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DEPARTMENT MISSION 

The Human Resources department supports the organization by hiring, developing, and retaining a high-quality workforce through 
an enhanced and timely recruiting process, a dedication to training, coaching, and mentoring. This helps employees maximize their 
fullest potential and creates a strong and engaged culture based on trust, transparency, compassion & where employees feel 
valued! 

DEPARTMENT BUDGET HIGHLIGHTS 

 Following the implementation of the compensation project, HR experienced an increase of approximately $40,000 in 
salaries from the previously forecasted 2024 salaries.  This was a result of several positions being slightly under market as 
well as the elevation of two key organizational roles in Benefits & Recruitment.  This is viewed as being a nominal 
investment in comparison to the nationally suggested ratio for organizations of having 1.5 HR professionals for every 100 
people.  Given this ratio, Eau Claire County should have an HR team of 9 versus the team of 6 it currently has.  Based on 
this, it’s imperative that we apply any necessary compensation incentives wherever possible to retain them.  

 For the 2025 budget, you will notice a slight decrease in salaries and that is because the HR Benefit Manager position’s 
salary, which is partially funded through the Health Insurance fund, has increased its allocation from a 60% to 75%. 

 Pre-employment costs are expected to be higher than the budgeted $11,798 estimating to come in at $18,202 with over 
50% of that expense ($9,240) coming from the Sheriff’s office psychological evaluation for new Correctional Officers.  
HR is currently reviewing this option with the Sheriff’s office to review more cost-effective alternatives.  

 Professional Services will show a significant increase from the originally budgeted amount of $11,522 with an anticipated 
spend coming in at $21,528.  This budget line is specifically reserved for the cost of utilizing outside Counsel, Von 
Briesen.  This can be a very hard budget line to forecast because it is largely dependent on extenuating circumstances that 
the County may be presented with throughout the year, requiring outside legal counsel.  This year, a large portion of this 
budget was spent on developing a Performance Evaluation process that was specifically for the County Administrator and 
it was felt that outside Counsel needed to be part of the initial set-up. 

 HR had been struggling with one of the vendors with FMLA (Family Medical Leave Act) both in their timeliness and 
accuracy.  After inquiring from other Counties across the state and referencing our SHRM (Society of Human Resources 
Managers) network, we were able to locate a vendor with more robust reporting capabilities, quicker turnaround times, 
increased state and federal law regulation control checks and at a cost savings from our previous vendor ($12,512) down 
to ($9,300).  This will also allow our department to reference an increase in capacity due to the elimination of numerous 
manual entries the former vendor required.  

 In the category of Awards & Recognition, HR is requesting an increase from $3,000 to $20,000 with the difference being 
subsidized through increased process efficiencies and cost savings in other budget line items within the HR Department.  
Through our most recent survey, it was found that employees don’t feel like the current reward and recognition programs 
are effective.  Based on national research the average recognition program should equate to an organization spending $15-
$20 for every year of service.  The County is currently spending an average of $3-5 for every year of service so it’s 
evident that more needs to be done in this category. 

STRATEGIC DIRECTION AND PRIORITY ISSUES 

 Proactive Recruiting- The original budget for advertising was budgeted at $2,500, however, we are looking to double 
that expense to $5,000 in an effort to focus more heavily on “pro-active” recruiting efforts such as SEM (Search Engine 
Marketing), SEO (Search Engine Optimization) and Geofencing.  These are all examples of social media marketing tools 
that help to optimize websites and attract traffic through paid advertising campaigns.  This will be essential to ensuring 
that ECC is working to reduce vacancies through more robust recruiting efforts and capitalize on a market that hasn’t 
been targeted before. 



Human Resources  

Human Resources 

 Leadership Development & Employee Coaching- In early 2024, HR implemented the new Performance Management 
philosophy that focuses on employee development and how to increase engagement through meaningful conversations.  
This new philosophy is supported through a new Performance Management software, Quantum Workplace, that allows 
for self-evaluation, feedback from external partners, goal setting and quarterly check-ins.  It will be important that HR 
continues to support this effort by offering continued training, holding employees and managers accountable for 
completing the required tasks and auditing the results to ensure consistency across the organization. 

 FLSA Exemption Test Project- The Department of Labor announced an increase in salary thresholds for exempt 
employees from $35,568 to $43,888 in July 2024 and another increase to $58,656 in January 2025.  Without the increases 
from the compensation analysis, ECC would have been out of compliance with over 35 positions.  After the analysis, 
ECC was in full compliance with all positions for both planned increases. 

 Pre-Employment Check Compliance & Cost Control- Currently, the County is spending approximately $20,000- 
$30,000 on pre-employment checks including background, drug testing, pre-employment physicals and psychological 
evaluations.  In comparison to other Counties across the state, this is at the top end of spend.  Part of this is a product of 
incorrect job description details that outlined outdated & unnecessary checks and inconsistencies across the different 
categories of work.  With the job description project now being complete, HR is planning on doing an in-depth analysis 
on which checks are required for the position and the county’s potential liability exposure as well as working to 
streamline the process for quicker turnaround times to help expedite the placement process.  Our goal is to reduce overall 
costs by 30%-40% and subsequently reallocating this to the Employee Recognition and Engagement category. 

 Total Employee Reward Strategy- HR will be doing a comprehensive analysis on the full compensation benefit package 
offered to employees including overall benefits, holidays, PTO and other employee value adds such as increasing job 
satisfaction, expanding employee appreciation events and activities and broadening our scope of how we work with 
employees on their individual needs. 

TRENDS AND ISSUES ON THE HORIZON 

 With consumer debt and high interest rates as well as inflation continuing to grow through the end of 2024, it is 
anticipated that many employees will be taking a closer look at their current employment in relation to the rising cost of 
living and heightened need for flexibility.  The County’s investment in the new Performance Management program with 
more regular employee coaching and mentoring will be a crucial element to the County’s success in reducing the impact 
of this trend.  

 By 2025, 60% of organizations are expected to adopt new HR technology that incorporates some element of Artificial 
Intelligence.  Currently, the new Performance Management, Quantum Workplace, has already released enhancements 
within our current contract program that allows AI to help employees and managers with their Goal Setting activities.  

POSITION CHANGES 

 None foreseen 

BUDGET CHANGES: REVENUES  

 None foreseen 

BUDGET CHANGES: EXPENDITURES  

 None 
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KEY ASSUMPTIONS AND POTENTIAL RISKS 

 The limited budget available for employee merit incentive and cost of living increases may cause some employees to start 
looking elsewhere. 

 If employees leave, especially those who have been with the County more than 3 years or 10 years, this will result in 
substantial PTO payouts for the County, so we need to look at more creative ways to spend down PTO balances. 
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6.10% 4.67% 16.00% 6.4%

# of days it takes from requistion to posting

# of days it takes from posting close to interview New Metric for 2024

# of New Hires (Full-time)

New Metric for 2024

New Metric for 2024

New Metric for 2024

New Metric for 2024

New Metric for 2024

Treasurer

Veterans Services

Planning & Development

Recruitment, Selection, and Retention
This program involves recruitment and selection functions designed to identify and secure the best quality candidates to fill 
vacant positions.  HR promotes open competition, provides equal employment opportunity, and ensures non-discrimination to 
facilitate fair and equitable representation of all persons in the county.

OUTPUTS

Total # of Applications Received

# of New Hires (Casual, Temporary or Seasonal)

Total # of Interviews Completed

# of New Hires (Part-time) Less than .5 FTE

New Metric for 2024

CJS New Metric for 2024

New Metric for 2024

Number of Declined Offers 

Average number of days positions remain vacant

Administration

ADRC

Airport

# of days it takes from offer to background

New Metric for 2024

New Metric for 2024

New Metric for 2024

New Metric for 2024

Turnover Rate per Department

New Metric for 2024

New Metric for 2024

Clerk of Courts

Human Resources

Parks & Forest

*YTD indicates Jan-Jun Results

Human Services

IS

District Attorney

Facilities

Finance

Highway

New Metric for 2024

New Metric for 2024

Corporation Counsel/Child Support

New Metric for 2024

County Clerk

New Metric for 2024

New Metric for 2024

Circuit Courts

New Metric for 2024

Register of Deeds

New Metric for 2024

New Metric for 2024

New Metric for 2024

New Metric for 2024

New Metric for 2024

Register in Probate

Sheriff

Turnover Rate for the entire County

New Metric for 2024

New Metric for 2024
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Benchmark 2021 2022 2023 YTD* 2024

5.4%

6.5%

684

7.00

47

2021 2022 2023 YTD* 2024

5

64 3

0 265

618

618

% of declined offers for the year (measures 
competitivesness of offer)

Average Years of Service at the County

*YTD indicates Jan-Jun Results

Records Management and Classification

OUTPUTS

New Metric for 2024

New Metric for 2024

New Metric for 2024

New Metric for 2024

Total # of Active Employees

Average Age of Workforce at the County

This program consists of the activities that are involved in maintaining the compensation system, including job description and 
job classification methods and systems, designed to provide a means for correct wage placement and categorization.  In 
addition, the program involves the work that goes into record keeping and personnel data management to ensure compliance 
with local, state, and federal requirements.

Number of Employee Final Performance Evaluations completed

Recruitment, Selection, and Retention

OUTCOMES

% ratio of applicants to posting (measures applicant draw)

*YTD indicates Jan-Jun Results

Number of Job Descriptions Reviewed New Metric for 2023

Number of Employee Self Evaluations completed New Metric for 2024

New Metric for 2024

Number of Jobs Reclassified New Metric for 2023

New Metric for 2024

Number of "New" positions approved for the year New Metric for 2024
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2021 2022 2023 YTD* 2024

TRAINING & DEVELOPMENT

7

0

13

55

BENEFITS

NA -34 -9 8

NA 74% 65% 67%

NA 53.7% 49.5% 52.0%

100.9%
WEA Not 
Available

89.9% 88.7%

FMLA/POLICIES

66 114 130 103

122

11,735 15,662 13,212 7,076

7 0 0 6

ENGAGEMENT

14

112

7

0 0 0 0

Number of Employee Strengthening Plans issues

Number of Manager Strengthening Plans issued

*YTD indicates Jan-Jun Results

Support & Development
This program involves the work that goes into maintaining employer-employee relationships that contribute to satisfactory 
employee productivity, motivation and morale. The Support and Development program includes employee relations activities 
that focus on preventing and resolving problems involving employees that arise out of or affect work situations.  In addition, 
this program functions to develop and provide training and development opportunities.

OUTPUTS

Total Number of Corrective Action Plans issued

Total Number of HR Facilitated Trainings conducted

Net Promoter Score (NPS)- national market research scale used to 
measure employee's loyalty by looking at their likelihood of 
recommending ECC as an employer.  (Criteria is -100 (absolutely not 
recommend) to +100 (absolutely recommend)

MLR (Medical Loss Ratio)- number used by health insurance 
companies to determine the cost they pay out for claims.  For large 
employers (500+), the goal is 85%.  Anthing above will result in an 
increase for that organization's annual premium

Number of FMLA requests

Average length of leave request

New Metric for 2024

New Metric for 2024

New Metric for 2024

# of stay interviews completed

# of committee approved policies & procedures developed/revised

New Metric for 2024

New Metric for 2024

New Metric for 2024

New Metric for 2024

# of engagement events/activities/acknowledgments completed

# of work anniversaries acknowledged

# of employee recognitions/shout outs

% of new hires that enrolled in health insurance

% of employees who have particiapted in EAP services

Total number of hours for FMLA used

New Metric for 2024
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Overview of Revenues and Expenditures

2023 2024 2024 2025 2025 %
Revenues

Actual
Adjusted 
Budget

Estimate Request
Recom- 
mended

Change

01-County Funding $585,844 $662,626 $662,626 $694,800 $669,242 1%

Total Revenues: $585,844 $662,626 $662,626 $694,800 $669,242 1%

2023 2024 2024 2025 2025 %
Expenditures

Actual
Adjusted 
Budget

Estimate Request
Recom- 
mended

Change

01-Regular Wages $331,432 $423,958 $469,332 $451,745 $447,297 6%

02-OT Wages - - - - -  

03-Payroll Benefits $125,121 $167,724 $165,733 $161,681 $142,571 -15%

04-Contracted Services $39,170 $25,167 $35,720 $32,478 $32,478 29%

05-Supplies & Expenses $41,806 $39,422 $24,178 $25,396 $33,396 -15%

09-Equipment $4,199 $3,355 $3,355 $3,500 $3,500 4%

10-Grants, Contributions, Other $2,314 $3,000 $3,000 $20,000 $10,000 233%

Total Expenditures: $544,042 $662,626 $701,318 $694,800 $669,242 1%

Net Surplus/(Deficit)- Human 
Resources

$41,802 $0 ($38,692) $0 $0
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Budget Analysis

2024 
Adjusted 
Budget

Cost to 
Continue 

Operations in 
2025

2025 
Requested 

Budget

01-County Funding $662,626 $32,174 $694,800

Total Revenues $662,626 $32,174 $694,800

01-Regular Wages $423,958 $27,787 $451,745

02-OT Wages - - -

03-Payroll Benefits $167,724 ($6,043) $161,681

04-Contracted Services $25,167 $7,311 $32,478

05-Supplies & Expenses $39,422 ($14,026) $25,396

09-Equipment $3,355 $145 $3,500

10-Grants, Contributions, Other $3,000 $17,000 $20,000

Total Expenditures $662,626 $32,174 $694,800
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Revenue Assumptions

2023 2024 2024 2025 2025

Revenue Source Actual Budget Estimate Request
Recom- 
mended

Assumptions
Confidence 

Level %

County Tax Levy 585,844 662,626 662,626 694,800 669,242 County funding request 100%

TOTAL $585,844 $662,626 $662,626 $694,800 $669,242
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Contracted Services Summary

2023 2024 2024 2025 2025

Expenditure Type Actual Budget Estimate Request
Recom- 
mended

Professional Services 28,232 11,522 21,528 21,528 21,528

Utility Services 1,979 1,680 1,680 1,650 1,650

Repairs And Maintenance - - - - -

Other Contracted Services 8,958 11,965 12,512 9,300 9,300

Total $39,170 $25,167 $35,720 $32,478 $32,478
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Contracted Services Detail

2023 2024 2024 2025 2025

Expenditure Actual Budget Estimate Request
Recom- 
mended

Description
Expenditure 

Type

Support/Customer Service 
Contract

58 - - - - None
Other Contracted 
Services

Support/Counsel 28,232 11,522 21,528 21,528 21,528 Outside Counsel- Von Briesen
Professional 
Services

Recruitment/ Telephone 1,680 1,680 1,680 1,650 1,650 Office Telephone Utility Services

Recruitment/ Cellular 
Phone

299 - - - - Cellular Phone Utility Services

Support/Fmla 8,900 11,965 12,512 9,300 9,300 FMLA Processing Platform
Other Contracted 
Services

TOTAL $39,170 $25,167 $35,720 $32,478 $32,478

Human Resources
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