WI  53140 
 
 IN WITNESS WHEREOF, the parties hereto have made and executed this Agreement as of 
the day and year first above written. 
 
 
DARK HORSE DECONSTRUCTION LLC  CITY OF DE PERE 
By:       By: 
 
 
                
Cole Alsbach, VP of Operations   Kimberly T. Flom, City Manager 
 
             
          Carey E. Danen, City Clerk 
 
Approved as to Form: 
 
 
      
Joanne Bungert, City Attorney 
 
J:\Law\Agreements\2026\Contracts\Dark Horse Deconstruction LLC2-12-26.docx 
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REQUEST FOR PROPOSALS 
Demolition of 126 South Broadway St. 

City of De Pere, Wisconsin  
 

 
 

 

Development Services  
Department 

 
 
 

 
 

Issued: January 12, 2026 
 

Proposals Due: January 30, 2026 by 5:00PM 
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 INTRODUCTION AND SUMMARY 

The City of De Pere (hereinafter referred to as “City”) is seeking cost and qualified proposals from 
qualified individuals and firms interested in contracting with the City to provide abatement and 
demolition services for 126 South Broadway St. in the City of De Pere, Brown County, Wisconsin (the 
“Project”). The Project site area and structures are illustrated on the aerial maps and pictures 
attached.  
 
The purpose of this Request for Proposal (RFP) is to solicit proposals from various firms, conduct a 
fair and extensive evaluation based on criteria listed herein, and select the best candidate who best 
fits the needs of the City. 
 
The City will consider proposals from qualified individuals and firms interested in providing services. 
Proposals must be received by the Development Services Department at City Hall, 335 S. Broadway 
St., De Pere, WI 54115 no later than 5:00pm on January 30, 2026.  
 
The City reserves the right to modify and waive any and all informalities or technicalities, or to reject 
any and all proposals and/or parts thereof, and to accept that proposal which it deems most 
favorable for the City. 
 
 

A. PROJECT OVERVIEW 
Site Location: 126 South Broadway Street property 
Building Type: Commercial building with 1.5 stories and .5 basement 
Parcel: Tax Parcel Number ED-789 
Existing Structures: One structure 
 
 

B. SCOPE OF WORK 
The City seeks a firm to remove all identified structures on site which consist of one commercial 
building; removal includes exterior foundation walls, and removal of all other walls, partition walls, 
columns, piers, beams, or other projections, and all footings and foundations. In addition, 
miscellaneous shrubbery, fences, steps, flagpole bases, trees, etc. will be removed. All work to be 
provided subject to the following:  

1. General Terms  

a.  The Contractor shall comply with all applicable laws, ordinances, rules, regulations and 
orders of any public authority having jurisdiction for the safety of persons and property, or 
to protect them from damages, injury, or loss. 

b.  The Contractor shall erect and maintain, as required by existing conditions and progress of 
work, all reasonable safeguards for safety and protection, including posting danger signs and 
other warnings against hazards, protecting excavation with appropriate fences and/or 
barricades, promulgating safety regulations, and notifying owners and users of adjacent 
properties of intended work. 
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c. Razing and Lateral permits shall be filed with the City.  

d. Contractor shall take necessary precautions to protect the City sidewalk and road.  

e. Contractor shall also provide protection to overhead electric power poles and lines. 

f. Contractors will remove the materials from the demolition site in accordance with all 
federal, state and local regulations. All rubbish, non-reusable fill, debris, equipment, etc. 
resulting from demolition work shall be removed from the premises during and or upon 
completion of work, leaving the site acceptable to the City. The contractor will provide 
receipts certifying disposal of materials at a legal landfill.  

2. Environmental 
a.  Contractor shall be responsible for appropriate handling and disposal 

of hazardous materials on site. The work shall include abatement and or handling of 
asbestos containing material (ACM) and lead based paint.  

 
3.  Private Utility Disconnection 

a. Contractor coordinate all required disconnects by private utility companies and obtain all 
demolition or other permits associated with these operations. 

b.  Contractor is responsible for all costs associated with disconnection of services. All service 
connections shall be properly disconnected prior to razing of the structures. 

 
4.  Lateral Disconnection 

a. The water and sanitary sewer laterals shall be cut/capped at the transition between the 
private/public lateral. The private lateral beyond the cut/cap and all associated plumbing 
shall be removed from the site.  

b. The Contractor shall provide lateral location information to the Engineering Division to 
update its record drawings. 
 

5.  Demolition 
a. Remove all structures on site including foundations, basement material and footings. 

Removal includes foundation walls, and removal of all other walls, partition walls, columns, 
piers, beams, or other projections, and all footings. In addition, all miscellaneous 
shrubbery, fences, steps, flagpole base, etc will be removed. 

b. Existing basement, pit, well or cistern shall be removed to an elevation of three feet (3') 
below the existing grade and all material remaining shall be removed from the voids to 
present a neat appearance for inspection, prior to backfilling. 

c. No wall over ten feet high, without adequate lateral support of any width or length, shall 
remain standing after working hours. 

d.  Backfilling. All excavated areas shall be filled. In case the excavation area or open 
basements are to remain unfilled for more than 24 hours, the contractor will be required to 
encircle the open area by a standard snow fence or equivalent fence. 

e.        Upon completion of demolition, sufficient filling and grade shall be completed to bring the 
area up to a level to ensure positive drainage and conform to the surrounding area.  

f.         Maintain overall drainage pattern of the lot. 
g.        All fill to be supplied by contractor. 
h.        Place and compact backfill material in excavated areas. Backfill material shall be clean fill. 
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6. Restoration 

a. All disturbed areas shall be graded to maintain the overall drainage pattern and the site 
restored to dust and erosion free condition. 

 
 

C. SUBMITTAL QUESTIONS 
All questions shall be submitted in written form to the contact information provided below by 
Wednesday, January 21, 2026. Answers will be provided, via the City website as a part of addenda to 
the RFP on Friday, January 23, 2026. Multiple addenda may be released. Please email questions to: 
 

Quasan Shaw 
Economic Development Planner 

qshaw@deperewi.gov  
 
 

 

D. PROPOSAL REQUIREMENTS 
The City wishes to evaluate each proposal under the same uniform review standards. Proposals for 
this project should be organized in the following order and contain all of the following information: 
Respondent shall submit one (1) electronic copy in PDF format through the City’s online portal 
linked below. In order to be considered, proposals must be received no later than 5:00 PM, Central 
Time, January 30, 2026.  

 
Economic Development / De Pere, Wisconsin (deperewi.gov) 

 
Proposals received after the deadline will not be accepted. Faxed, mailed, delivered, or emailed 
proposals will not be accepted. The City will not be responsible for any errors or omissions in the 
proposals or any delivery delays. 
 
Proposals should include the following information, presented in a clear, comprehensive, and concise 
manner, to illustrate the project teams’ capabilities and technical approach to the work. Each proposal 
must include the following information: 
 

1. Title Page and/or Cover Letter. Show the proposal title, the name of the organization, address, 
telephone number(s), email address, name of the primary contact person, the date, and other 
relevant company information. Provide the name(s) of the person(s) authorized to make 
representations for your team, their title(s), address, email address, and telephone number(s). 
Include a list of and contact information for any proposed sub‐consultants and the work they 
will perform. 

2. Statement of Qualifications. Brief introduction of the Project Team organization. Summary of 
your understanding of the project and why your team is best suited to complete the scope of 
work.   
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3. Key Staff. Identify the designated project manager or primary contact and key supporting staff. 
Include resumes for each of the individuals and identify any sub‐Contractors. 

4. Scope and Approach. State the services your team is proposing to provide. Describe the process 
and timeline that would be utilized to complete the project.  

5. Schedule. Illustrate the Scope and Approach including a breakdown of tasks, timeline, meetings, 
deliverables, and task responsibility. 

6. Experience and Examples. Describe your team’s experience in the required areas of expertise, 
and its ability to provide the services needed for the City. Include at least three examples in the 
last five years. List a minimum of three references related to similar work; references matching 
the three examples are preferred but not required. 

7. Cost. Provide a fee computation broken down by the major tasks listed in Section 4 and for each 
building. Include the maximum fee not to be exceeded for the services to be rendered. 

Failure to complete the above documentation may be grounds to declare an RFP non‐responsive and 
the City may reject the statement of qualifications in whole or in part. 
 
 
 

E. EVALUATION CRITERIA  
Proposals will be evaluated based on the overall approach, team experience and qualifications, budget, 
organizational structure, methodology, schedule and fit with the City of De Pere. Proposals will be 
evaluated according to the following: 
 

1. Project approach and scope. (20 points). 
 

2. Qualifications of the project team and individual members. Particular attention will be given to 
the experience and the demonstrated ability of the project manager to complete all project 
tasks. (20 points). 

 
3. Project Team experience and examples (20 points). 

 
4. Understanding of required project work. (20 points). 

 
5. Project cost. (20 points). 

 

 

F. SELECTION PROCESS 
The Project Team selection process will involve the following primary steps. 
 

1. Proposal Review. The proposal review will be based on a comparative assessment and scoring of 
each document in accordance with the Evaluation Criteria. The City will then select one or more 
finalist Project Teams to advance in the selection process. During the evaluation process, the 
City reserves the right, where it may serve the City’s best interest, to request additional 
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information or clarification from proposing teams, or to allow corrections of errors or omissions. 
The City reserves the right to verify any information contained in proposals. 
 

2. Finance/Personnel Committee Review. Based on the results of the selection process, the City’s 
selection team will recommend to the Finance/Personnel Committee and the Common Council 
for approval. The final contract must be approved by the Common Council. 
 

3. Award of Contract. The City will enter into negotiations with a team based on the City’s 
selection team recommendations. Negotiations will be conducted beginning with the team 
ranked first. If a contract that is satisfactory and advantageous to the City can be negotiated at a 
price considered fair and reasonable, the award will be made to that team. Otherwise, 
negotiations with the team ranked first will be formally terminated and negotiations conducted 
with the team ranked second, and so on until a contract can be negotiated at a fair and 
reasonable price. The City reserves the right to reject any and all proposals submitted. 

 

 
G. TENTATIVE TIMELINE 

The following is the conceptual timeline for the process (subject to change): 
 

Release of Request for Demolition Proposal    January 12, 2026 
Site walk through       January 20, 2026 (11am-1pm) 
Written questions submitted to qshaw@deperewi.gov  January 21, 2026 
Reponses to questions available      January 23, 2026 
Proposal Submission deadline by 5:00 p.m.    January 30, 2026 
Recommendation to Finance/Personnel Committee   February 10, 2026 
Common Council       TBD 
 

H. MISCELLANEOUS AND GENERAL PROVISIONS  
1. Non-Discrimination Statement: The City of De Pere does not discriminate on the basis of race, 

color, religion, age, marital or veterans' status, sex, national origin, disability, or any other 
legally protected status in the admission or access to, or treatment or employment in, its 
services, programs or activities. 

2. Rejection of Proposals: The City reserves the right to reject any or all proposals, to divide 
responsibilities among one or more applicants or firms, to waive formalities, and to select the 
individual or firm which, in the City's sole judgment, can best perform the scope of services 
required. 

3. Withdrawal of Proposals: the proposer upon submission of a written request may withdraw 
Proposals. 

4. Ownership of all data, material, and documentation originated and prepared for the City 
pursuant to the RFP shall belong to the City and be subject to public inspection in accordance 
with the Wisconsin Public Records Law. Trade secrets or proprietary information submitted by 
the Project Team shall not be subject to public disclosure under Wisconsin Public Records Law 
unless otherwise required by law or a court. 
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5. The City is not liable for any costs incurred by any Project Team in connection with this RFP or 
any response by any Project Team to this RFP. The expenses incurred by a Project Team in the 
preparation, submission, and presentation of the proposal are the sole responsibility of the 
Project Team and may not be charged to the City, regardless of whether or not a Project 
Team’s Proposal is ultimately selected by the City for completion of the work detailed in this 
RFP. 

6. Each Project Team should carefully read and review all such items and should address such 
items in its proposal. However, the final description of the services and/or specifications to be 
provided to the City under this RFP is subject to negotiations with the successful Project Team, 
and final approval of the City. 

7. The Project Team shall maintain, during the life of the Agreement, public liability and property 
damage insurance to cover claims for injuries, including accidental death, as well as from claims 
for property damages that may arise from the performance of work under the Agreement. 
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I. SITE LOCATION 
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J. BUILDING PHOTOS 
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Demolition of 126 South Broadway St. 

City of De Pere, Wisconsin 

Request for Proposals – Issued January 12, 2026 

Submitted by: 

Dark Horse Deconstruction LLC (formally Recyclean) 

705 50th Street 

Kenosha, WI 53140 

Phone: 920-213-0823 

Email: Cole@recyclean.net 

Website: https://recyclean.net/ 

Primary Contact: 

Cole Alsbach, VP of Operations 

Phone: 920-213-0823 

Email: cole@recyclean.net 

Authorized Representatives: 

Mike Go8man, Field Operations Director 

Phone: 920-213-0823 

Email: mgo8man@recyclean.net 

Proposed Subcontractors: 

• Badger Environmental LLC – Asbestos Abatement 

Contact: Steve badgerenv@gmail.com   

Firm Overview 

Dark Horse Deconstruction LLC (formally Recyclean Inc) is a deconstruction/demolition 

contractor with 20+ years of experience performing building deconstruction, building 

demolition, and site restoration for public and private clients in Wisconsin. 

Understanding of the Project 

We understand that the City of De Pere seeks a qualified contractor to provide abatement 

and demolition services for the commercial building located at 126 South Broadway St., 

including: 

• Removal of the 1.5-story commercial structure and associated .5-story 

basement. 

• Removal of all foundations, footings, partition walls, columns, piers, beams, 

and other projections. North and East foundation walls to remain in place to 
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provide support to adjacent sidewalk and parking area, to be coordinated 

with City of De Pere 

• Removal of miscellaneous site elements such as shrubbery, fences, steps, 

flagpole base, and similar improvements as noted in the RFP. 

• Proper handling, abatement, and lawful disposal of asbestos containing 

material (ACM), lead-based paint, and any other hazardous materials 

encountered. 

• Protection of adjacent sidewalks, roadways, utilities, and overhead lines, and 

maintenance of site safety measures throughout the work. 

• Backfilling and grading to maintain positive drainage and a dust- and 

erosion-free restored condition.  

Our team is well-suited to perform this work due to the following: 

• Demonstrated experience with municipal demolition and deconstruction 

projects in Wisconsin. 

• Strong safety record and established procedures for working near public 

sidewalks, roadways, and overhead utilities. 

• Proven ability to coordinate utility and lateral disconnections in compliance 

with local requirements. 

Project Team  

Project Manager / Primary Contact: 

• Name: Cole Alsbach 

• Responsibilities: Overall project coordination, City liaison, schedule and 

budget control, oversight of safety and quality. 

Site Superintendent: 

• Name: Mike Go8man  

• Responsibilities: Daily site supervision, subcontractor coordination, site 

safety enforcement, field documentation. 

Key Subcontractors: 

• Badger Environmental LLC 
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Resumes for key sta8 are available upon request. 

Scope and Approach 

Our team proposes to provide complete services necessary to deliver the project as 

described in the RFP, including: 

• Pre-construction planning and permitting (including razing and lateral 

permits). 

• Hazardous materials abatement, based on pre-demolition report completed 

by NorthStar Environmental Testing LLC, dated 4/10/25, provided by City of 

DePere, to include removal and disposal of approx. 30 ft of pipe insulation in 

the basement area and clean up loose Lead based paint on the north wall. 

Scrape o8 misc. loose paint.  

• Private utility coordination and disconnection. 

• Water and sanitary sewer lateral disconnection, removal of private laterals, 

and documentation of locations for City record updates. 

• Structural demolition of the building, foundations, basement, pits, wells, or 

cisterns, including removal to at least three feet below existing grade. 

• North and East foundation walls to remain in place to provide support 

to adjacent sidewalk and parking area, to be coordinated with City of 

De Pere 

• Debris removal and disposal, including provision of landfill and facility 

receipts. 

• Backfilling/rough grading provided as needed to maintain positive drainage 

on the site. 

• Site safety and protection of adjacent public facilities (sidewalks, streets, 

overhead utilities). 

Schedule 

We understand the City’s conceptual timeline is as follows: 

Assuming notice of award on or about February 10th, 2026, our anticipated project duration 

is 2-3 weeks and will begin on a mutually agreed upon date with the City of De Pere. 
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Relevant Project References 

Project Name/Location: 830-834 N Plankington Ave., Milwaukee, WI 

Owner/Client: New Land Development 

Year Completed: 2021 

Scope: Full deconstruction of buildings 

Contract Value: $380,000 

Your Role: Deconstruction/Demolition Contractor 

 

Project Name/Location: 147 E Becher., Milwaukee, WI 

Owner/Client: Bear Development 

Year Completed: 2024 

Scope: Full deconstruction of buildings 

Contract Value: $1,800,000 

Your Role: Deconstruction/Demolition Contractor 

 

Project Name/Location: 1840 Fairwell Ave., Milwaukee, WI 

Owner/Client: New Land Development 

Year Completed: 2022 

Scope: Full deconstruction of buildings 

Contract Value: $247,000 

Your Role: Deconstruction/Demolition Contractor 

 

References 

Name: Boris Gokhman 

Title: Owner 

Organization: New Land Development 

Email: boris@newlandmke.com 

Phone: 414-349-5504 

Project/Relationship: Long-time client 

 

Name: Jonah Hetland 

Title: COO 

Organization: CMA Construction 

Email: jonah@cmaofwi.com 

Phone: 262-818-8114 

Project/Relationship: 147 E Becher., Milwaukee, WI 
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Name: Sheldon Oppermann 

Title: CFO 

Organization: New Land Development 

Email: sheldon@newlandmke.com 

Phone: 414-271-5263 

Project/Relationship: Long-time client 

 

 

Cost 

We propose to complete the work described in this proposal for the following fees: 

Demolition $97,500 

Asbestos Abatement: $4,900 

Maximum not-to-exceed fee for all services: $102,400 

Compliance, Insurance, and Other Requirements 

• We will comply with all applicable federal, state, and local laws, ordinances, 

rules, and regulations governing demolition, abatement, safety, and 

disposal. 

• We acknowledge the City’s rights regarding proposal rejection, selection, and 

negotiation, and that all materials prepared for the City under this project will 

be subject to applicable public records laws. 

• See attached certificate of insurance for Dark Horse Deconstruction LLC. 
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01/05/2026

MM Insurance Associates
15885 W. National Ave.
Suite 300
New Berlin WI 53151

MOLLY HARTMAN
(262) 754-4736 (262) 754-4739

MOLLY@MMINSURANCEASSOCIATES.COM

RECYCLEAN INC., KENOSHA RECYCLING,
Dark Horse Deconstruction LLC
6301 122ND AVENUE
KENOSHA WI 53142

MT HAWLEY INSURANCE 37974
ERIE INSURANCE 26830
HUDSON 25054
AMERISAFE 31895
TRAVELERS PROPERTY 25674

CL2321002461

A MGL0201877 03/07/2025 03/07/2026

1,000,000
300,000
1,000
1,000,000
2,000,000
2,000,000

B Q03-0740086 03/07/2025 03/07/2026

1,000,000

C HXS 1001440 05 03/07/2025 03/07/2026
5,000,000
5,000,000

D N AVWCIL3298382025 08/13/2025 08/13/2026
1,000,000
1,000,000
1,000,000

E
CARGO
RENTED/LEASED EQUIPMENT 660-4T144699 11/15/2025 11/15/2026 LIMIT $350,000

CERTIFICATE HOLDER IS NAMED AS ADDITIONAL INSURED

Johnson County Contractor Licensing
111 South Cherry Street
Suite 1000
Olathe KS 66061

SHOULD ANY OF THE ABOVE DESCRIBED POLICIES BE CANCELLED BEFORE
THE EXPIRATION DATE THEREOF, NOTICE WILL BE DELIVERED IN
ACCORDANCE WITH THE POLICY PROVISIONS.

INSURER(S) AFFORDING COVERAGE

INSURER F :

INSURER E :

INSURER D :

INSURER C :

INSURER B :

INSURER A :

NAIC #

NAME:
CONTACT

(A/C, No):
FAX

E-MAIL
ADDRESS:

PRODUCER

(A/C, No, Ext):
PHONE

INSURED

REVISION NUMBER:CERTIFICATE NUMBER:COVERAGES

IMPORTANT:  If the certificate holder is an ADDITIONAL INSURED, the policy(ies) must have ADDITIONAL INSURED provisions or be endorsed.
If SUBROGATION IS WAIVED, subject to the terms and conditions of the policy, certain policies may require an endorsement.  A statement on
this certificate does not confer rights to the certificate holder in lieu of such endorsement(s).

THIS CERTIFICATE IS ISSUED AS A MATTER OF INFORMATION ONLY AND CONFERS NO RIGHTS UPON THE CERTIFICATE HOLDER. THIS
CERTIFICATE DOES NOT AFFIRMATIVELY OR NEGATIVELY AMEND, EXTEND OR ALTER THE COVERAGE AFFORDED BY THE POLICIES
BELOW.  THIS CERTIFICATE OF INSURANCE DOES NOT CONSTITUTE A CONTRACT BETWEEN THE ISSUING INSURER(S), AUTHORIZED
REPRESENTATIVE OR PRODUCER, AND THE CERTIFICATE HOLDER.

OTHER:

(Per accident)

(Ea accident)

$

$

N / A

SUBR
WVD

ADDL
INSD

THIS IS TO CERTIFY THAT THE POLICIES OF INSURANCE LISTED BELOW HAVE BEEN ISSUED TO THE INSURED NAMED ABOVE FOR THE POLICY PERIOD
INDICATED.  NOTWITHSTANDING ANY REQUIREMENT, TERM OR CONDITION OF ANY CONTRACT OR OTHER DOCUMENT WITH RESPECT TO WHICH THIS
CERTIFICATE MAY BE ISSUED OR MAY PERTAIN, THE INSURANCE AFFORDED BY THE POLICIES DESCRIBED HEREIN IS SUBJECT TO ALL THE TERMS,
EXCLUSIONS AND CONDITIONS OF SUCH POLICIES. LIMITS SHOWN MAY HAVE BEEN REDUCED BY PAID CLAIMS.

$

$

$

$PROPERTY DAMAGE
BODILY INJURY (Per accident)

BODILY INJURY (Per person)

COMBINED SINGLE LIMIT

AUTOS ONLY

AUTOSAUTOS ONLY
NON-OWNED

SCHEDULEDOWNED
ANY AUTO

AUTOMOBILE LIABILITY

Y / N
WORKERS COMPENSATION
AND EMPLOYERS' LIABILITY

OFFICER/MEMBER EXCLUDED?
(Mandatory in NH)

DESCRIPTION OF OPERATIONS below
If yes, describe under

ANY PROPRIETOR/PARTNER/EXECUTIVE

$

$

$

E.L. DISEASE - POLICY LIMIT

E.L. DISEASE - EA EMPLOYEE

E.L. EACH ACCIDENT

ER
OTH-

STATUTE
PER

LIMITS(MM/DD/YYYY)
POLICY EXP

(MM/DD/YYYY)
POLICY EFF

POLICY NUMBERTYPE OF INSURANCELTR
INSR

DESCRIPTION OF OPERATIONS / LOCATIONS / VEHICLES  (ACORD 101, Additional Remarks Schedule, may be attached if more space is required)

EXCESS LIAB

UMBRELLA LIAB $EACH OCCURRENCE

$AGGREGATE

$

OCCUR

CLAIMS-MADE

DED RETENTION $

$PRODUCTS - COMP/OP AGG

$GENERAL AGGREGATE

$PERSONAL & ADV INJURY

$MED EXP (Any one person)

$EACH OCCURRENCE
DAMAGE TO RENTED

$PREMISES (Ea occurrence)

COMMERCIAL GENERAL LIABILITY

CLAIMS-MADE OCCUR

GEN'L AGGREGATE LIMIT APPLIES PER:

POLICY
PRO-
JECT LOC

CERTIFICATE OF LIABILITY INSURANCE DATE (MM/DD/YYYY)

CANCELLATION

AUTHORIZED REPRESENTATIVE

ACORD 25 (2016/03)
© 1988-2015 ACORD CORPORATION.  All rights reserved.

CERTIFICATE HOLDER

The ACORD name and logo are registered marks of ACORD

HIRED
AUTOS ONLY
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To: James Boyd, Mayor 

Common Council Members  

From: Quasan Shaw, Economic Development Planner 
Date: February 17, 2026 
 
RE: Approve recommendation from Finance/Personnel Committee to award contract for 

demolition services at 126 S. Broadway St to Dark Horse Deconstruction LLC.* 
 
 
Summary 
The City was awarded a Site Assessment Grant (grant) from the Wisconsin Economic Development 
Corporation on June 23, 2025, in the amount of $143,000. The grant provides $85,000 for site clearance 
with a public funds match of $28,634 for a total site clearance budget of $113,634. The grant also 
provides $58,000 for environmental site investigation for a total project cost of $171,634. The first 
phase of the project is for site clearance, and the second phase is for environmental services to prepare 
site for future development.  
 
Development Services Department issued a Request For Proposal on October 27, 2025, for demolition 
services for 126 and 132 S. Broadway St. as this was a collaboration between the City and the adjacent 
property owner to simultaneously demolish both building due to a common wall. The adjacent property 
owner withdrew from collaboration, and the original RFP was cancelled.  
 
On January 12, 2026, the Development Services Department released for distribution a new Request for 
Proposals (RFP) for demolition services at 126 S. Broadway St.  
 
Services provided will include: 

1. Remove all structures on site including foundations, basement material and footings. Removal 
includes foundation walls, and removal of all other walls, partition walls, columns, piers, 
beams, or other projections, and all footings. In addition, all miscellaneous shrubbery, fences, 
steps, flagpole base, etc will be removed. 

2. Contractor shall be responsible for appropriate handling and disposal of hazardous materials 
on site. The work shall include abatement and or handling of asbestos containing material 
(ACM) and lead based paint.  

3. Contractor coordinate all required disconnects by private utility companies and obtain all 
demolition or other permits associated with these operations. 

4. The water and sanitary sewer laterals shall be cut/capped at the transition between the 
private/public lateral. The private lateral beyond the cut/cap and all associated plumbing shall 
be removed from the site.  

5. All disturbed areas shall be graded to maintain the overall drainage pattern and the site 
restored to dust and erosion free condition. 
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2 
 

City staff received a total of four RFP responses from the following agencies: 
 

Proposals Received Amount Ranking 

Gauthier & Son’s Construction Inc. $91,799 Incomplete proposal and 
could not be ranked 

Dark Horse Deconstruction LLC. $102,400 1 

B.E.S.T Enterprises, LLC. $123,507 2 

Veit & Company, Inc. $159,072 3 

 
Development Services completed a review of the proposals and based on the evaluation criteria in 
Section E. of the Request For Proposal (example below). 
 
E. EVALUATION CRITERIA  
Proposals will be evaluated based on the overall approach, team experience and qualifications, budget, 
organizational structure, methodology, schedule and fit with the City of De Pere. Proposals will be 
evaluated according to the following: 
 
1. Project approach and scope. (20 points). 
 
2. Qualifications of the project team and individual members. Particular attention will be given to 

the experience and the demonstrated ability of the project manager to complete all project 
tasks. (20 points). 

 
3. Project Team experience and examples (20 points). 
 
4. Understanding of required project work. (20 points). 
 
5. Project cost. (20 points). 
 
Timeline and Budget 
Dark Horse Deconstruction LLC can provide demolition and environmental abatement services for 
$102,400.00 and will be completed within 2-3 weeks. The City budget for the demolition portion is 
$113,634 for site clearance. The City was awarded an $85,000 Site Assessment Grant from the 
Wisconsin Economic Development Corporation to assist with demolition. The remaining $17,400 will 
come from TID 18.   
 
Staff Recommendation 
Recommend approval of the proposal from Dark Horse Deconstruction LLC for demolition services as 
outlined in the RFP.  
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PROJECT 
PROPOSAL

Veit & Company, Inc.

P: (414) 372-9803

18600 W Lincoln Ave New Berlin WI 53146

F: (414) 372-9804

(920) 339-2372  |  qshaw@deperewi.gov

335 S. Broadway
De Pere, WI 54115

City of De Pere, Wisconsin

(414) 702-2928  |  herb.pundsack@veitusa.com
Senior Project Manager - Demolition
Herb Pundsack III

Demolition of 126 South Broadway Street
City of De Pere, Wisconsin

January 30, 2026
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January 27, 2026 

City of De Pere, Wisconsin 
335 South Broadway 
De Pere, WI 54115 

I/Ell 

Re: Demolition of 126 South Broadway Street 

Veit & Company Inc. is pleased to submit our proposal to provide demolition services for the 
demolition of 126 South Broadway Street. With over 98 years of experience in demolition and 
earthwork, Veit has safely and successfully completed thousands of similar projects across the 
Midwest-ranging from complex commercial teardowns to full structural removals within urban 
and environmentally-sensitive settings 

We take pride in providing professional services from preconstruction through project closeout, 
ensuring clear communication, precise execution, and safe, timely completion. Our 
commitment to safety, environmental stewardship, and client satisfaction is reflected in every 
project we perform. 

We appreciate the opportunity to partner with the City of De Pere on this important project and 
welcome the chance to discuss how Veit's demolition expertise can best serve your goals. 

The Project Manager associated with this opportunity is Herb Pundsack III. Please reach out to 
him or Derek Johnson, Estimator II if you have any questions or require additional information. 
Their contact information is as follows: 

Herb Pundsack III 
Senior Project Manager 
414-702-2928 
Herb.pundsack@veitusa.com 

Sincerely, 

Brian Volk 
Treasurer 

Veit & Company, Inc. veitusa .com 

Derek Johnson 
Estimator II 
262-422-4329 
derek.johnson@veitusa.com 

14000 Veit Place, Rogers, MN 55374 P: (763) 428-2242 
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PROJECT TEAM

Tim Reimann
President

 
 

Mike Flahave
Vice President of Demolition

Derek Johnson
Estimator II 

Herb Pundsack
Senior Project Manager/Estimator

JT Valois 
General Superintendent 

Leadership Team Project Team
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Statement of Qualifications 

   
  
 

Understanding of the Project 

Veit & Company, Inc. understands that the City seeks a qualified contractor to complete the 

safe, efficient, and environmentally responsible demolition of two commercial structures—

including removal of all foundation walls, footings, utilities, and miscellaneous site features—

and to restore the site to a clean, graded, and erosion-free condition. Our team recognizes the 

importance of strict compliance with all safety, permitting, and environmental requirements, 

including coordination of private utility disconnections, protection of adjacent sidewalks, 

roads, and power lines, and proper handling and disposal of materials at approved facilities. 

We also understand that this project’s success depends on maintaining site safety, 

documenting lateral disconnections, and restoring positive drainage while minimizing 

disruption to surrounding areas. 

 

Why Veit is Best Suited 

Veit is uniquely qualified to perform this work based on extensive experience with similar 

large-scale urban and environmental demolition projects across Wisconsin and the Upper 

Midwest. Recent examples include: 

• 400–420 S Broadway Demolition & Site Improvements – full-site remediation and 

demolition for the City of Green Bay’s EPA-funded brownfield redevelopment. 

• Green Bay Packaging Mill Isolation and Demolition – selective demolition of a 160,000 

SF active industrial facility requiring precise structural separations, dewatering, and 

backfilling 

• Brown County Expo / Shopko Hall – demolition of multiple landmark facilities 

adjacent to Lambeau Field, including waste removal, on-site crushing, and recycling of 

over 89 % of materials 

 

Our in-house demolition and earthwork teams, supported by a dedicated Safety Department 

and deep equipment fleet, allow us to self-perform nearly all aspects of the work—from 

hazardous-material handling and structure removal to backfilling and site restoration—

ensuring cost control, safety, and schedule certainty. 
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Demolition of 126 South Broadway St.  
City of De Pere Development Services Department 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Written Execution Plan  
Prepared by Veit & Company, Inc. 

Submitted on 1/29/26 
 

Veit & Company, Inc. 
14000 Veit Place, Rogers, MN 55374-9583 

Phone: (763)428-2242 
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Veit  & Company,  Inc .  vei tusa .com  14000 Ve i t  P lace ,  Rogers ,  MN 55374  P:  (763) 428 .2242  

PROJECT ORGANIZATION 

PROJECT DESCRIPTION: 

Veit & Company, Inc. (Veit) will perform demolition services at the 126 South Broadway St. site 
located in De Pere, WI.  The project will consist of Veit performing asbestos abatement, 
sewer/water disconnects, erosion control, mass demolition, backfill and compaction, and site 
restoration. 
 
Project Address:  126 South Broadway St. De Pere, WI 54115 

Contacts: 

Party Name Phone Email 
Veit Derek Johnson, Project Manager 262-422-4329 Derek.Johnson@veitusa.com 

Veit JT Valois, General Superintendent 414-343-6360 Jt.Valois@veitusa.com 
Veit Jamie Bowe, Site Superintendent 414-894-0683 Jamie.Bowe@veitusa.com 

  Veit  Angie Simien, Safety Manager 
 

612-710-0628 Angie.Simien@veitusa.com 
  Veit Ryan Olson, Director of Demolition 612-919-1707 Rolson@veitusa.com 

 
 
WORKING HOURS 

Veit intends to work on site five (5) days a week, Monday to Friday, from the hours of 7:00 AM CST 

to 6:00 PM CST. If additional work shifts are needed to accommodate critical work activities or 

summer hours, Veit will communicate any changes to the owner for approval.   

 

CORPORATE SAFETY MANUAL 

Veit’s Corporate Safety Manual is available upon request.  

PERMITS, LICENSING & NOTIFICATIONS 

Veit will submit the following prior to starting any work onsite.  A copy of this notification will 
be located onsite in the superintendent’s field folder.  

• WDNR 10-Day Notification 
• City of De Pere Demolition Permit 
• City of De Pere Soil Erosion Control Permit 
• City of De Pere Sewer Cap Permit 
• City of De Pere Sidewalk Closure Permit 
• City of De Pere Hydrant Permit 

 
CONSTRUCTION AND DEMOLITION DEBRIS (C&D) –  

With very little exception, the solid waste materials generated from this project will be classified 
as C&D Debris and not industrial waste. This project will be generating C&D that will need to be 
collected, transported, and disposed of at an approved facility. The types of C&D will consist of 
the following materials: 

• Wood 
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• Concrete 
• Plastics 
• Roofing materials 

 
These materials will be loaded directly into end-dump or side dump trailers for final 
transportation and disposal in an approved landfill.  The material will then be brought to 
GFL Hickory Meadows in Hilbert, WI or the Brown County South Landfill in Greanleaf, WI. 
 

 
STEEL AND PRECIOUS METALS RECYCLING 

Veit plans to recover the following materials 
• Plate and Structural Steel 
• Heavy Melt Steel 
• Sheet and Light Gauge steel 
• Non-Ferrous metals such as Aluminum, Copper, Brass, Stainless Steel, 

Nickel, etc. 
These materials will be collected and brought to a certified recycling facility. 
 

TRANSPORTATION AND RECYCLING OF CONCRETE 

All recyclable concrete will be brough to the Greenleaf Quarry located at 1829 Day Street, 
Greenleaf, WI 54216. 

 
TRANSPORTATION AND DISPOSAL ASBESTOS & REGULATED WASTE 

Veit’s subcontractor Balestrieri Environmental and Development, INC. will remove specified 
universal waste and asbestos containing materials as described in the “Pre-Demolition 
Inspection: Asbestos, Lead-Based Pain, Restricted Waste Items” Report completed by Stantec for 
the Tile & Stone Gallery at 126 S Broadway St. De Pere, WI 54115 dated April 10th, 2025.   
 

• Remove approximately 37 linear feet of friable asbestos containing thermal insulation 
from basement storage and east basement via glove bags method. 

• Removal all assumed friable asbestos containing fire doors throughout facility prior to 
demolition activities 

• Remove all universal hazardous waste prior to demolition activities. 
• Asphalt perimeter sealant and roofing materials to be left in place and demolished using 

water suppression. 

PRE-CONSTRUCTION & MOBILIZATION PLAN 

PRE-CONSTRUCTION 

Veit’s Project Manager will work with City of De Pere Development Services Department’s 
representative to meet all pre- construction requirements, submittals, attend meetings, 
perform site inspections, apply for any applicable licensing/permits and/or notifications 
required. 

 
MOBILIZATION 

Mobilization will occur upon approval of the required pre-work submittals and issuance of 
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any required permits/notifications.  Mobilization will include the setup of on-site facilities, 
identification of transportation routes, establishing contractor support areas, surveying 
existing Site conditions, and installing temporary controls. 

The Superintendent will mobilize early to begin coordination of the arrival of facilities, vehicles, 
materials, personal protective equipment (PPE), and heavy equipment. Veit will also establish the 
personnel, equipment, material tracking, safety, and operating procedures that will govern 
project execution. All equipment will be inspected for mechanical defects and to ensure guards 
and safety mechanisms are functioning properly.  

BARRIERS & SECURITY 

Veit will set up a 6’ tall perimeter chain-link fence around the construction area where only 
authorized employees and personnel wearing the approved PPE shall be allowed to enter. Signs 
and gates will be utilized to gain access and egress to and from the work areas. All employees 
and visitors will be required to sign in and out of the area each day. Veit will coordinate with the 
owner to develop the most effective site access control system, to avoid any unauthorized 
access. 

 
PRESERVATION OF REMAINING STRUCTURES 

In compliance with the specifications, and in an effort to protect remaining facilities, structures, 
and utilities, Veit will implement specific sequences or approach angled demolition methods to 
control and direct the directional felling of structures, sections and components. This will 
include a mobile “Bang Board” to prevent debris and other materials from leaving the jobsite and 
to protect the sidewalk and adjacent parking lots. Additionally, plywood and other materials will 
be laid down to prevent damage to sidewalks and adjacent parking lots. 
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EROSION CONTROL AND STORMWATER MANAGEMENT PLAN –  

Veit will place storm inlet protection within the grates of the adjacent catch basins and layout bio-
logs around the site fencing as identified on Site Logistics Plan within the demolition work area.  
Best management practices such as street sweeping, dust control, will also be addressed. 
 
DUST SUPPRESSION 

During the course of the project, Veit will implement various best management practices (BMPs) to 
manage fugitive dust emissions, especially during demolition and hauling activities. These BMPs 
include, but are not limited to: 

• Applying dust control water during active deconstruction activities. 
• Providing adequate freeboard in haul trucks to prevent spillage. 
• Limiting vehicle traffic in disturbed areas to the extent practical. 

 
Veit will mobilize the appropriate dust control equipment to the site for the sole use as dust 
suppression. During demolition activities, Veit will utilize 1-1/2” fire hoses to adequately control 
fugitive dust emissions. 
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PROPOSED DEMOLITION PLAN 

This section describes key issues with the structures on site.  Structures above and 
below ground that will be demolished and either disposed or recycled. 
 
Mechanical demolition methods include the use of specialized demolition machines like, 
excavators with shears, excavator and front-end loaders with grapples, buckets & thumbs, 
magnets, etc. Mechanical demolition is always performed in a top-down method to allow the 
demolition operators to control the demolition process in a controlled manner. 
 
SPECIFIC PRE-DEMOLITION ACTIVITIES 

Shutdown and decommissioning activities performed by Owner and Utility contractors: 
• The isolation and LOTO of electrical services to the structures scheduled for demolition 

• Cutting and capping of other utility services including the natural gas, sewer and water 
that are not to remain 

• Obtain written confirmation from utility companies and property caretaker confirming 
services to the facility are indeed terminated and no longer pose a risk to personnel or 
the public 

• Contact Digger’s Hotline for surrounding utility markings 
• All existing specified materials that are regulated will be removed from the facility by 

Balestrieri per the “Pre-Demolition Inspection: Asbestos, Lead-Based Paint, Restricted 
Waste Items” Report Dated April 10th, 2025 

• Traffic management plan will be fully implemented by Veit 
• Erosion control measures will be implemented as per local county and state 

regulations 
 
DEMOLITION TECHNIQUES & SEQUENCING –  

Building Separation Work – Selective Demolition 

Veit laborers will begin selectively demolishing the structure at the point where the former tile shop 

ties into the existing bowling alley. With all utilities disconnected, Veit will begin creating air gaps 

between the tile shop and the bowling alley where the exterior wall and floors tie from one structure 

to the other leaving the wood floor joist structure for now.  Next, laborers working from a boom lift 

will then begin working top-down with a saw to cut free floor joists and roof beams as needed for 

Veit’s 336 machine to grab these structural pieces from the work area.  This work will begin with the 

roof and work down to grade systematically working through the structure separation zone.   
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Mass Demolition 

The buildings will be demolished using conventional top-down demolition methods.  Veit’s 336 
machine will wreck the existing above grade structures with a bucket and hydraulic thumb to help 
segregate materials throughout the demolition process.  Demolition debris will be loaded out into 
end-dump trailers and sent to the landfill.  Veit will wreck the structure systematically, so it does 
not leave any joist or truss unsupported for an extended period of time.   
 
With the above grade removed, Veit will begin removing the poured concrete slab on grade.  This 
material will be segregated from the above grade wood and brick debris so it can be properly 
recycled.  With the slab removed, Veit will begin removing the foundation walls to 3’ below grade 
and backfilling to keep the foundation to remain from failing.   
 
Once the entire structure is removed and backfilled, Veit will begin to place topsoil and seed to 
restore the site, maintain drainage, and prevent erosion of soils. 
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ID Task 

Mode

Task Name Duration Start

1 Demolition of 126 S Broadway St. 29 days Mon 2/2/26

2 Anticipated Notice to Proceed 0 days Mon 2/2/26

3 Permitting and Required Notifications 10 days Mon 2/2/26

4 Mobilization 1 day Mon 2/16/26

5 Asbestos Abatement 2 days Mon 2/16/26

6 Fencing/Erosion Control 2 days Tue 2/17/26

7 Utility Disconnects 2 days Thu 2/19/26

8 Above Grade Wrecking 5 days Mon 2/23/26

9 Below Grade Wrecking 5 days Mon 3/2/26

10 Backfill/Compaction 2 days Mon 3/9/26

11 Topsoil/Seed 2 days Wed 3/11/26

12 Final Completion 0 days Thu 3/12/26

Demolition of 126 S Broadway St.

Anticipated Notice to Proceed

Permitting and Required Notifications

Mobilization

Asbestos Abatement

Fencing/Erosion Control

Utility Disconnects

Above Grade Wrecking

Below Grade Wrecking

Backfill/Compaction

Topsoil/Seed

Final Completion

25 30 4 9 14 19 24 1 6 11 16 21 26 31

February 2026 March 2026 April 2026

Task

Split

Milestone

Summary

Project Summary

Inactive Task

Inactive Milestone

Inactive Summary

Manual Task

Duration-only

Manual Summary Rollup

Manual Summary

Start-only

Finish-only

External Tasks

External Milestone

Deadline

Progress

Manual Progress

Demolition of 126 S Broadway St.

City of De Pere, Wisconsin
Preliminary Demolition Schedule

Page 1

Project: 126 S Broadway Schedu

Date: Thu 1/29/26
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Veit & Company, Inc. P: (763) 428-2242 14000 Veit  Place,  Rogers,  MN 55374F: (763) 428-1334

EXPERIENCE: EDUCATION + TRAINING

Veteran’s Memorial Arena (Green Bay, WI)
•	 Demolition of a multi-purpose arena
•	 Regulated waste removal
•	 Soft stripping of interiors, hand separation
•	 Controlled felling
•	 23,397 Tons of recycled concrete 

Northwestern Mutual Demolition (Milwaukee, WI)
•	 Dismantled 22-story building
•	 Interior demolition with mini excavators
•	 Two elevator shafts were used as chutes to send down 

demolition debris & concrete
•	 20,000 Pieces of scaffolding constructed around the 

perimeter of the building (230 feet tall)
•	 Recycling rate 93%
•	 Recycled 67,000 tons of concrete & 6,500 tons of steel
•	 Salvaged for reuse: doors, frames, wiring, bathroom fix-

tures, granite, piping, carpeting
•	 Contaminated soil, underground storage tank & asbestos 

removal

Milwaukee Bucks Bradley Center Demolition 
(Milwaukee, WI)
•	 Total demolition of multi-use stadium in downtown area
•	 Regulated waste removal
•	 Recycled 84,000 tons of concrete
•	 Recycled 7,000 tons of structural steel
•	 84,000 Tons of concrete 
•	 7,000 Tons of structural steel 
•	 Roof implosion 

14 Years — Industry Experience

B.A. Leadership Management

St. John’s University

A.S. Construction Project Supervision

     Dunwoody College of Technology

OSHA 30 Hour

BNSF Contractor Training

BNSF Intermodal Training

Railroad Education

AGC Leadership Blueprint Class of 2019

Traveler’s Crane Operations Class

Mike has worked for Veit for over 14 years. As Vice President of Demolition, he oversees all demolition project 
management, estimating, and project coordination in addition to developing the overall growth strategy for 
demolition services into new markets. Mike has led numerous challenging demolition projects with Veit. He 
develops strong, trusting relationships with clients, and deliver projects safely, on time and within budget. 

 Vice President, Demolition
MIKE FLAHAVE
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Marquette University McCormick Hall
(Milwaukee, WI)
•	 Top-down demolition of 12-story 12,000 SF cast-in-place build-

ing
•	 Interior soft strip of 185,000 SF followed by total demolition
•	 50’ x 100’ Demolition screen & 13’ bang board used for public 

safety
•	 Abatement of asbestos & regulated waste material
•	 Recycling rate of 91% of concrete & steel
•	 Site erosion control
•	 Removal of foundations & footings 10-15’ below grade
•	 Backfill of void with onsite materials, site grading & topsoiling 

Hopkins Cold Storage (Hopkins, MN)
•	 Demolition of 270,000 SF cold storage facility
•	 Remediation of 3,500 tons of asbestos containing building com-

ponents
•	 Recycling of 25,000 tons of concrete & asphalt onsite
•	 Recycled 1,500 tons of steel
•	 Salvaged 95 tons of existing equipment for reuse
•	 Asbestos & regulated waste removal & disposal
•	 Removal of all utilities below grade including power, water, gas, 

sanitary & storm lines
•	 SWPPP permitting & site stabilization

UMN Mathisen & Electric Steel Demolition
(Minneapolis, MN)
•	 Demolition of (65) 125′ concrete grain bins
•	 Demolition of (32) steel grain silos (ranging from 60′-80′ tall)
•	 Demolition of 160′ steel grain elevator
•	 Demolition of 155′ concrete elevator
•	 Demolition of (6) 65′ steel tanks
•	 Demolition of a 165′ steel head house
•	 Demolition of a 190′ concrete head house
•	 Demolition of a 6,000 SF office building
•	 Foundation, asbestos & grain removal
•	 Site remediation
•	 Active Class I Railroad surrounding site
•	 Project recycling rate of 97%
•	 Recycled 86,000 tons of concrete
•	 Recycled 6,300 tons of steel

MIKE FLAHAVE
Vice President, Demolition
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Veit & Company, Inc. P: (763) 428-2242 14000 Veit  Place,  Rogers,  MN 55374F: (763) 428-1334

EXPERIENCE EDUCATION + TRAINING

Allis-Chalmers Plant
(West Allis, WI)
• Total demolition of all above & below grade struc-

tures
• Interior demolition & roof stripping
• Major recycling of wood timbers & brick
• Salvage of historic elements for owner
• Soil testing
• Asbestos & lead paint abatement
• Regulated waste removal/recycle

Milwaukee Bucks Bradley Center Demolition 
(Milwaukee, WI)
• 84,000 Tons of concrete crushed & reused onsite

as well as for projects all over the City of Milwau-
kee

• Nearly 7,000 tons of structural steel went to steel
mills to be repurposed

• Over 500,000 lbs. of nonferrous metals were re-
moved & recycled

• Roof Implosion

Marquette University North Campus 
(Milwaukee, WI)
• Five 3-story building demo in a downtown setting

on a major university campus
• Separation of parking structure from a building to

remain
• Very compressed work site with multi-trades

working onsite at one time

Anchor Bank 
(Madison, WI)
• Demolition of 6-story parking structure
• Adjacent to 150 year old historical buildings
• Footing & foundation removal 20 below grade level

Water Street  
(Racine, WI)
• Demolition of six structures
• Concrete crushing
• Asbestos
• Salvage of material

24 Years — Industry Experience

OSHA 40 Hour 

HAZWOPER

MSHA Certification

Confined Space

First Aid/CPR

Based in Veit’s New Berlin, Wisconsin office, Herb Pundsack brings over 20 years of construction 
experience in many specialized areas of site construction including demolition, earthwork, and utility 
projects. As a Senior Demolition Project Manager, Herb has managed many large scale demolition 
projects in eastern Wisconsin. 

Senior Project Manager
HERB PUNDSACK
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Veit & Company, Inc. P: (763) 428-2242 14000 Veit  Place,  Rogers,  MN 55374F: (763) 428-1334

EXPERIENCEEDUCATION + TRAINING

North Office Demolition (Milwaukee, WI)
$22.5 Million
•	 Interior selective demolition
•	 Exterior cladding demolition

Pewaukee SD 2024 Referendum (Pewaukee, WI)
$374,000
•	 Mass demolition
•	 Selective demolition

South Broadway Demolition (Green Bay, WI)
$1.6 Million
•	 Demolition & removal of four buildings totaling 

roughly 47,455 square feet 
•	 Abatement & handling of asbestos-containing mate-

rials, lead-based paint, & restricted wastes
•	 Excavation, loading, & hauling of approximately 

13,636 tons of VOC- & petroleum-contaminated soil
•	 After remediation, indicator fabric was installed, & 

excavations were backfilled with 11,594 CY of granu-
lated material to elevation 585 MSL

•	 Dewatering was performed as necessary. Additional 
environmental measures included silt fencing, ero-
sion-control systems, & soil stabilizer application

Milwaukee Bucks Bradley Center Demo (Milwaukee, WI)
$4.3 Million
•	 84,000 Tons of concrete crushed & reused onsite as 

well as for projects all over the City of Milwaukee
•	 Neartly 7,000 tons of structural steel went to steel 

mills to be repurposed
•	 Over 500,000 lbs. of nonferrous metals were re-

moved & recycled
•	 Roof implosion

Marquette University North Campus (Milwaukee, WI)
$1 Million
•	 Five 3-story building demo in a downtown setting 

on a major university campus
•	 Separation of parking structure from a building to 

remain
•	 Very compressed work site with multi-trades
       working onsite at one time

8 Years — Industry Experience

B.S. Construction Management	

	 University of Wisconsin - Stout

	 Menomonie, Wisconsin

OSHA 30

Certified Rigger

Certified Fall Protection

LEED Green Associate Certification

Derek earned a degree in Construction Management from the University of Wisconsin - Stout & has 
been in the construction industry for eight years. As Estimator, Derek reviews plans & specifications 
to determine the scope of a project & from there, calculates crews, equipment, & materials for the 
projects. He also reviews jobsites prior to bidding & utilizes software to perform takeoffs for various 
aspects of each project. He works alongside Project Managers throughout the bidding process & after a 
project is won. 

Estimator II
DEREK JOHNSON
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EXPERIENCE EDUCATION + TRAINING

Northridge Mall (Milwaukee, WI)
$10.6 Million 
•	 Complete abatement & demolition of 2-story, one million 

square foot mall complex
•	 Steel, precast, & concrete construction
•	 Site restoration & utility reconfiguration adjacent to active 

retail store
•	 4,500 tons of steel estimated & 75,000 tons of concrete to 

demolish & crush

Waukesha County Courthouse  (Waukesha, WI)
$860,000 
•	 Complete demolition & selective separation of existing 

1-story intake court & 4-story holding area buildings on 
the Waukesha County Campus

•	 Labor separation of portions being removed for poritons 
to remain

•	 Saw-cutting for separations; stairwell removal  
•	 Interior partion demolition
•	 Lead-containing glazed clay block wall & tile removal/

disposal
•	 Dust control during demolition operations

Rush Island Power Plant  (Festus, MO)
$30 Million 
•	 Complete Demolition of coal fired 1,200 MW Power Plant 
•	 Removal of 700’ tall concrete stack
•	 Explosive blasting of 700’ stack & boiler building structure
•	 Removal of water intake structures from the river
•	 Removal of barge unloader at the river
•	 Removal of 9’ diameter steel intake pipes from the river to 

the boiler building
•	 Removal of LVW Basins
•	 73,000 Ton of steel recycled 
•	 85,000 Ton of concrete recycled and used onsite

North Office Demolition (Milwaukee, WI)
$22 Million
•	 Interior selective demo
•	 Exterior cladding demo

34 Years — Industry Experience

OSHA 501 Certified Trainer Certificate
OSHA 30
First Aid & CPR Certification
Asbestos Certification
AWAIR Employee Right-To-Know
Drug & Alcohol Awareness
Class A Commercial Drivers License
PADI Rescue Diver Certification
California Demolition/Building License
Louisiana Demolition License
Lousiana Concrete & Asphalt Pavement 
Breaking & Removal Contractors License
Management of Traffice Designer Certifi-
cation

As General Superintendent of Demolition, JT oversees daily site operations to ensure projects are 
executed safely, on time, and within budget. He leads and supports field personnel, coordinates 
subcontractors, and manages equipment and workforce needs to keep work progressing efficiently. JT 
maintains strict adherence to safety and quality standards through daily hazard awareness meetings, 
inspections, and proactive training. With strong communication and leadership, he drives project 
success from pre-construction planning through final completion.

General Superintendent of Demolition
JT VALOIS
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OWNER:

Green Bay Packaging, Inc.

PROJECT PROFILE

PERIOD:

REFERENCE:

CONTRACT VALUE:

PROJECT TYPE:

CLIENT:

LOCATION:

Oct. 2021 - Jun. 2022

Ross Bons
(920) 428-0489

$2.4 Million

Demolition - Earthwork

Miron Construction Co., Inc.

Green Bay, WI
Veit was subcontracted by Miron Construction Co., Inc. to perform demolition work at Green Bay 

Packaging, Inc. The project consisted of large-scale industrial demolition of a 160,000 SF multi-

structure mill building and equipment that was constructed of heavy steel I-Beams and cast-in-

place concrete. 

Demolition of the mill took place in between an existing mill structures which remained 

active. Veit coordinated with the owner to ensure that mill delivery operations would remain as 

scheduled at the active facility during demolition. Veit performed selective building demolition 

and separation along over 600 LF of adjacent structures to remain. In coordinating with the client, 

Veit confirmed all structural stability calculations of buildings to remain allowed for selective 

demolition in a safe manner. 

Additional work included Ultra High reach demolition within 15’ of the active mill; wrecking, 

processing, and recycling of steel materials; on-site concrete recycling; and backfilling basement 

voids to grade with on-site and imported materials. 

Upon completion of backfilling, Veit’s Earthwork crew imported crushed stone base material 

and topsoil to grade for a new parking lot. Additionally, they assisted the client in digging new 

foundations and footings for new structural exterior walls, ramps, pipe bridge footings, and 

machine pits. 

PROJECT STATS:

• Recycled material:

Concrete - 5,000 tons

Scrap Iron - 3,500 tons

• Salvaged Materials: 

Structural I-Beams

Tin, heavy-melt iron, and re-bar

All non-ferrous copper, stainless, and aluminum materials

• Imported 10,000 CY of backfill materials

Green Bay Packaging Mill Isolation and Demolition

DEMOLITION + EARTHWORK 
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PROJECT PROFILE

PERIOD:

April 2019 - August 2019

CONTRACT VALUE:

$663K

PROJECT TYPE:

Demolition

CLIENT:

The Village of 
Ashwaubenon

LOCATION:

Green Bay, WIThe city of Green Bay embarked on a plan to replace the 62 year old Brown County

Veterans Memorial Arena and Shopko Hall that sits next to Lambeau Field with a 

brand new Expo Hall that features 120,000 square feet of event space and additional 

meeting spaces.

Brown County contracted Veit to demolish multiple buildings on the site which 

consisted of the Packer Hall of Fame, Shopko Hall Exposition Center, and finally,

the iconic landmark Veterans Memorial Arena which held multiple events from 1958

to 2019. Work included regulated waste removal, soft stripping of the interiors, hand

separation from existing facility, controlled felling, and crushing the concrete and

masonry onsite to be reused as backfill.

Veit’s heavy equipment pulled down the walls of the venue, leaving only the roof 

with skeleton vertical beams remaining. Veit crews brought down the remainder of 

the building using hydraulic excavators.

Stadium seating was given to sports fans and benches were re-purposed in the new

expo center.

Brown County Expo - Shopko Hall

DEMOLITION 

PROJECT STATS
Veit recycled or reused 89% of demolished

materials.

• 23,397 tons of concrete

• 1,949 tons of recyclable materials
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PROJECT PROFILE

PERIOD:

REFERENCE:

CONTRACT VALUE:

PROJECT TYPE:

CLIENT:

LOCATION:

July 2025 - Oct. 2025

Kyle VanderLoop
(920) 448-3110

$1.6 M

Demolition 

City of Green Bay

Green Bay, WI

As part of the City of Green Bay’s riverfront revitalization and brownfield 
redevelopment program, this project cleared the former Badger Sheet Metal site to 
prepare for a planned mixed-use development. The work was partially funded by a 
U.S. EPA Brownfield Cleanup Grant.

The contract scope included abatement and handling of asbestos-containing materials 
(ACM), lead-based paint, and restricted wastes; demolition and removal of four 
buildings totaling roughly 47,455 square feet; and disconnection and abandonment 
of all related utilities. 

Excavation, loading, and hauling of approximately 13,636 tons of VOC- and petroleum-
contaminated soil were completed from four excavations ranging from 6 to 10 
feet deep. After remediation, indicator fabric was installed, and excavations were 
backfilled with 11,594 CY of granulated material to elevation 585 MSL. Dewatering was 
performed as necessary. Additional environmental measures included silt fencing, 
erosion-control systems, and soil stabilizer application. Snow fencing was installed 
as needed to secure the site.

Key challenges involved managing contaminated soils, coordinating multi-utility 
disconnections, and maintaining strict environmental controls within the sensitive 
riverfront corridor. Through careful sequencing and documentation, all activities 
were completed safely, efficiently, and in full regulatory compliance.

The completed work successfully transformed the blighted site into a clean, stable, 
and redevelopment-ready parcel aligned with the City’s Shipyard Corridor Master 
Plan. By removing obsolete structures, mitigating environmental hazards, and 
restoring the land for reuse, this project advanced Green Bay’s broader vision of 
sustainable urban growth and downtown revitalization.

South Broadway Demolition 
& Site Improvements

DEMOLITION 
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DEMOLITION OF 126 SOUTH BROADWAY ST.  
CITY OF DE PERE, WISCONSIN 

     

Location: 126 South Broadway St. De Pere, WI 54115     
Date: January 29th, 2026 
                       
Proposal:       
Mobilization          $        8,040.00 
Erosion Control         $         4,160.00 
Demolition          $      92,902.00 
Backfill/Compaction/Site Restoration       $      38,950.00 
Subcontractors         $      15,020.00  
 

PROJECT TOTAL:                                                                               $159,072.00 
 

 

Clarifications/Notes/Assumptions 
• Pricing is based on jobsite walk on November 5th, 2025 
• Asbestos abatement based on “Pre-Demolition Inspection: Asbestos, Lead-Based Paint, 

Restricted Waste Items” Report Dated April 10th, 2025 
• Permits including WDNR 10-day notification, demolition, soil erosion control, sewer cap, 

sidewalk closure, and hydrant permits. 
• Veit will: 

o Install and maintain erosion bio logs and silt sacks throughout the duration of the 
project 

o Erect a temporary chain-link fence throughout the duration of the project 
o Disconnect 1 sewer and water lateral at the public/private transition 
o Separate the building to be demolished from the building to remain 
o Demolish the above grade structures at the above address using a top down method 

while protecting the adjacent sidewalks and parking lot to remain 
o Remove slabs and column pads 
o Remove foundation walls 3’ below grade 
o Backfill and compact with clean fill free from organics 
o Place 4” of topsoil and seed to prevent erosion 

• All salvage rights are property of Veit. 
Excludes: 
• Survey and GPS As-builts 
• Asbestos/Lead/hazardous waste survey and removals work not called out in the Pre-

Demolition Inspection dated April 10th, 2025 
• Pre-demolition survey 
• Restoration not noted above 
• Sheeting, Shoring or Underpinning 
• Salvage for Owner or others                               
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
10.A 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  Public Works 
FROM:  Eric Rakers, City Engineer 
SUBJECT:  Ordinance #26-05 Amending Chapter 150 of the De Pere 

Municipal Code Regarding Traffic Recommendations. 
RECOMMENDED 
ACTION: 

Motion to approve. 

 
The Board of Public Works at the February 9, 2026 meeting approved City Engineer Parking and 
Traffic Recommendations. The motion passed with a 5-0 vote. 
 
ATTACHMENTS: 
Ord26-05, 2026 0209-CI-BOPW-PTTeam-Recommendations (1) 
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ORDINANCE #26-05 
 

AMENDING CHAPTER 150 OF THE DE PERE MUNICIPAL CODE  
REGARDING TRAFFIC REGULATIONS  

 
 THE COMMON COUNCIL OF THE CITY OF DE PERE, WISCONSIN DOES ORDAIN AS 

FOLLOWS: 

 Section1: Section 150-23(1), Schedule A (Speed Limits), is hereby amended as follows: 

DELETION: 

Street From  
 

To  

45 Miles Per Hour 

Southbridge Road French Road American Drive 

 

INSERTION: 

Street From  
 

To  

40 Miles Per Hour 

Southbridge Road French Road American Drive 

 

Section 2: Section 150-23(7), Schedule G (Parking), is hereby amended as follows: 

DELETION: 

No Stopping or Standing During School Hours 7:30 a.m. to 3:30 p.m. 
Street Side of Street From Curb line or 

Feet/Dir. of Curb line 
To Curb line or 
Feet/Dir. of Start 

Diversity Drive S. Ryan Road 1,368/E. 

Diversity Drive N. Ryan Road 100/E. 
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Ordinance #26-05 
Page 2 of 2 
 

 

 

INSERTIONS:  

No, Standing, Stopping or Parking Between Signs 
Street Side of Street From Curb line or 

Feet/Dir. of Curb line 
To Curb line or 
Feet/Dir. of Start 

Diversity Drive S. Ryan Road 1,368/E. 

Diversity Drive N. Ryan Road 1,368/E. 

 

Section 3: All ordinances or parts of ordinances in conflict herewith are hereby repealed. 

 Section 4: This ordinance shall take effect on and after its passage and publication. 

Adopted by the Common Council of the City of De Pere, Wisconsin, this 18th day of February, 2026.

      APPROVED: 

             
        __________________________________ 
        James G. Boyd, Mayor 
 
       ATTEST: 
 
       __________________________________ 
       Carey E. Danen, City Clerk 
     
 
Ayes:    
Nays:    
Board/Committee Approval: 02/09/2026 
Publication Date:     
Effective Date:     
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City Engineer Parking and Traffic Recommendations 
February 2, 2026, Meeting 

 
 
Parking and Parking Lot Items: 
 

1. Consider updating the ordinance to match the signs in the field for Diversity Drive.   
Diversity Drive was constructed only 26 feet wide.  The road is signed for No Standing, 
Stopping or Parking.  

 

 
 
 

• With the narrower road and no driveways, two-way traffic will be obstructed if 
one side of the street is parked.  The area is currently signed to restrict stopping 
and parking from Ryan Road until the road width increases east of the school. 

• The ordinance restricts stopping and parking during school hours for the entire 
length of the side of Diversity Drive to the point where it widens (1368 feet east 
of Ryan Road), but only 100 feet of the north side immediately east of Ryan Road 

 
Recommendation: 

• Staff recommends updating the ordinance as shown on the attached draft in 
Section 2. 

 
 
Speed and Speed Limit Signs 
 

2. Update 45 mph speed limit on Southbridge to match GV-14 speed limit of 40 mph. 
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 2 

• Southbridge Road has a 45 mph speed limit.  The section of Southbridge, from 
I41 interchange to Lawrence Drive, is being dedicated to Brown County as part of  
CTH GV.  This section will have a 40 mph speed limit. 

Recommendation:  
• Staff recommends updating the ordinance to reduce the speed limit and match 

Brown County as shown on the attached draft in Section 1. 
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
10.B 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  City Attorney 
FROM:  Angela Zills, Paralegal 
SUBJECT:  Ordinance #26-06 Amending Chapters 3, 6, 10, 13 & 74 and 

Sections 22-8 & 30-6 of the De Pere Municipal Code. 
RECOMMENDED 
ACTION: 

Motion to approve. 

 
*This item was approved unanimously by the Finance/Personnel Committee during its meeting 
on February 10, 2026. 
 
The Law Department has typically made low-priority clean-ups to the Code of Ordinances on an 
annual basis, but is striving to make these types of changes more consistently, and will be 
implementing them quarterly in 2026. The changes currently presented primarily make some 
updates to position titles and appointments of those positions as a result of the change to the City 
Manager form of government. Additionally, as a higher priority, it corrects the one-off changes 
that were previously made to the mayoral term during the initial transition and removes 
references to a deputy mayor, among other general clean-ups that were requested/contemplated 
during the past year. The redlined versions memorializing the changes are attached for reference 
and comparison. Upon approval, the formal ordinance will be brought to the Common Council 
for final approval. 
 
ATTACHMENTS: 
Ord26-06, Chapter 3 - Redlines, Sec._6_1.___Meetings.-Redlined, 
Sec._10_1.___Officer_positions_created.-Redlined, Sec._13_2.___Financial_statements.-
Redlined, Sec._22_8.___Use_of_public_right_of_way.-redlined, 
Sec._30_6.___Use_of_park_by_private_and_public_groups.-redlined, 
Sec._74_2.___Health_officer.-Redlined 
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ORDINANCE #26-06 
 

AMENDING CHAPTERS 3, 6, 10, 13 & 74 AND SECTIONS 22-8 & 30-6  
OF THE DE PERE MUNICIPAL CODE  

 
THE COMMON COUNCIL OF THE CITY OF DE PERE, WISCONSIN, DOES ORDAIN AS 

FOLLOWS: 

Section 1.   Chapter 3 – CITY MANAGER PLAN is hereby amended as follows: 

1. Sec. 3-9. – Council duties.  is hereby amended by deleting all references to 
“deputy mayor” and replacing with “council president” in subsection (h). 

2. Sec. 3-11. – Substitution of presiding officer. is hereby amended by deleting 
the words “deputy mayor or a member” and replacing with “council 
president”.  

3. Sec. 3-12. – Temporary presiding officer. is hereby amended by deleting the 
words “deputy mayor” and replacing with “council president”. 

 
Section 2.  Chapter 6 – COMMON COUNCIL is hereby amended as follows: 

1. Sec. 6-1. – Meetings. is hereby amended by deleting the last sentence in 
subsection (c) Mayor presides. 

2. Sec. 6-4. – Committees. is hereby amended by deleting “city administrator” 
and replacing it with “city manager” in subsection (c) Finance/personnel 
committee. 

 
Section 3.  Chapter 10 - CITY ADMINISTRATION is hereby amended as follows: 

1. Sec. 10-1. – Officer positions created. is hereby amended by: 
a. Deleting “/treasurer/comptroller” from subsection (7). 
b. Repealing subsection (10) and replacing it with “(10) information 

technology director”. 
2. Sec. 10-14. – Public records. is hereby amended by: 

a. Deleting the references to “financial services director” and 
“information technology administrator” in subsection (c)(1) and 
replacing with “finance director” and “information technology 
director”. 

b. Deleting the references to “financial services director” and 
“information technology administrator” in subsections (d)(10) and 
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Ordinance #26-06 
Page 2 of 4 
 
 
 

 
 

(d)(14) and replacing with “finance director” and “information 
technology director”. 
 

Section 4.  Chapter 13 - CITY FINANCES is hereby amended as follows: 

1. Sec. 13-2. Financial statements. is hereby amended by deleting “-treasurer” 
from the first sentence of subsection (a) under so that the title reads finance 
director. 

2. By deleting “-treasurer” from the first, third and fifth sentences of subsection 
(a), so that the title reads finance director; deleting “-treasurer” from 
subsection (b), so that the title reads finance director; from the title of 
subsection (c)(1), as well as the first, second and third sentences of said 
subsection, so that the title reads finance director; by deleting “office of the 
treasurer” from the fourth sentence of subsection (c)(1) and replacing it with 
“finance director or his or her designee” under Sec. 13-3. Claims; audit. 

3. In the first sentence of Sec. 13-4. – Payment of county taxes. the phrase “-
treasurer” shall be deleted so that the title reads “finance director” in the 
two references to that job title. 

4. By deleting “-treasurer” from the first sentence of subsection (a) under Sec. 
13-11. Deferment of special assessments for hardship., so that the title 
reads “finance director.” 
 

Section 5.  Sec. 22–8. – Use of public right-of-way.  is hereby amended by: 

a. repealing the hyperlinks in subsection (a)(1)b. “section 106-6(a)” 
and “section 30-2(i)” and replacing with “section 106-6(b)” and 
“section 30-2(j).” 

b. repealing the hyperlink in subsection (a)(2) “106-6(a)(2) and 
replacing with “section 106-6(b)(2)a.” 

c. repealing the hyperlink in subsection (c) “106-6(a)(2) and replacing 
with “section 106-6(b)(2)b.” 

 
Section 6.  Sec. 30-6. – Use of park by private and public groups. is hereby repealed and 

recreated as follows: 

Sec. 30-6. – Use of park by private and public groups. The director of parks and 
recreation, or designee authorized in writing, shall permit the use of parks for 
recreational activities according to the rules and regulations of the board of park 
commissioners. The director of parks and recreation, or designee authorized in 
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writing, may lease or permit to be used the public parks for private or public 
groups restricting the use of the park or portions of the park to the group. 

 

Section 7.  Chapter 74 – PUBLIC HEALTH is hereby amended as follows: 

1. Sec. 74-2. – Health officer. is hereby repealed and recreated as follows: 

Sec. 74-2. – Health officer/director. 
 
(a) Appointment. The city manager shall appoint a health officer/director 
according to the qualifications for such officer as found in Wis. Stats. 
§251.06, and as may be amended from time to time. If the appointee for 
health officer/director is a not a physician, the board shall arrange and 
provide for the retention and service of a physician, licensed to practice 
medicine in the state, on a part-time basis, as a consultant, clinical and 
medical advisor to the health department. 
 
(b) Duties. The duties and powers of the health officer/director shall be as set 
forth in Wis. Stats. §251.06, Wis. Stats. ch. 252, Wis. Stats. ch. 254, and Wis. 
Admin. Code DHS ch. 139, as may be amended from time to time, and any 
other duties and powers granted to a local health officer by state or local 
public health laws, together with such duties as may be required by the 
board of health. 

 
2. Sec. 74-3. – City health nurse; other personnel. is hereby amended by 

deleting “mayor” from the first sentence of said section and replacing with 
“city manager” and also deleting the phrase “subject to confirmation by the 
council.” 

 
Section 8.  All ordinances or parts of ordinances in conflict herewith are hereby 

repealed. 

Section 9. This ordinance shall take effect upon its passage and publication.  
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Adopted by the Common Council of the City of De Pere, Wisconsin, this 18th day of 

February, 2026.      

APPROVED: 
             
        __________________________________ 
        James G. Boyd, Mayor 
 
       ATTEST: 
 
       __________________________________ 
       Carey E. Danen, City Clerk 
 
 
Ayes: ______ 
Nays: ______ 
Board/Committee Approval: 2/10/2026 
Publication Date:     
Effective Date:     
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Sec. 3-9. Council duties. 

(a) Appointment and removal of city manager. The common council shall select a city manager. The city 
manager shall be selected by the common council purely on merit. In selecting the city manager, the 
common council shall give due regard to training, experience, executive and administrative ability, efficiency, 
general qualifications, and fitness for performing the duties of the office. No person shall be eligible to the 
office of city manager who is not by training, experience, ability and efficiency well-qualified and generally fit 
to perform the duties of such office. No weight or consideration shall be given by the common council to 
nationality, political or religious affiliations, or to any other consideration except merit and direct 
qualifications for the office. Residence in the city or state shall not be a qualification for the office of city 
manager. The common council may remove the city manager from office in accordance with Chapter 64 of 
the Wisconsin Statutes (Wis. Stats. §64.09).  

(b) Qualifications of members. The common council shall be the judge of the election and qualification of its 
members and may, pursuant to state statute, suspend or remove its members for cause (Wis. Stats. 
§17.12(1)(a)).  

(c) Legislative power. The common council shall possess and exercise all legislative and general ordinance 
powers imposed and conferred by general law or special charter upon the mayor, council and the various 
boards and commissions not inconsistent with Chapter 64, Wisconsin Statutes. The common council shall not 
have the power to enact special executive or administrative orders (Wis. Stats. §64.07).  

(d) Attention to duty. Council members shall devote such time to the duties of their office as the interests and 
general welfare of the city demand (Wis. Stats. §64.08).  

(e) Power to fix salaries. The common council shall have power by ordinance to fix the salary of any successor 
mayor and its own successors in office (Wis. Stats. §64.08).  

(f) Administrative powers. The common council shall, upon the report and recommendation of the city 
manager, have the power to create general departments of city administration and to alter, reorganize or 
abolish by ordinance any administrative board or commission, with the exception of the board of police and 
fire commissioners (Wis. Stats. §64.10).  

(g) Annual audit. At the end of each fiscal year, the common council shall cause a full and complete examination 
of all books and accounts of the city to be made by competent public accountants who shall report in full to 
the council (Wis. Stats. §64.12(4)).  

(h) To elect deputy mayorcouncil president. At its first meeting on the third Tuesday following the spring general 
election the common council shall select by majority vote, one of its members to act as deputy mayor council 
president, who shall preside over meetings and exercise all duties and responsibilities of the mayor during a 
temporary absence or disability.  

(Ord. No. 24-18, § 1, 9-17-2024) 

Sec. 3-11. Substitution of presiding officer. 

The mayor or other presiding officer of the common council may call the deputy mayor or a membercouncil 
president to the chair to temporarily preside over the meeting in the case of a conflict of interest, illness, or other 
matter requiring the presiding officer to temporarily remove themselves from the position of presiding officer, but 
such substitution shall not extend beyond an adjournment.  

(Ord. No. 24-18, § 1, 9-17-2024) 
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Editor's note(s)—Ord. No. 24-18, § 1, adopted Sep. 17, 2024, set out provisions intended for use as §§ 3-12 and 3-
13. To maintain consistency in the numbering of this Code, said sections have been codified herein as §§ 3-11 
and 3-12 at the discretion of the editor.  

Sec. 3-12. Temporary presiding officer. 

In the absence of the mayor and the deputy mayorcouncil president, one of the common council members 
shall be elected to preside temporarily until the return of the mayor or deputy mayorcouncil president.  

(Ord. No. 24-18, § 1, 9-17-2024) 
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Sec. 6-1. Meetings. 

(a) Annual and regular meetings. The common council shall hold its annual organizational meeting on the third 
Tuesday of April. Thereafter, regular meeting of the council shall be held in the council chambers, 
commencing at 7:30 p.m., on the first Tuesday and the third Tuesday of each month, excepting legal holidays 
and election days, in which case such regular meeting shall be rescheduled. When civic or community events 
or other obligations conflict with a regularly scheduled meeting, the mayor may reschedule not more than 
one regular meeting per month upon ten days written notice to each member of the council and the city 
clerk or upon 24-hour written notice in the case of an emergency.  

(b) Adjournments. Any regular meeting may, by a majority vote of the council, adjourn to a later date.  

(c) Mayor presides. The mayor shall preside at all meetings when present, and in his or her absence the 
president of the council shall preside. In case of the absence of the mayor and president of the council, the 
clerk shall call the council to order, and thereupon the council shall elect one of its own members president 
of the council, pro tem, who shall preside and have the powers and duties of the mayor. The president, when 
acting in place of the mayor, shall not forfeit his or her vote as councilmember or as acting mayor on a tie 
vote.  

(d) Special meetings. The mayor or city manager may call a special meeting of the council by written notice to 
each member of the council, at least six hours before the meeting, which notice shall specify the object of 
the meeting and the business to be transacted. Upon a petition filed with the city clerk containing the 
signature of at least one-third of the members of the council, a special meeting shall be called and notice 
given as provided in this section. No business may be transacted at a special meeting except that for which 
such meeting was called.  

(e) Council sessions to be public. Council sessions shall be open and public, their proceedings shall be recorded in 
full, and all their papers and records and all election returns shall be deposited with the clerk and may be 
examined at any time in the presence of the clerk.  

(Code 1974, § 3.01; Code 2001, § 6-1; Ord. No. 13-17, § 15, 8-20-2013; Ord. No. 21-17, §§ 1, 2, 8-17-2021; Ord. No. 
24-18, § 2, 9-17-2024) 

Sec. 6-4. Committees. 

(a) Appointment by mayor. Members of the common council shall be appointed by the mayor to the committees 
set forth in this section. Each member of the common council shall be appointed to either the board of 
public works or the finance/personnel committee. Appointments shall be made annually at the 
organizational meeting of the common council held pursuant to section 6-1.  

(b) Board of public works. The board of public works shall consist of the mayor and one member of the common 
council from each of the four councilmember districts of the city. The mayor shall act as chairperson. The 
board shall annually elect a vice-chair. The board shall have the powers and duties set forth in Wis. Stats. § 
62.14. The board shall also review all parking and traffic recommendations of the city engineer. The director 
of public works shall act in an advisory capacity to the board and shall attend the board meetings.  

(c) Finance/personnel committee. The finance/personnel committee shall consist of the mayor and one member 
of the common council from each of the four councilmember districts of the city. The mayor shall act as 
chairperson. The committee shall annually elect a vice-chair. The city administratormanager shall act in an 
advisory capacity to such committee and shall attend the committee meetings.  

(d) License committee. The license committee shall consist of three members of the common council, 
representing three councilmember districts. The committee shall annually elect a chairperson and vice-
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chairperson. The license committee shall review issues relating to the issuance of the licenses, pursuant to 
chapter 7 and Wis. Stats. ch. 125 and shall make recommendations relating thereto to the common council. 
The license committee shall make preliminary investigations relating to alleged license violations which may 
result in suspension or revocation of any alcohol beverage license. The clerk shall act in an advisory capacity 
to such committee and shall attend the committee meetings.  

(e) Special meetings of committees. The mayor may call a special meeting of the board of public works or the 
finance/personnel committee by notice to each member of the committee by providing the members of the 
common council with the same notice as may be required under the state Open Meeting Law. The clerk may 
schedule special meetings of the license committee as may be required to give effect to the duties of that 
committee. The term "special meeting" means a meeting scheduled other than on the regular meeting dates 
as may be, from time to time, established, but shall not include the resumption of a regular meeting after a 
committee has recessed to a date certain.  

(Code 1974, § 3.04; Code 2001, § 6-4; Ord. No. 13-26, § 1, 12-17-2013) 
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Sec. 10-1. Officer positions created. 

(a) The following city offices are established and are local public officials as designated under section 3-3:  

(1) City manager;  

(2) Assistant city manager;  

(3) City attorney;  

(4) City clerk;  

(5) City engineer;  

(6) Development services director;  

(7) Finance director/treasurer/comptroller;  

(8) Health officer/director;  

(9) Human resources director;  

(10) Information technology administratordirector;  

(11) Parks, recreation and forestry director;  

(12) Public works director.  

(Code 1974, § 4.06; Code 2001, § 10-5; Ord. No. 00-22, § 1, 11-8-2000; Ord. No. 01-16, §§ 1—3, 9-18-2001; Ord. 
No. 09-24, § 1, 10-20-2009; Ord. No. 15-17, § 1, 4-21-2015; Ord. No. 15-28, § 1, 10-20-2015; Ord. No. 17-17, § 1, 9-
5-2017; Ord. No. 19-06, § 1, 2-20-2019; Ord. No. 21-02, § 1, 2-17-2021; Ord. No. 21-04, § 1, 3-2-2021; Ord. No. 24-
18, § 4, 9-17-2024; Ord. No. 24-26, § 1, 12-17-2024) 

Editor's note(s)—Ord. No. 24-26, § 1, adopted December 17, 2024, amended the title of § 10-1 to read as herein 
set out. The former § 10-1 title pertained to officer positions created; appointments confirmed by council.  

Sec. 10-14. Public records. 

(a) Definitions. The provisions of Wis. Stats. §§ 19.32—19.39 are adopted in this section as if fully set forth in this 
section. The following words, terms and phrases, when used in this section, shall have the meanings ascribed 
to them in this subsection, except where the context clearly indicates a different meaning:  

Authority means any of the following city entities having custody of a city record: an office, elected official, 
agency, board, commission, committee, council, department or public body, corporate and politic, created by 
constitution, law, ordinance, rule or order; or a formally constituted subunit of the foregoing.  

Custodian means that officer, department head, division head, or employee of the city designated under 
subsection (c) of this section or otherwise responsible by law to keep and preserve any city records or file, deposit 
or keep such records in the officer's office, or is lawfully in possession or entitled to possession of such public 
records, and who is required by this section to respond to requests for access to such records.  

Local public office has the meaning given in Wis. Stats. § 19.42(7W) and also includes any appointive office of 
position of the city government unit in which an individual serves as the head of a department, agency or division 
of the city, but does not include any office or position filed by a municipal employee as defined in Wis. Stats. § 
111.70(4)(i).  

Record means any material on which written, drawn, printed, spoken, visual or electromagnetic information 
is recorded or preserved, regardless of physical form or characteristics, which has been created or is being kept by 
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an authority. The term "record" includes, but is not limited to, handwritten, typed or printed pages, maps, charts, 
photographs, films, recordings, tapes and computer printouts. The term "record" does not include drafts, notes, 
preliminary computations and like materials prepared for the originator's personal use or prepared by the 
originator in the name of a person for whom the originator is working; materials which are purely the personal 
property of the custodian and have no relation to the officer's office; materials to which access is limited by 
copyright, patent or bequest; and published materials in the possession of an authority other than a public library 
which are available for inspection at a public library.  

(b) Duty to maintain records. 

(1) Except as provided under subsection (g) of this section, each officer and employee of the city shall 
safely keep and preserve all records received from his or her predecessor or other persons and 
required by law to be filed, deposited or kept in his or her office or which are in the lawful possession 
or control of the officer or employee or the officer's deputies, or to the possession or control of which 
the officer or they may be lawfully entitled as such officers or employees.  

(2) Upon the expiration of an officer's term of office or an employee's term of employment, or whenever 
the office or position of employment becomes vacant, each such officer or employee shall deliver to 
the officer's successor all records then in the officer's custody, and the successor shall receipt therefor 
to the officer or employee, who shall file the receipt with the city clerk. If a vacancy occurs before a 
successor is selected or qualifies, such records shall be delivered to and receipted for by the clerk, on 
behalf of the successor, to be delivered to such successor upon the latter's receipt.  

(c) Legal custodians. 

(1) The clerk, or in the officer's absence or disability or in case of vacancy, the deputy clerk is hereby 
designated the legal custodian of all city records. The clerk may designate, in writing, that certain other 
city officers or employees act as the legal custodian of records ordinarily kept by such officer or 
employee. Authorized designees shall include the city manager, assessor, attorney, building inspector, 
clerk, director of parks, recreation and forestry, director of planning and economic development, 
director of public works, financeial services director, fire chief, health officer director, human resources 
director, police chief and information technology directoradministrator.  

(2) The legal custodian shall have full legal power to render decisions and to carry out the duties of an 
authority under Wis. Stats. ch. 19, subch. II (Wis. Stats. § 19.21 et seq.) and this section. The 
designation of a legal custodian does not affect the powers and duties of an authority under this 
section.  

(d) Local public offices. The following shall constitute local public offices in the city for the purposes of Wis. Stats. 
§ 19.34(1):  

(1) Clerk;  

(2) City manager;  

(3) City attorney;  

(4) City assessor;  

(5) Building inspector;  

(6) Director of parks, recreation and forestry;  

(7) Director of public works;  

(8) Director of planning and economic development;  

(9) Human resources director;  
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(10) Financial servicesfinance director-treasurer;  

(11) Police chief;  

(12) Fire chief;  

(13) Health officer director;  

(14) Information technology directoradministrator.  

(e) Public access to records. 

(1) Except as provided in subsection (f) of this section, any person has a right to inspect a record and to 
make or receive a copy of any record as provided in Wis. Stats. § 19.35(1).  

(2) Records will be available for inspection and copying during all regular office hours.  

(3) A requester shall be permitted to use facilities comparable to those available to city employees to 
inspect, copy or abstract a record.  

(4) The legal custodian may require supervision during inspection or may impose other reasonable 
restrictions on the manner of access to an original record if the record is irreplaceable or easily 
damaged.  

(5) A requester shall be charged a fee to defray the cost of locating and copying records as follows:  

a. Such fee for the requested records which does not exceed the actual, necessary and direct costs 
of complying with the request.  

b. The cost of photocopying shall be $0.25 per page. The cost has been calculated not to exceed the 
actual, necessary and direct cost of reproduction.  

c. If the form of a written record does not permit copying, the actual and necessary cost of 
photographing and photographic processing shall be charged.  

d. The actual full cost of providing a copy of other records not in printed form on paper, such as 
films, computer printouts and audio or video tapes, shall be charged.  

e. If mailing or shipping is necessary, the actual cost shall also be charged.  

f. There shall be no charge for locating a record unless the actual cost therefor exceeds $50.00, in 
which case the actual cost shall be determined by the legal custodian and billed to the requester.  

g. The legal custodian shall estimate the cost of all applicable fees and may require a cash deposit 
adequate to ensure payment if such estimate exceeds $5.00.  

h. Elected and appointed officials of the city shall not be required to pay for public records they may 
reasonably require for the proper performance of their official duties.  

i. The legal custodian may provide copies of a record without charge or at a reduced charge where 
he or she determines that waiver or reduction of the fee is in the public interest.  

(6) Pursuant to Wis. Stats. § 19.34, and the guidelines therein listed, each authority shall adopt, 
prominently display, and make available for inspection and copying at its offices, for the guidance of 
the public, a notice containing a description of its organization and the established times and places at 
which, the legal custodian from whom, and the methods whereby, the public may obtain information 
and access to records in its custody, make requests for records, or obtain copies of records, and the 
costs thereof. Each authority shall also prominently display at its offices, for the guidance of the public, 
a copy of subsections (d) through (f) of this section. This subsection does not apply to members of the 
common council.  
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(f) Access procedures. 

(1) A request to inspect or copy a record shall be made to the legal custodian. A request shall be deemed 
sufficient if it reasonably describes the requested record or the information requested. However, a 
request for a record without a reasonable limitation as to subject matter or length of time represented 
by the record does not constitute a sufficient request. A request may be made orally, but a request 
must be in writing before an action to enforce the request is commenced under Wis. Stats. § 19.37. 
Except as provided in subsections (f)(2) and (3) of this section, no request may be refused because the 
person making the request is unwilling to be identified or to state the purpose of the request. No 
request may be refused because the request is received by mail unless prepayment of a fee is required 
under subsection (e)(5)f of this section. A requester may be required to show acceptable identification 
whenever security reasons or federal law or regulations so require.  

(2) Each custodian, upon request for any record, shall, as soon as practicable and without delay, either fill 
the request or notify the requester of the authority's determination to deny the request in whole or in 
part and the reasons therefor. If the legal custodian, after conferring with the city attorney, determines 
that a written request is so general as to be unduly time consuming, the party making the request may 
first be required to itemize the officer's request in a manner which would permit reasonable 
compliance.  

(3) A request for a record may be denied as provided in this subsection (f). If a request is made orally, the 
request may be denied orally unless a demand for a written statement of the reasons denying the 
request is made by the requester within five business days of the oral denial. If a written request is 
denied in whole or in part, the requester shall receive a written statement of the reasons for denying 
the request. Every written denial of a request shall inform the requester that if the request for the 
record was made in writing, then the determination is subject to review upon petition for a writ of 
mandamus under Wis. Stats. § 19.37(1), or upon application to the attorney general or a district 
attorney.  

(g) Limitations upon access and withholding. 

(1) Application of other laws. Any record which is specifically exempted from disclosure by state or federal 
law or authorized to be exempted from disclosure by state law is exempt from disclosure under 
subsection (e) of this section, except that any portion of that record which contains public information 
is open to public inspection as provided in subsection (g)(6) of this section.  

(2) Law enforcement records. Except as otherwise provided by law, whenever federal law or regulations 
require or as a condition to receipt of aids by the state require that any record relating to investigative 
information obtained for law enforcement purposes be withheld from public access, then that 
information is exempt from disclosure under subsection (e) of this section.  

(3) Contractor's records. Each authority shall make available for inspection and copying under subsection 
(d) of this section any record produced or collected under a contract entered into by the authority with 
a person other than an authority to the same extent as if the record were maintained by the authority. 
This subsection does not apply to the inspection or copying of a record under Wis. Stats. § 
19.35(1)(am).  

(4) Computer programs and data. A computer program, as defined in Wis. Stats. § 16.971(4)(c), is not 
subject to examination or copying under subsection (e) of this section, but the material used as input 
for a computer program or the material produced as a product of the computer program is subject to 
the right of examination and copying, except as otherwise provided in Wis. Stats. § 19.35 or this 
section.  

(5) Trade secrets. 
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a. The legal custodian may provide copies of a record without charge or at a reduced charge where 
it is determined that waiver or reduction of the fee is in the public interest; and  

b. An authority may withhold access to any record or portion of a record containing information 
qualifying as a trade secret as defined in Wis. Stats. § 134.90(1)(c).  

(6) Separation of information. If a record contains information that is subject to disclosure under Wis. 
Stats. § 19.35(1)(a) or (am) and information that is not subject to such disclosure, the authority having 
custody of the record shall provide the information that is subject to disclosure and delete the 
information that is not subject to disclosure from the record before release.  

(7) Identities of applicants for public positions. 

a. In this section, the term "final candidate" means each applicant for a position who is seriously 
considered for appointment or whose name is certified for appointment and whose name is 
submitted for final consideration to an authority for appointment to any local public office, as 
defined in Wis. Stats. § 19.42(7w). The term "final candidate" includes whenever there are at 
least five candidates for an office or position, each of the five candidates who are considered 
most qualified for the office or position by an authority, and whenever there are less than five 
candidates for an office or position, each such candidate. Whenever an appointment is to be 
made from a group of more than five candidates, the term "final candidate" also includes each 
candidate in the group.  

b. Every applicant for a position with any authority may indicate in writing to the authority that the 
applicant does not wish the authority to reveal the officer's identity. Except with respect to an 
applicant whose name is certified as a final candidate, if an applicant makes such an indication in 
writing, the authority shall not provide access to any record related to the application that may 
reveal the identity of the applicant.  

(8) Identities of law enforcement informants. 

a. In this subsection:  

1. The term "informant" means an individual who requests confidentiality from a law 
enforcement agency in conjunction with providing information to that agency or, pursuant 
to an express promise of confidentiality by a law enforcement agency or under 
circumstances in which a promise of confidentiality would reasonably be implied, provides 
information to a law enforcement agency or, is working with a law enforcement agency to 
obtain information, related in any case to any of the following:  

(i) Another person who the individual or the law enforcement agency suspects has 
violated, is violating or will violate a federal law, a law of any state or an 
ordinance of any local government.  

(ii) Past, present or future activities that the individual or law enforcement agency 
believes may violate a federal law, a law of any state or an ordinance of any 
local government.  

2. The term "law enforcement agency" has the meaning given in Wis. Stats. § 165.83(1)(b) 
and includes the department of corrections.  

b. If an authority that is a law enforcement agency receives a request to inspect or copy a record or 
portion of a record under subsection (e) of this section that contains specific information, 
including, but not limited to, a name, address, telephone number, voice recording or handwriting 
sample which, if disclosed, would identify an informant, the authority shall delete the portion of 
the record in which the information is contained or, if not portion of the record can be inspected 
or copied without identifying the informant, shall withhold the record unless the legal custodian 
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of the record, designated under Wis. Stats. § 19.33, makes a determination, at the time that the 
request is made, that the public interest in allowing a person to inspect, copy or receive a copy of 
such identifying information outweighs the harm done to the public interest by providing such 
access.  

(9) Records of plans or specifications for state buildings. Records containing plans or specifications for any 
state-owned or state-leased building, structure of facility or any proposed state-owned or state-leased 
building, structure or facility are not subject to the right of inspection or copying under subsection (e) 
of this section except as the department of administration otherwise provides by rule.  

(10) Public library circulation records exempt. As provided by Wis. Stats. § 3.30, public library circulation 
records are exempt from inspection under this section.  

(11) Refusal of requests not specifically exempt from disclosure. In responding to a request for inspection or 
copying of a record which is not specifically exempt from disclosure, the legal custodian, after 
conferring with the city attorney, may deny the request, in whole or in part, only if it is determined that 
the harm to the public interest resulting from disclosure would outweigh the public interest in full 
access to the requested record. Examples of matters for which disclosure may be refused include, but 
are not limited to, the following:  

a. Records obtained under official pledges of confidentiality which were necessary and given in 
order to obtain the information contained in them.  

b. Records of current deliberations after a quasi-judicial hearing.  

c. Records of current deliberations concerning employment, dismissal, promotion, demotion, 
compensation, performance or discipline, or any city officer or employee, or the investigation of 
charges against a city officer or employee, unless such officer or employee consents to such 
disclosure.  

d. Records concerning current strategy for crime detection or prevention.  

e. Records or current deliberations or negotiations on the purchase of city property, investing of 
city fund, or other city business whenever competitive or bargaining reasons require 
nondisclosure.  

f. Financial, medical, social or personal histories or disciplinary data of specific persons which, if 
disclosed, would be likely to have a substantial adverse effect upon the reputation of any person 
referred to in such history or data.  

g. Communications between legal counsel for the city and any officer, agent or employee of the 
city, when advice is being rendered concerning strategy with respect to current litigation in which 
the city or any of its officers, agents or employees is or is likely to become involved, or 
communications which are privileged under Wis. Stats. § 905.03.  

(12) Property assessment income and expense information. Whenever the assessor, in the performance of 
the officer's duties, requests and obtains income and expense information pursuant to the Wis. Stats. § 
70.47(7)(af) or any successor statute thereto, then such income and expense information that is 
provided to the assessor shall, except as provided below, be held by the assessor on a confidential 
basis. Notwithstanding the foregoing, such income and expense information may be revealed to, and 
used by, persons in the discharge of duties imposed by law, in the discharge of duties imposed by 
office, including, but not limited to, use by the assessor in performance of official duties of the 
assessor's office and use by the board of review in performance of its official duties or pursuant to 
order of a court. Income and expense information provided to the assessor under Wis. Stats. § 
70.47(7)(af), unless a court determines that it is inaccurate, is pursuant to Wis. Stats. § 70.47(7)(af), not 
subject to the right of inspection and copying under subsection (e) of this section.  
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(h) Record retention and destruction. 

(1) Retention schedules. In accordance with Wis. Stats. §§ 16.61 and 19.21(4)(b) and effective June 1, 
2015, the city adopts such record retention schedules as approved by the public records board.  

(2) Records not on approved schedule. Any record not covered by the approved record retention schedules 
or any law or regulation, shall be retained at least seven years unless the record is added by 
amendment to the relevant record retention schedule and authorized by resolution of the common 
council.  

(3) Notice to state historical society. Unless notice is waived by the state historical society, at least 60 days' 
notice shall be given to the state historical society prior to the destruction of any record.  

(4) No destruction of records while a request is pending or while a denial of a request is being appealed. No 
custodian may destroy any record at any time after the receipt of a request for inspection or copying of 
a record until after the request is granted or until at least 60 days after the date that the request is 
denied. If any legal action is pending regarding or related to the record, the record may not be 
destroyed without the express authorization of the city attorney. No record that is the object of or 
which has been produced pursuant to a discovery order or a subpoena may be destroyed without the 
express consent of the city attorney.  

(5) Records that are evidence. No record may be destroyed that has been identified as, or that may have 
value as evidence in any civil or criminal legal proceeding, labor arbitration or disciplinary action. No 
record may be destroyed at any time within 60 days of the denial of a request to review the record or 
any part thereof.  

(6) Compliance with federal or other retention requirements. Notwithstanding the record retention 
schedules, custodians may not destroy any record when any contract, grant, funding conditions, or 
state or federal statute requires that such record be maintained for a longer period of time.  

(i) Electronic records and signatures accepted. Electronic records shall be considered original records for all 
purposes. Electronic signatures shall be acceptable for official business of the city. The use of electronic 
signatures by a city department or agency shall comply with Wis. Stats. ch. 137.  

(Code 1974, § 4.34; Code 2001, § 10-17; Ord. No. 99-30, § 1, 12-21-1999; Ord. No. 03-33, §§ 1, 2, 11-18-2003; Ord. 
No. 08-20, § 1, 8-5-2008; Ord. No. 09-24, § 4, 10-6-2009; Ord. No. 13-17, §§ 13, 15, 8-20-2013; Ord. No. 15-14, § 1, 
3-17-2015; Ord. No. 16-06, §§ 1, 2, 4-19-2016; Ord. No. 21-11, § 1, 5-4-2021; Ord. No. 24-18, § 4, 9-17-2024) 
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Sec. 13-2. Financial statements. 

(a) Monthly statement. The city finance director-treasurer shall each month prepare and present to the 
common council a summary statement of the revenues and expenses of the city for the preceding month. 
These summaries shall be accompanied by such detailed schedules as the council may by resolution require.  

(b) Publication of receipts and disbursements. Each month the common council shall cause to be published in 
the official newspaper a general summary of the receipts and disbursements of monies for the preceding 
month of such publication.  

(Code 1974, § 5.02; Code 2001, § 13-2) 

Sec. 13-3. Claims; audit. 

(a) Vouchers. The city finance director-treasurer shall furnish a form upon which any claim against the city shall 
be filed. The form shall show the nature of the claim and the amount and shall be filed by the claimant or his 
or her agent. The voucher for such claim shall then be filed by the finance director-treasurer and presented 
to the city manager for examination and approval. Thereafter, the claims shall be presented to the common 
council, at a regular or special meeting, which shall approve, disapprove or refer the same to the proper 
authorities for investigation. The finance director-treasurer shall compile a report on the claims, which shall 
be presented to the common council at the next regular meeting.  

(b) Payments. Upon approval of any claim by the common council, the finance director-treasurer shall issue a 
check in payment of such claim.  

(c) Petty cash. 

(1) Authority of finance director-treasurer. The city finance director-treasurer is authorized to draw a 
voucher for petty cash in a sum not to exceed $500.00. The finance director-treasurer is authorized to 
disburse from the petty cash fund sums for purposes for which it may be impractical to follow 
procedures for the regular payment of claims by the city, including, but not limited to, the purchase of 
stamps and miscellaneous supplies for city purposes. Before the petty cash fund is replenished, the city 
finance director-treasurer shall file with the common council an itemized statement of expenditures 
from the petty cash fund. In addition, the office of treasurerfinance director or his or her designee is 
authorized to draw a separate voucher for petty cash in a sum not to exceed $300.00 for the purpose 
of providing change for property tax payments and other transactions paid directly at city hall, which 
petty cash fund shall be replenished as set forth above.  

(2) Other departments. The following departments are authorized to draw vouchers for petty cash in the 
amounts listed below. The petty cash funds established shall be used for the purposes set forth in 
subsection (c)(1) of this section and shall be replenished by the procedure therein contained.  

Departments Petty Cash Fund 
Health  $15.00  
Public works  $100.00  
Police  $150.00  
Fire  $100.00  
Community center  $100.00  
Wastewater treatment  $50.00  
Water  $50.00  
City hall  $100.00  
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(d) Annual audit. An annual detailed audit of the financial transactions and accounts of the city shall be made by 
the state auditing department or a licensed public accountant to be designated by the council. This audit 
shall include the accounts of all city departments and city utilities.  

(Code 1974, § 5.03; Code 2001, § 13-3; Ord. No. 00-15, § 1, 7-18-2000; Ord. No. 02-18, §§ 1, 2, 7-16-2002; Ord. No. 
13-17, § 15, 8-20-2013; Ord. No. 24-18, § 5, 9-17-2024) 

Sec. 13-4. Payment of county taxes. 

Pursuant to Wis. Stats. § 70.67(2), the city does obligate itself, as a municipal corporation, to pay, in case the 
finance director-treasurer of the city shall fail so to do, all state and county taxes required by law to be paid by 
such finance director-treasurer to the county treasurer. A certified copy of this section shall be filed with the 
county treasurer and shall remain in effect until a certified copy of its repeal shall be filed with the county 
treasurer.  

(Code 1974, § 5.04; Code 2001, § 13-4) 

Sec. 13-11. Deferment of special assessments for hardship. 

(a) Hardship assessment deferment granted. Special assessment or sidewalk repair expense (hereinafter, 
assessment) levied or charged against property may be deferred for reasons of hardship by the 
finance/personnel committee (the committee) as provided in this section. Hardship assessment deferments 
may be granted only for assessments levied or charged against owner-occupied, single-family or duplex real 
estate. Such deferment shall be by resolution directing the finance director-treasurer to pay all or any 
portion of assessments levied or charged against such property.  

(b) Copy of resolution to be filed with county register of deeds. A copy of such resolution, with a statement of the 
amount and date paid and a description of the property, certified by the clerk, shall be recorded with the 
county register of deeds. The amount shall thereby become a lien upon such real property in favor of the city 
prior to any other lien, than prior outstanding tax certificates or prior liens hereunder, for the amount paid, 
with legal interest, and shall be enforceable after transfer of title of the property by sale, inheritance, gift or 
will, in the manner provided by law for the enforcement of mechanics' liens.  

(c) Discharge of lien. The owner of such property, his or her heirs, personal representatives or assignees may 
discharge such lien at any time by paying the amount of such lien with accrued interest to the clerk, who 
shall execute a proper satisfaction which may be duly recorded with the county register of deeds.  

(d) Transfer of title by sale or gift. After transfer of title by sale, inheritance, gift, or will, or when the basis for 
hardship no longer exists, the assessment shall be due and owing in full.  

(e) Application. Application for deferment shall be made to the committee upon an affidavit form provided by 
the clerk verified by each applicant.  

(1) The application shall list the relationship, ages and employment status of the applicant and all 
dependents; a complete schedule setting forth all assets, liabilities and income from all sources, 
including his or her own and those of his or her dependents; and any other pertinent information 
which may assist in evaluating such application. The current federal poverty guidelines shall be used by 
the committee in evaluating the applicant's ability to pay the assessment. Nothing herein shall prohibit 
an applicant with a household income above such guidelines from receiving a deferral if the committee 
determines that extraordinary expenses or other financial obligations of the applicant nonetheless 
constitute/create hardship to the extent the applicant is unable to pay the assessment.  
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(2) The above information, together with the information provided in subsection (f) of this section, shall be 
considered and treated as privileged information and shall not be made public without the applicant's 
consent.  

(3) Applications shall be reviewed by the committee which shall either grant or deny the requested 
deferment. The decision of the committee shall be final.  

(f) Notification of clerk of increases. The clerk shall annually request from persons granted a deferral, 
information pertaining to any increase in assets, annual income or change in any factor identified in the 
committee's hardship determination. If the information provided shows that the household income of the 
deferral recipient exceeds the federal poverty guidelines, the clerk shall notify the deferral recipient that the 
basis of hardship has ceased together with notice that the assessment, plus interest, will be placed upon the 
tax roll as a special charge for services rendered pursuant to Wis. Stats. § 66.0627. A determination that the 
basis of hardship has ceased under this subsection may be appealed to the committee for its review of the 
hardship determination, which determination on review shall be final. Appeal to the committee shall be in 
writing and filed with the city clerk within 30 days of the clerk's determination that the basis of hardship has 
ceased.  

(g) Failure to provide, providing false or providing incomplete information. If the applicant willfully provides false 
or incomplete information or fails to provide the information requested under subsection (f) of this section, 
the basis for hardship shall no longer exist and the assessments shall become due and owing in full.  

(h) Interest; deferment period. Interest at the rate at which the city most recently bonded, plus one percent, 
shall be charged during the deferment period. The interest rate shall not, however, exceed the legal rate 
prescribed by state law.  

(Code 1974, § 5.11; Code 2001, § 13-10; Ord. No. 06-46, § 1, 12-19-2006; Ord. No. 13-17, § 15, 8-20-2013; Ord. No. 
16-16, § 4, 8-16-2016; Ord. No. 17-11, § 1, 6-6-2017; Ord. No. 19-04, § 1, 1-15-2019) 
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Sec. 22-8. Use of public right-of-way. 

(a) Merchandise in streets. Except as specifically provided in this Code, it is unlawful for any person to place any 
goods, wares, displays, decorations, merchandise of any type, or the containers therefor, in, on or above any 
street or sidewalk in the city without having received a permit therefor as provided in this section or chapter 
106.  

(1) Vending machines/collection boxes (other than news boxes). 

a. Vending machines and other collection boxes used for the distribution, collection, or 
management of non-governmental business operations are prohibited in public right-of-way.  

b. Permit for the placement of vending machines/collection boxes upon city property other than 
right-of-way may be granted as provided in section 106-6(a)106-6(b). A permit for the placement 
within city parks may be granted as provided in section 30-2(ij).  

(2) News boxes. See section 106-6(a)(b)(2)a.  

(b) Closure for street parties. Residents of the city may request to close a street for a period of time not to 
exceed 24 hours for the purpose of a neighborhood gathering. Such request shall be forwarded to the 
director of public works and police chief for review, who shall consider the following factors:  

(1) Specific location of street to be closed.  

(2) Duration.  

(3) Access for emergency purposes.  

(4) Public works projects affecting the area subject to closure.  

(5) Any other factors reasonable in determining whether the closure of the particular portion of the public 
right-of-way is in the interest of the public health, safety and welfare of the city.  

Upon approval by the director of public works and police chief, no further action will be necessary to permit such 
temporary street closure. If the request for street closure is denied, the applicant shall be entitled to be heard 
before the common council at its next regular session.  

(c) Sidewalk cafe permits. See section 106-6(ab)(2)b.  

(Code 1974, § 7.08; Code 2001, § 22-8; Ord. No. 01-20, § 1, 10-16-2001; Ord. No. 07-29, § 2, 11-20-2007; Ord. No. 
12-11, § 1, 5-15-2012; Ord. No. 15-01, §§ 4, 5, 1-6-2015) 
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Sec. 30-6. Use of park by private and public groups. 

The director of parks and recreation, or designee authorized in writing, shall permit the use of parks for 
recreational activities according to the rules and regulations of the board of park commissioners. The director of 
parks and recreation, or designee authorized in writing, may lease or permit to be used the public parks for private 
or public groups restricting the use of the park or portions of the park to the group. The leasing of the park known 
as the county fairgrounds to the Northeastern Wisconsin Fair Association shall be approved by the council.  

(Code 1974, § 9.05; Code 2001, § 30-6) 
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Sec. 74-2. Health officer/director. 

(a) Appointment. The mayor shall appoint, subject to confirmation of the common council, a health 
officer/director according to the qualifications for such officer as found in Wis. Stats. § 251.06, and as may be 
amended from time to time. If the appointee for health officer/director is not a physician, the board shall 
arrange and provide for the retention and service of a physician, licensed to practice medicine in the state, 
on a part-time basis, as a consultant, clinical and medical advisor to the health department.  

(b) Duties. The duties and powers of the health officer shall be as set forth in Wis. Stats. § 251.06, Wis. Stats. § 
252, Wis. Stats. ch. 254, and Wis. Admin. Code ch. DHS 139, as may be amended from time to time, and any 
other duties and powers granted to a local health officer by state or local public health laws, together with 
such duties as may be required by the board of health.  

(Code 1974, § 21.02; Code 2001, § 74-2; Ord. No. 99-24, § 2, 10-5-1999; Ord. No. 15-10, § 3, 2-17-2015; Ord. No. 
19-25, § 1, 12-3-2019) 

Sec. 74-3. City health nurse; other personnel. 

The city shall employ a full-time qualified registered nurse as the city health nurse, who shall be appointed by 
the city managermayor, subject to confirmation by the council, and who shall be subject to, administer and 
implement the rules and regulations promulgated by the board of health and as contained in the state statutes 
and Wisconsin Administrative Code relating to public health. The board of health may employ such additional 
personnel, consultants and clinicians it deems advisable within the appropriations made therefor by the council.  

(Code 1974, § 21.03; Code 2001, § 74-3) 
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
10.C 

 
MEETING DATE: February 18, 2026 
DEPARTMENT: City Attorney 
FROM: Angela Zills, Paralegal 
SUBJECT: Ordinance #26-07 Amending De Pere Municipal Code Section 

3-2 - Elective officials; terms; primary elections. 
RECOMMENDED ACTION: Motion to approve. 

 
This item was initially part of the clean-ups that were unanimously approved by the 
Finance/Personnel Committee at its meeting on February 10, 2026. Since the changes to Section 
3-2 will become applicable following the upcoming April election, the Law Department 
discussed and thought it best to cull this change from the remaining clean-ups (effective upon 
passage and publication) and create a separate ordinance which will become effective on April 8, 
2026. This will avoid confusion with the current mayoral election cycle that is still applicable 
under the ordinance as it is currently drafted. 
 
ATTACHMENTS: 
Ord26-07, Sec._3_2.___Elective_officials__terms__primary_elections.-Redlined 
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ORDINANCE #26-07 
 

AMENDING DE PERE MUNICIPAL CODE SECTION 3-2. – ELECTIVE OFFICIALS;  
TERMS; PRIMARY ELECTIONS  

 
THE COMMON COUNCIL OF THE CITY OF DE PERE, WISCONSIN, DOES ORDAIN AS 

FOLLOWS: 

Section 1.   Sec. 3-2. – Elective officials; terms; primary elections. is hereby amended by 

repealing subsection (c) and replacing with “(c) Mayoral election. There shall be elected a 

mayor for a term of three years in the year without a regular council member election as 

described in subsection (b) of this section.” 

Section 2.  All ordinances or parts of ordinances in conflict herewith are hereby 

repealed. 

Section 3. This ordinance shall take effect on April 8, 2026, following its passage and 

publication according to law. 

Adopted by the Common Council of the City of De Pere, Wisconsin, this 18th day of 

February, 2026.      

APPROVED: 
             
        __________________________________ 
        James G. Boyd, Mayor 
 
       ATTEST: 
 
       __________________________________ 
       Carey E. Danen, City Clerk 
Ayes: ______ 
Nays: ______ 
Board/Committee Approval: 2/10/2026 
Publication Date:     
Effective Date: 04/08/2026   
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Sec. 3-2. Elective officials; terms; primary elections. 

(a) Which officials elected and term. The elective officials of the City of De Pere shall include:  

(1) A mayor nominated and elected from the city at large to serve a three-year term; and  

(2) Eight council members nominated and elected from the city to serve a three-year term.  

(b) Council member elections. There shall be elected two council members from each council member district, 
and they shall be residents of the council member district from which they are elected. One council member 
shall be elected to a term of three years from each council member district in each year for two consecutive 
years out of a three-year period. The regular mayoral election described in subsection (c) shall occur in the 
third year.  

(c) Mayoral election. There shall be elected a mayor for a term of four years in the next regular mayoral election 
after the effective date of this section. Thereafter, there shall be elected a mayor for a term of three years in 
the year without a regular council member election as described in subsection (b) of this section. for a term 
of three years in the year without a regular council member election as described in subsection (b) of this 
section. 

(d) Eligibility. Any person possessing the qualifications of an elector in the City of De Pere shall be eligible to 
election as mayor or as a council member.  

(Ord. No. 24-18, § 1, 9-17-2024) 
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City of De Pere, Wisconsin 
 

Request for Common Council Action  

 
10.D 

 
MEETING DATE:  February 18, 2026 
DEPARTMENT:  City Attorney 
FROM:   
SUBJECT:  Ordinance #26-08 Amending De Pere Municipal Code Chapter 

106 - Licenses and Permits. 
RECOMMENDED 
ACTION: 

Motion to Approve. 

 
The intent of these proposed ordinance changes is to route most license denial appeal hearings to 
the City's License Committee, rather than to the Finance/Personnel Committee. Special event 
permit appeals would remain with the Finance/Personnel committee. At its meeting on February 
10, the Finance/Personnel Committee voted unanimously to approve this item and forward it the 
ordinance to the Common Council for final approval. 
 
ATTACHMENTS: 
Ord26-08, Sec._106_2.___Application_process. Redlined, 
Sec._106_6.___Permits_required_under_this_chapter. Redlined 
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ORDINANCE #26-08 
 

AMENDING DE PERE MUNICIPAL CODE CHAPTER 106 - LICENSES AND PERMITS  
 

THE COMMON COUNCIL OF THE CITY OF DE PERE, WISCONSIN, DOES ORDAIN AS 

FOLLOWS: 

Section 1.   Chapter 106 – LICENSES AND PERMITS is hereby amended as follows: 

1. Sec. 106-2 – Application process. is hereby amended by: 
a. Repealing the last sentence is subsection (g)(1) and replacing with: 

The grant, denial, suspension or revocation of an alcohol license 
under Wis. Stats. § 125.12(1) or chapter 7 is subject to review under 
chapter 7. 

b. Repealing subsection (g)(2) and recreating it to read:  
 
(2) The denied applicant may request in writing a review of the 
determination to deny the license or permit application. The appeal shall 
state the reasons the applicant believes the decision to deny the license 
or permit to be in error. Failure to do so shall result in an automatic 
affirmance of the denial without further action by the issuing city official 
or the hearing body. Except for a license applied for under section 106-
4(a) or (b), the hearing shall be held before the city’s license committee. 
Wis Stats. ch. 68 shall not apply to the city’s licensing decisions. Appeal of 
denial of a license applied for under section 106-4(a) or (b) shall be heard 
by the board of health. 
 

2. Sec. 106-6. – Permits required under this chapter. is hereby amended by 
repealing subsection (a)(8) Appeal procedure and replacing with: 

 
(8) Appeal procedure. Any person aggrieved may request in writing a review 
of the determination to deny the special event permit application. This 
appeal shall state the reasons the applicant believes the decision to deny the 
permit to be in error. Failure to do so shall result in an automatic affirmance 
of the denial without further action by the issuing city official or the hearing 
body. The hearing shall be held before the city’s finance/personnel 
committee. Wis. Stats. ch. 68 shall not apply to the city’s special event permit 
decisions. 
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Ordinance #26-08 
Page 2 of 2 
 
 
 

 
 

Section 2.  All ordinances or parts of ordinances in conflict herewith are hereby 

repealed. 

Section 3. This ordinance shall take effect upon its passage and publication.  

Adopted by the Common Council of the City of De Pere, Wisconsin, this 18th day of 

February, 2026.      

APPROVED: 
             
       __________________________________ 
       James G. Boyd, Mayor 
 
       ATTEST: 
 
       __________________________________ 
       Carey E. Danen, City Clerk 
 
 
Ayes: ______ 
Nays: ______ 
Board/Committee Approval: 2/10/2026 
Publication Date:     
Effective Date:     
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Sec. 106-2. Application process. 

(a) Application. Unless otherwise provided, application for a license or permit shall be made in writing to the 
responsible city department or officer, upon forms provided by the city. All application forms shall be fully 
completed and signed by the applicant, and all permit fees, if any, shall be paid before the application is 
processed.  

(b) License/permit fee. All applications for any license or permit shall be accompanied by the proper license or 
permit fee as established by resolution of the common council. No license or permit fee shall be refundable 
unless the license/permit is denied.  

(c) Background check. All applications for any license or permit which requires that a background check be run 
on the applicant shall be accompanied by a background check processing fee as determined by resolution of 
the common council. An applicant presenting multiple applications for license/permits at one time shall be 
subject to one processing fee as established by resolution of the common council. The background check 
processing fee shall be non-refundable.  

(d) Delinquent debts owed to city. 

(1) No license or permit, other than dog or cat licenses, authorized or required by this Code shall be 
granted or issued:  

a. To any person who owes any unpaid, delinquent personal property tax, room tax, special 
assessment, municipal court forfeiture, charges for false fire or burglar alarms or abandoned 911 
calls, parking ticket, sewer or water bill, ambulance bill, hazardous material spill response charge, 
or inspection or reinspection fee.  

b. For any premises for which sewer or water bills, room taxes, special assessments or special 
charges for current services owed to the city are delinquent and unpaid.  

c. For any premises containing personal property upon which a personal property tax owed to the 
city by the applicant was assessed and the personal property tax remains unpaid and delinquent.  

No license shall be denied if a payment becomes delinquent after a fully completed and properly 
executed application, together with any required application fee, has been filed with the appropriate 
city official.  

(2) This subsection does not apply to a person whose personal liability for payment of a delinquent tax or 
other charge has been discharged by order of a federal bankruptcy court or other court of competent 
jurisdiction or to a person or property covered by an automatic stay issued by a federal bankruptcy 
court or other court of competent jurisdiction while the automatic stay is in effect.  

(e) Bond and insurance. All required bonds shall be executed by a surety company authorized to do business in 
the state. Where policies of insurance are required, such policies shall be subject to approval of the city 
attorney. Satisfactory evidence of coverage by bond or insurance shall be filed with the city before the 
license or permit is issued.  

(f) Approval or denial of license or permit. 

(1) Where the approval of any city or state officer is required prior to the issuance of any license or permit, 
proof of such approval must be presented to the issuing city official before any license or permit is 
issued.  

(2) No license or permit shall be approved if it appears that the conduct of the activity for which a license 
or permit is required will be contrary to the law, if it appears the applicant does not possess the 
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necessary qualifications or requirements for the license, or if it appears issuance of the license or 
permit would be contrary to the public health, safety or welfare.  

(g) Appeal or review of license or permit denial. 

(1) Unless provided otherwise in this Code, if a license or permit application is denied, the applicant shall 
be informed of such decision, in writing, within ten days after the determination is made. The No grant, 
denial, suspension or revocation of an alcohol license under Wis. Stats. § 125.12(1) or chapter 7 is 
subject to review under chapter 7hereunder.  

(2) The denied applicant may request in writing a review of the determination to deny the license or 
permit application. The appeal shall state the reasons the applicant believes the decision to deny the 
license or permit to be in error. Failure to do so shall result in an automatic affirmance of the denial 
without further action by the issuing city official or the hearing body. Except for a license applied for 
under section 106-4(a) or (b), the hearing shall be held before the city's license 
committeefinance/personnel committee. Wis. Stats. Ch. 68 shall not apply to the city’s licensing 
decisions. Appeal of denial of a license applied for under section 106-4(a) or (b) shall be heard by the 
board of health. All appeal hearings shall substantially comply with the provisions of Wis. Stats. § 
68.11(2). Within 20 days after the hearing, the hearing body shall issue a written decision which shall 
affirm, reverse or modify the determination of the city official. This decision shall be a final decision. 
Judicial review of such decision shall be as provided in Wis. Stats. § 68.13.  

(h) License and permit terms and renewal. 

(1) Unless otherwise provided by this Code, the term of the license year shall commence on July 1 and end 
on June 30 of each year, unless the license period is for less than one year, in which case the term of 
the license shall commence with the date of issuance.  

(2) License or permit renewals shall be issued in the same manner and be subject to the same conditions 
as the original license or permit except that a determination to not renew a license or permit shall be 
subject to subsection (g)(1) of this section.  

(3) Permits shall be issued for the term set forth in the permit and shall not renew.  

(i) Display of license or permit. Unless otherwise provided in this Code, all licenses and permits shall be 
displayed on the premises or vehicle for which it is issued. If a license or permit is required to be carried on 
the person, it shall be displayed to any law enforcement officer or other person authorized by ordinance to 
request the same.  

(j) Transfer. No license or permit shall be transferable or assignable unless otherwise provided in this Code. No 
license or permit for environmental health services under section 106-4(b) shall be transferable or assignable 
unless otherwise provided in Wis. Admin. Code ch. ATCP 75.  

(k) Compliance with laws and regulations. An express condition of holding a license or permit is compliance with 
all city, state and federal rules, regulations, laws and ordinances.  

(l) Suspension or revocation of license or permit. 

(1) Except as otherwise provided by state law or this Code, any license or permit issued by the city may be 
revoked or suspended for any of the following reasons:  

a. A violation of any term, condition or requirement of the license or permit;  

b. A violation of any federal, state or city law, regulation or ordinance pertaining to the license or 
permit whenever such violation is substantially related to the licensed or permitted activity.  

(2) Except as provided in subsection (l)(3) of this section, upon the filing of a complaint alleging any 
violation identified in subsection (l)(1) of this section and requesting the suspension or revocation of a 
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license or permit, the common council shall schedule a hearing on the same. Any complaint filed under 
this subsection shall be made by the department head of the department issuing such license or 
permit.  

(3) Upon the filing by the city health officer/director of a complaint requesting the suspension or 
revocation of a license or permit issued under section 106-4(a) or (b), the board of health shall 
schedule a hearing thereon.  

(4) All hearings conducted under this section shall substantially comply with the provisions of Wis. Stats. § 
68.11. Judicial review of the decision on suspension or revocation shall be governed by Wis. Stats. § 
68.13.  

(5) A license or permit suspension shall be for not less than ten days and not more than 90 days. A license 
or permit revocation shall be for 12 months during which time the licensee or permittee shall be 
ineligible to apply for reinstatement of a license or permit that has been revoked.  

(6) No hearing shall be required or held for the revocation of a revocable occupancy permit issued under 
section 106-6(b) or (c) if such revocation is made pursuant to the terms of said permit.  

(Code 2001, § 106-2; Ord. No. 15-01, § 1, 1-6-2015; Ord. No. 18-03, § 1, 1-16-2018; Ord. No. 18-17, §§ 1, 2, 8-21-
2018; Ord. No. 19-23, § 1, 11-19-2019) 
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Sec. 106-6. Permits required under this chapter. 

(a) Special events. This section applies to any public event, ceremony, demonstration, exhibition, march, 
pageant, parade, procession, race, athletic event, show or other similar display which interferes with the 
usual flow or regulation of traffic upon the streets, sidewalks, or rights-of-way, or the usual use of parks or 
other public grounds.  

(1) Definitions. The following words, terms and phrases, when used in this subsection (a), shall have the 
meanings ascribed to them in this subsection, except where the context clearly indicates a different 
meaning:  

High hazard event means special events involving major physical activity by participants, 
moderate to severe exposure of spectators to hazards, and/or crowd sizes of 10,000 to 25,000 persons. 
High hazard events shall include, but not be limited to, events with more than 20 pounds of propane, 
and/or liquid petroleum (LP), and/or deep fat fryers, circuses and carnivals with rides, parades with 
floats, marathons or similar races, and team or individual sporting events.  

Low hazard event means special events involving no physical activity by participants, no severe 
exposure of spectators to hazards, and no alcoholic beverages. Low hazard events shall include, but not 
be limited to, indoor and outdoor meetings, small theatrical performances, estate sales and auctions.  

Medium hazard event means special events involving limited physical activity by participants, no 
severe exposure of spectators to hazards, and crowd sizes of less than 10,000 persons. Medium hazard 
events shall include, but not be limited to, dances, animal shows, political rallies, flea markets, and 
parades with no floats.  

Special hazard events means special events involving severe exposure of spectators to hazards 
and/or crowd sizes in excess of 25,000 persons. Special hazard events shall include, but not be limited 
to, professional or collegiate sporting events, vehicle races and fireworks displays.  

(2) Permit required. No person, organization or entity shall conduct, manage, engage in, or participate in a 
special event unless a permit has been obtained from the city clerk. The special event permit shall be in 
addition to any underlying permit requirement (i.e., parade permit; park use agreement).  

(3) Exceptions. This section shall not apply to funeral processions, to neighborhood block parties in 
compliance with section 22-8, or to a governmental agency acting within the scope of their 
governmental function.  

(4) Application. 

a. Filing and contents. An application for a special event permit shall be filed with the clerk not less 
than 60 days before the proposed date of the event on a form to be provided by the clerk unless 
the permit request is for First Amendment expression purposes, in which case the application 
shall be filed within seven calendar days of the event. The application shall set forth the following 
information:  

1. The name, address, and contact information of the person seeking to conduct such event.  

2. The names, addresses, and contact information of the event coordinator and the on-site 
contact.  

3. The date when the event is to be conducted.  

4. The hours such event will start and terminate, including set-up and take-down times.  

5. The event location or route to be traveled, the starting point, and the termination point, if 
applicable.  
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6. The approximate number of persons who, and animals and vehicles which, will constitute 
such event; the type of animals; and description of the vehicles, if applicable.  

7. A statement as to whether the event will occupy all or a portion of the width of any streets, 
including the names of the streets so affected.  

8. Whether any alcoholic beverages and/or food will be served and/or consumed in 
conjunction with the event, the locations of such activities, and whether the necessary 
licenses have been obtained.  

9. Any additional information which the clerk finds reasonably necessary to a fair 
determination as to whether a permit should be issued.  

b. Late applications. The clerk, where good cause is shown, may consider any application which is 
filed less than 60 days before the date such event is proposed to be conducted. Permit fees for 
processing late applications shall be doubled. Late application fees for IRS 501(c) organizations 
shall be the regular special event application fee.  

c. Fees. 

1. A non-refundable application fee to cover the administrative costs of processing the permit 
shall be paid to the city by the applicant when the application is filed according to the 
schedule of fees adopted by resolution of the common council.  

2. The timely application fee and underlying permit fees other than park rental fees (unless 
earlier waived by the park board) are waived for events sponsored by charitable 
organizations which have IRS section 501(c) status.  

3. Fees for services provided by the city for the event will be estimated by the city at the time 
of application. Events for which the estimated service fees are $200.00 or less shall be 
billed for the services at the conclusion of the event. Events for which the estimated service 
fees are more than $200.00 shall pay 50 percent of the estimated fees to the city clerk as a 
down payment at least 14 days prior to the start of the event. After the event, the city shall 
determine the actual service fees incurred and bill the applicant for those service fees less 
the deposit paid. The permit applicant shall pay such service fee bill within 30 days of 
receipt thereof.  

4. A cancellation charge shall be paid for events that are cancelled within 14 days of the 
scheduled start day of the event. The cancellation charge shall be based upon city costs 
incurred in preparing for the event prior to cancellation and shall be deducted from the 
service fee down payment referenced in subsection (a)(4)c.3 of this section. The minimum 
cancellation charge shall be $100.00.  

d. Insurance and indemnification. 

1. Insurance. Proof of general liability insurance in the amounts listed below shall be provided 
by the applicant. All such insurance policies shall name the city as an additional insured for 
the purposes of the special event. All policies of insurance shall provide the city not less 
than 30 days' notice of policy cancellation.  

(i) Low and medium hazard events: $1,000,000.00 per occurrence.  

(ii) High hazard and special hazard events: $2,000,000.00 per occurrence. Higher 
insurance limits may be required for particular high hazard events as 
determined necessary by the city attorney.  

2. Indemnification. Permit holder shall indemnify and save and hold the city and all of its 
officers, employees and agents harmless from any and all injury that may occur to any 
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party as the result of the event permitted. This provision is intended to indemnify and hold 
harmless the city to the fullest extent permitted by law and includes the payment of 
reasonable attorney fees for the defense of any claims brought which can fairly be said to 
be under the intent and purpose of this hold harmless agreement. To secure such hold 
harmless agreement, permit holder shall maintain a general liability insurance policy on its 
event/operations as required in subsection (a)(4)d.1 of this section.  

(5) Additional city services. 

a. If the special event will require more than the minimal use of any city equipment or services, the 
applicant shall pay a fee for such services. This may include, but is not limited to, police services, 
fire/rescue services, barricades and the like. The fee for such equipment or services shall be the 
actual city personnel costs expended and/or fees as determined by resolution of the common 
council. Charitable organizations which have IRS 501(c) status shall be charged 50 percent of the 
established fee for events which start and stop within the corporate limits of the city; events 
which do not start and stop in the city are not eligible for a service fee reduction. As a condition 
of the approval of any application, the applicant shall agree to pay, within 30 days of billing, the 
costs of any additional city services.  

b. No service fees shall be charged to IRS 501(c) applicants who do not collect any form of revenue, 
payment, entrance fee, application fee or cost sharing arrangement, whether in the form of 
money, in-kind benefit, or repayment deferment or forgiveness from event participants, patrons 
or event sponsors. This exception shall apply to all events occurring in 2016 and after.  

c. To ensure public safety for the event and the city, the city reserves the right to require special 
events to maintain minimum levels of dedicated fire/EMS services and police/security services 
throughout the duration of the event. Estimated minimum services will be determined prior to 
the event (see guidelines) but may reasonably increase or decrease as actual event conditions 
change to ensure public safety. Actual public safety services shall be determined in the sole 
discretion of the police/fire chief or their respective designee. Outside vendors may be retained 
for such services; however, city approval of such vendors and services shall be obtained prior to 
the event. If the use of outside public safety vendors is approved, the city may require that, in 
addition to the outside public safety presence, city personnel and/or equipment be present to 
manage any public safety event that may occur. The city reserves the right to reject any or all 
outside vendors for any reason or no reason.  

(6) Standards for issuance. The clerk shall issue the permit when, from a consideration of the application, 
consultation with other city departments as necessary, and from such other information as may 
otherwise be obtained, it appears that:  

a. The applicant has complied with all of the application requirements of subsection (a)(4) of this 
section.  

b. The conduct of the event will not substantially interrupt the safe and orderly movement of other 
traffic in the vicinity of its location.  

c. The conduct of the event will not require the diversion of so great a number of police officers or 
emergency medical personnel as to prevent normal public safety protection to the city.  

d. The concentration of persons, animals, and vehicles at the event will not unduly interfere with 
proper fire and police protection of or ambulance service to areas in the vicinity of the event.  

e. The conduct of the event will not unduly interfere with the operation of hospitals, schools, or 
other public institutions.  
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f. The parade is scheduled to move from its point of origin to its point of termination expeditiously 
and without unreasonable delays in route.  

g. The special event will not conflict or interfere with another special event for which a permit has 
already been granted.  

h. There are a sufficient number of parking spaces within a reasonable distance to accommodate 
the number of vehicles expected.  

i. Adequate sanitation or other necessary health facilities will be available at the event.  

j. The conduct of the event is not reasonably likely to cause injury to persons or property.  

k. The applicant has no history of noncompliance with any city or state regulation pertaining to the 
activities covered by this section.  

(7) Action upon application. The clerk shall provide written notice of the issuance or denial of the permit 
within 30 days of receipt of an application, unless the permit request is for First Amendment 
expression purposes within a public forum, in which case the written notification shall be provided 
within three days of application. If the application is denied, the notice shall state the reasons for the 
denial.  

(8) Appeal procedure. Any person aggrieved may request in writing a review of the determination to 
appeal the denyial the of a special event permit application. This appeal shall state the reasons the 
applicant believes the decision to deny the permit to be in error. Failure to do so shall result in an 
automatic affirmance of the denial without further action by the issuing city official or the hearing 
body. The hearing shall be held before the city’s finance/personnel committee. Wis. Stats. Ch. 68 shall 
not apply to the city’s special event permit decisions. as provided in section 106-2(g).  

(9) Duties of permittee. A permittee hereunder shall comply with all permit directions and conditions and 
with all applicable laws and ordinances.  

(10) Event cancellation. The city manager or fire department battalion chief may cancel a special event, 
regardless of whether a permit has been issued or not, with or without prior notice, due to any 
significant change in conditions which would or may adversely affect the public health or safety of the 
community, or for any condition which places facilities, grounds, or other natural resources at risk of 
damage or destruction if the event were allowed to take place. All fees paid prior to cancellation will be 
refunded to the permit applicant.  

(b) Encroachments/obstructions upon right-of-way and other property owned by city (non-park) and the 
redevelopment authority of the city. 

(1) General requirements. Permission for encroachment or obstruction of city right-of-way or other non-
park city or redevelopment authority owned property (herein, city-owned property), other than as 
allowed or permitted under other sections of this Code, shall be by revocable occupancy permit as 
provided in this section.  

a. Request for a revocable occupancy permit shall be in writing and made to the development 
services director, or in the director's absence, the city manager/assistant city manager (director).  

b. Each request shall describe the location of the encroachment/obstruction, the purpose of the 
encroachment/obstruction and the length of time it is expected to last. A map (scaled preferred) 
shall accompany the request.  

c. Each requestor shall provide proof of liability insurance in such limits as approved by the city 
attorney, which policy of insurance shall name the city and, if applicable, the redevelopment 
authority of the city as an additional insured thereunder for the purposes of the activity allowed 
in the permit.  
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d. Revocable occupancy permits for encroachments/obstructions on right-of-way shall comply with 
Wis. Stats. § 66.0425.  

e. Each request shall be reviewed by the director for compliance with state, federal and local 
transportation and accessibility requirements and for a determination of safety concerns 
associated with the encroachment or obstruction. If the director determines the request meets 
those requirements and all other requirements of this section, the city attorney shall draft the 
revocable occupancy permit, including such conditions as may be recommended by the director 
or such conditions as may be required under this Code or state or federal laws. Following 
execution of the permit by the applicant, it shall be executed by the planning director on behalf 
of the city.  

f. Permits may be administratively renewed by the issuing party if all permit requirements continue 
to be met.  

(2) Specific permits. 

a. News boxes. In addition to meeting the requirements of subsection (b)(1) of this section, requests 
for placement of news boxes upon city right-of-way or other city property (non-park) shall meet 
the following:  

1. Adequate pedestrian passageway shall be maintained.  

2. No chaining, bolting, or other means shall be used to attach a news box to any property 
within public right-of-way without prior express written permission of the property owner.  

3. News boxes shall be maintained in a safe, neat, and clean condition at all times. Any graffiti 
placed upon such boxes shall be removed within 24 hours of notice to permit holder.  

4. The news box shall be no larger than 52 inches times 34 inches times 20 inches (height 
times width times depth).  

5. Minimum adequate open space shall be provided as follows:  

(i) At least two feet behind any curb face;  

(ii) At least three feet behind any curb face at any place where parking is 
prohibited or stopping, standing or parking is restricted;  

(iii) At least five feet from any driveway, fire hydrant, emergency facility or bus 
shelter opening;  

(iv) At least 15 feet between news boxes and police or fire station driveway, 
railroad track and marked or unmarked crosswalk.  

6. No news box shall remain empty of current publications for more than 14 consecutive 
days.  

7. Allowable advertising, other than the name of the publication, shall appear only once, shall 
be on the side of the news box facing away from the street, and shall not exceed 18 inches 
by 18 inches.  

b. Sidewalk cafe permit. In addition to the requirements of subsection (b)(1) of this section, 
requests for a cafe permit for use of city right-of-way or other city property (non-park) shall meet 
the following:  

1. Definitions. The following words, terms and phrases, when used in this subsection (b)(2)b, 
shall have the meanings ascribed to them in this subsection, except where the context 
clearly indicates a different meaning:  
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Class B license means such alcohol beverage license as is issued by the common 
council allowing the sale and consumption of alcohol beverages on a licensed premises.  

Sidewalk cafe means any group of tables, chairs, benches, or partitions maintained 
upon the city's right-of-way or public sidewalks and walkways for use directly adjacent to 
an establishment with a valid restaurant license.  

2. Sidewalk cafe permit. 

(i) Any sidewalk cafe permit applicant seeking to serve alcohol beverages in the 
sidewalk cafe shall make separate application to amend the applicant's "Class 
B" license to conform with the location of the sidewalk cafe.  

(ii) Outdoor furniture and equipment.  

A. All tables, chairs and other materials and equipment placed on the 
permitted area for operation of the sidewalk cafe shall be portable and 
shall not be permanently affixed to the surface of the permitted area.  

B. All outdoor furniture and equipment shall be removed from the 
permitted area before the close of business and not returned to the 
permitted area until the usual and customary opening of the sidewalk 
cafe each day. A permit applicant may request to be exempt from this 
section, which must be indicated on the permit application. Such 
requests are subject to the approval of the director of public works and 
the director of development services or their designees. If the request is 
approved, all furniture and equipment left outside overnight shall be 
stacked and secured in a single location against the permittee's building 
in a manner that prevents the furniture and equipment from being 
removed from the permitted area. An exemption shall not be approved 
under this section if requested in an area where the city has invested in 
beautification efforts.  

c. Construction staging purposes. The director of public works or, in his/her absence, the city 
engineer (collectively public works director), may issue a revocable occupancy permit as meets 
the requirements of this section allowing for the temporary use of city right-of-way or other city 
property for construction staging purposes. The public works director may set a reasonable fee 
for the privilege of such permit.  

(c) Encroachments/obstruction upon park property. Permission for encroachment or obstruction of city-owned 
park property, other than as allowed or permitted under other sections of this Code, shall be by revocable 
occupancy permit as provided in this section.  

(1) Request for a revocable occupancy permit shall be in writing and made to the director of parks, 
recreation and forestry, or in the director's absence, to the city manager/assistant city manager (park 
director).  

(2) Each request shall describe the location of the encroachment/obstruction, the purpose of the 
encroachment/obstruction and the length of time it is expected to last. A map (scaled preferred) shall 
accompany the request.  

(3) Each requestor shall provide proof of liability insurance in such limits as approved by the city attorney, 
which policy of insurance shall name the city as an additional insured thereunder for the purposes of 
the activity allowed in the permit.  

(4) Each request shall be reviewed by the park director for compliance with state, federal and local 
transportation and accessibility requirements and for a determination of safety concerns associated 
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with the encroachment or obstruction. If the park director determines the request meets those 
requirements and all other requirements of this section, the city attorney shall draft the revocable 
occupancy permit, including such conditions as may be recommended by the park director or such 
conditions as may be required under this Code or state or federal laws. Following execution of the 
permit by the applicant, it shall be executed by the park director on behalf of the city.  

(5) Permits may be administratively renewed by the issuing party if all permit requirements continue to be 
met.  

(d) Special variance permit for noise regulation exceedance in conjunction with outdoor entertainment incidental 
to primary business activity. Permission to exceed noise regulation limitations found in in conjunction with 
outdoor entertainment incidental to the primary business activity on premises which is not covered by any 
other permit issued by any city department shall be allowed only by permit issued by the health director as 
provided in this section.  

(1) Application shall be made in writing to the health director. Such application shall include the following 
information:  

a. Name, address and contact information of requestor;  

b. Date and location of the outdoor entertainment event;  

c. The time of date the entertainment is expected to begin and end;  

d. A description of the proposed entertainment, including name of performing group and 
explanation regarding requestors belief that the performance will exceed the noise limits set 
forth by the city;  

e. Reason permit is being requested, including steps to minimize noise; and  

f. Such fee as is determined by resolution of the common council shall accompany the application.  

(2) No permit may be issued if any conditions of a similar permit issued for the premises in the previous 12 
months were violated or not met.  

(3) No permit will be granted to allow noise regulation exceedances to continue past 11:00 p.m.  

(4) Permits will be issued under this section only for occasional, periodic or sporadic public entertainment 
noise exceedances. No more than four specific events may be requested in a single permit application.  

(5) The permit requestor shall notify all immediately adjacent property owners of any permit being 
granted under this section prior to the event.  

(6) All permits issued shall be conditioned upon the following:  

a. If sound amplification is to be used, it shall be positioned so as to face away from residential 
properties; and  

b. Any amplified sound shall be maintained at a reasonable level and shall not interfere with other's 
enjoyment of the neighborhood.  

(7) Appeal of a permit denial shall be as provided in subsection (e) of this section except that the appeal 
shall be to the board of health.  

(e) Appeal. 

(1) In the event an application for a revocable occupancy permit under this section is disapproved, the 
applicant shall be informed in writing within ten days of application of the reasons for disapproval. The 
applicant or any interested party may appeal the disapproval decision to the board of public works in 
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the case of disapproval issued by the development services director or the public works director or 
may appeal the park director's decision to the board of park commissioners.  

(2) Any such appeal shall be made within ten days of notice of disapproval. The appeal must be in writing 
and must state the reasons why the applicant believes the decision to be in error. Failure to state the 
reasons why the decision is in error shall result in automatic approval of the denial without further 
action.  

(3) Within 20 days after receipt of the appeal, the proper board shall hold a hearing which substantially 
complies with the conduct hearing requirements of Wis. Stats. § 68.11(2). Within 20 days after the 
hearing, the board shall issue a written decision which shall affirm, reverse or modify the 
determination. This decision shall be a final decision. Judicial review of such decision shall be as 
provided in Wis. Stats. § 68.13.  

(f) Fee. The fee for revocable occupancy permits issued under this section, other than for construction staging 
purposes, shall be as determined by resolution of the common council.  

(g) Fireworks and pyrotechnics display. 

(1) Pursuant to Wis. Stats. § 167.10, the mayor delegates to the fire chief or the chief's designee the 
authority to issue permits for the use within the city of those classes of fireworks or pyrotechnics for 
display within the city. No permit shall be issued to a person under the age of 18 years.  

(2) No person shall possess or use fireworks or pyrotechnics for which a permit is required without such 
permit.  

(3) Application for a permit shall be to the fire chief not less than 15 days in advance of the date of the 
display.  

(4) Permittee shall save and hold the city harmless from any and all injury that may occur to any party as 
the result of permittee's use of fireworks/pyrotechnics for display within the city. This provision is 
intended to indemnify and hold harmless the city to the fullest extent permitted by law and includes 
the payment of reasonable attorney fees for the defense of any claims brought which can fairly be said 
to be under the intent and purpose of this hold harmless agreement. To secure such hold harmless 
agreement, permittee shall maintain a general liability insurance policy on its business operations in an 
amount of not less than $2,000,000.00 per occurrence and shall produce a certificate of insurance 
demonstrating to the satisfaction of the city that the city is named as an additional insured for the 
purposes of the permit.  

(5) Permittee shall comply with all requirements of Wis. Stats. § 167.10 and the current edition of the 
National Fire Protection Association Standard 1123 and all municipal ordinances in the handling of the 
fireworks/pyrotechnics.  

(Code 2001, § 106-6; Ord. No. 15-01, § 1, 1-6-2015; Ord. No. 15-05, §§ 1, 2, 1-20-2015; Ord. No. 15-11, §§ 1, 2, 3-
17-2015; Ord. No. 15-21, §§ 1, 2, 7-7-2015; Ord. No. 15-23, §§ 1, 2, 7-21-2015; Ord. No. 16-03, §§ 1—5, 1-19-2016; 
Ord. No. 16-13, § 1, 8-2-2016; Ord. No. 16-33, § 1, 12-20-2016; Ord. No. 19-23, §§ 2, 3, 11-19-2019; Ord. No. 19-31, 
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