




























2018 Position Request Summary and Discussion 

As noted earlier, county government is a service industry, providing direct service to the citizens of Eau Claire 

County.  This budget attempts to strategically develop program areas that directly address current need.  In 

order to succeed in providing this service we can no longer compete for scarce resources.  We must work 

collaboratively across rigidly drawn departmental lines to leverage our strengths.  Opportunity lies in 

questioning everything – How we do things; why we do what we do, and are there better ways of achieving 

the same outcome. 

This budget focuses on two key areas of our organization that are in need of significant investment in the 

resource of “people”.   The transition of Human Services programming to a Comprehensive Community 

Services model requires that we move from contracted services to direct provision of the service from county 

staff.  This transition allows us to obtain funding from sources other than property tax levy.  It is part of a long-

term strategy to not only address the need in the community, but to do so in a fiscally sustainable way. 

Assumptions when reviewing position requests: 

 All positions have a fiscal impact. 

 Personnel costs are a year-over-year consideration and are the primary driver of cost in a service 

industry.  County government is a direct provider of services to county residents in hundreds of 

program areas. 

 Base levy from a prior year is not a guarantee of future levy funding at the same level.  The county 

needs the ability to realign levy dollars to invest in strategic programming that will provide for ongoing 

organizational stability. 

 Increasing the number of employees for an established program area needs to be the last resort.  An 

analysis of process and structure should be conducted prior to the creation of new positions.  The 

county needs to leverage current assets to further the work.   

 The ability to sustain all areas of service and level of service will need to be reviewed.  Operational 

funds barely extend to maintaining the status quo; and many expenditures required for service 

(information systems and technology) are currently funded through capital. 

 

 

 

 

 

 

 

 

 

 

 

 

 

Shows the financial impact of assumption and program changes made to arrive at a balanced  budget; 

as it pertains to Personnel. 

 



Eau Claire County Total Reward Strategy 

 Recognition: Programs that acknowledge to employee actions, efforts, behavior or performance and 
support business strategy by reinforcing behaviors (e.g., extraordinary accomplishments) that 

contribute to organizational success. 
 

 Compensation: Pay provided by an employer to its employees for services rendered (i.e., time, 
effort, skill). This includes both fixed and variable pay tied to performance levels. 
 

 Benefits: Programs an employer uses to supplement the cash compensation employees receive. 
These health, income protection, savings and retirement programs provide security. 
 

 Performance Management: The alignment of organizational, team and individual efforts toward the 
achievement of business goals and organizational success. Performance management includes 
establishing expectations, skill demonstration, assessment, feedback and continuous improvement. 
 

 Work-Life Effectiveness: A specific set of organizational practices, policies and programs, plus a 
philosophy that actively supports efforts to help employees succeed. 
 

 Talent Development: Opportunity and tools for employees to advance their skills and competencies 
in both their short- and long-term careers. 

 

Wages 

1. Continue with a Total Rewards Strategy.   Historically, compensation and benefits administration was 

limited to the cost of an employee's salary, the employer versus employee cost for medical coverage, and 

the value of vacation and sick pay for each worker. Expanding these activities gives employers the 

motivation to engage in more creative ways to reward employees. Rewards do not always have to be 

cost of living increases, salary increases for excellent performance and the cost of having employees out 

of the office for sick days or vacations.   

 

2.  Range of step increases:   The majority of our employees are placed within the matrix to see an increase 

of 2% -1% in 2018.  We are recommending an increase of 1% to the matrix to be applied in January of 

2018.  The CPI (Consumer Price Index) as of July 6, 2017 was 1.7%. 

 

Implications – not having an adequate increase in the cost of living adjustment - consistent with market 

trends creates a disconnection between the county and the market.  This may have an adverse effect upon 

hiring in the future, and retention.  This will need monitoring.  Low unemployment in the Chippewa Valley is 

fueling a competitive market.  The current salary index is already falling behind market for the Chippewa 

Valley.  Currently, we have 337 employees who are not at the “market rate” of step 6. 

Employees will receive a 1% cost of living increase on January 1 and their step increase July 1, based on 

adequate performance. 



Benefits 

We have worked diligently to mitigate increased benefit costs for the County and the employee.  We have also 

strived to develop a solution which does not detrimentally affect employee benefits.  The recommendations 

for benefit changes are crafted using information gained from employee town halls and engagement.  The 

changes are responsive to employees - providing value added services. 

 

2018 Benefit Changes- 1.  Offering Critical Illness and Accident Insurance – these are employee paid voluntary 

benefits that offer employees the ability to customize their personal portfolios.  2.  One-on-one benefit 

enrollment meetings with employees and families.  3.  Electronic, on line, one stop shop enrollment into 

benefit programs (versus 7 to 8 different forms we currently use).  4.  Benefit education seminars done by 

Human Resources and Benefits Administrator.  5.  Coordination of forms for leaves of absence, disability, 

return to work, and timecard management. Our goal is to provide our employees with a full and robust benefit 

package, while understanding and managing the expenses related with them.  There are two components of 

managing these expenses: understanding overall market trends and the risk factors associated with our plans.  

Current market data for the Chippewa Valley demonstrates higher health care costs than any other region of 

Wisconsin.  2017 data shows an annual median cost of $17,200 per employee, with an average rate of change 

of 8.3%.  Part of lowering that trend for the County is finding creative solutions to help bend the cost 

curve.  This year through a relationship with our benefit consultant, M3, we will be implementing The 

Difference Card.  The card will help us to contain costs and put us in a position to strongly consider self-funding 

our health insurance in future years.   

Health Insurance 

Our renewal rate with Group Health Cooperative is capped at a 9% increase.   Through the partnership with 

M3 and Human Resources staff, our team is able to introduce a new program (The Difference Card) in 2018 

that will result in savings overall county savings which will be applied in the departmental worksheet.  This 

program also will provide us with the opportunity to build a reserve for future savings.  Fund Balance is applied 

as part of this budget to create the funds for claims payment, and funding for potential liabilities (a risk pool). 

The Difference Card is an innovative product and service platform that allows clients to see immediate savings 

and it also creates a long-term strategy around Health Care’s ever-increasing costs.  It allows clients to keep 

their current health insurance plan, but fund it in a way that creates an opportunity for sustainability and 

additional savings for the organization and plan members.  In addition, it strategically puts clients in a position 

to consider self-funding in the future, as the plan provides an expanded data reporting package. The Difference 

Card has a 94% client retention rate with a track record of saving their clients, on average, 18% to medical 

insurance spend and never saving a client less than 5%.   

The unique funding structure which will be implemented slightly changes the percentage breakout for 

employee versus employer cost for health insurance.  The ratio is 13% employee; and 87% employer.  The 

actual dollar amount employees pay will not change.  This will be re-reviewed after we have solid data around 

the performance of the program.  Premium savings have been accounted for in individual budgets, the savings 

have been reapplied to build claims funding and risk fund. 
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