
 
 
 

 
CITY OF NEWPORT 

REGULAR COUNCIL MEETING 
NEWPORT CITY HALL 

MARCH 5, 2015 – 5:30 P.M. 
 
MAYOR: Tim Geraghty   City Administrator:  Deb Hill          
COUNCIL:   Tom Ingemann       Supt. of Public Works:  Bruce Hanson 
                   Bill Sumner    Chief of Police:  Curt Montgomery 
          Tracy Rahm   Fire Chief:  Steven Wiley 
                   Dan Lund             Executive Analyst: Renee Eisenbeisz 
  

AGENDA 
          
1.  CALL TO ORDER  
 
2.  PLEDGE OF ALLEGIANCE 
 
3.  ROLL CALL 
 
4.  ADOPT AGENDA 
 
5. ADOPT CONSENT AGENDA – All items listed under this section are considered routine and non-

controversial by the Council and will be approved by a single motion. An item may be removed from the 
consent agenda and discussed if a Council member, staff member, or citizen so requests.  
A. Minutes of the February 19, 2015 Regular City Council Meeting  
B. Minutes of the February 19, 2015 Workshop Meeting 
C. List of Bills in the Amount of $88,648.99 
D. Personnel Policy Amendments 
E. Snow Plowing Policy 

 
6. VISITORS PRESENTATIONS/PETITIONS/CORRESPONDENCE 

 
7. MAYOR’S REPORT 
 
8. COUNCIL REPORTS 

 
9. ADMINISTRATOR’S REPORT 

A. Pay Study 
 

10. ATTORNEY’S REPORT 
 

11. POLICE CHIEF’S REPORT 
A. Year-End Report 

 
12. FIRE CHIEF’S REPORT 
 
13. ENGINEER’S REPORT  

A. SCADA Improvements 
 



Agenda for 03-05-15 
14. SUPERINTENDENT OF PUBLIC WORKS REPORT 

 
15. NEW / OLD BUSINESS 

 
16. ADJOURNMENT 
 
Upcoming Meetings and Events: 

1. Planning Commission Meeting   March 12, 2015  6:00 p.m. 
2. Heritage Preservation Commission Meeting March 18, 2015  5:30 p.m. 
3. City Council Meeting    March 19, 2015  5:30 p.m. 
4. Library Advisory Committee Meeting  March 25, 2015  5:30 p.m. 
5. Park Board Meeting     March 26, 2015  7:00 p.m. 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 



 

 
 
 

City of Newport 
City Council Minutes 

February 19, 2015 
                 
1.  CALL TO ORDER 
Mayor Geraghty called the meeting to order at 5:30 P.M.  
 
2. PLEDGE OF ALLEGIANCE  
 
3.  ROLL CALL -        
Council Present – Tim Geraghty; Tom Ingemann; Bill Sumner; Tracy Rahm; Dan Lund 
 
Council Absent –  
              
Staff Present – Deb Hill, City Administrator; Bruce Hanson, Supt. of Public Works; Steve Wiley, Fire Chief; 
Renee Eisenbeisz, Executive Analyst; Fritz Knaak, City Attorney; Jon Herdegen, City Engineer; 
 
Staff Absent – Curt Montgomery, Police Chief; 
                                 
4.  ADOPT AGENDA 
Mayor Geraghty - I'd like to move the Engineer's Report to right after the Council Reports. 
 
Motion by Rahm, seconded by Sumner, to adopt the Agenda as amended.  With 5 Ayes, 0 Nays, the motion 
carried. 
 
5.  ADOPT CONSENT AGENDA 
Councilman Lund - I'd like to remove the list of bills. 
 
Motion by Ingemann,  seconded by Sumner, to approve the Consent Agenda as amended, which includes 
the following items: 

A. Minutes of the February 5, 2015 Regular City Council Meeting  
B. Minutes of the February 5, 2015 Workshop Meeting 
D. Resolution No. 2015-2 - Approving a Premise Permit for Climb Theatre to Operate at Opinion Brewing 

Company 
With 5 Ayes, 0 Nays, the motion carried. 
 
C. List of Bills in the Amount of $118,930.05 
 
Councilman Rahm - Where did you go? 
 
Councilman Lund - I went to the newly elected officials training. 
 
Motion by Geraghty, seconded by Rahm, to approve the mileage reimbursement to Dan Lund in the 
amount of $71.30. With 4 Ayes, 0 Nays, Lund Abstaining, the motion carried. 
 
Motion by Geraghty, seconded by Sumner, to approve the list of bills minus the mileage reimbursement to 
Dan Lund in the amount of $118,858.75. With 5 Ayes, 0 Nays, the motion carried. 
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6.  VISITORS PRESENTATIONS/PETITIONS/CORRESPONDENCE   
A. South Washington Watershed District Update 
Matt Moore, Administrator of the South Washington Watershed District, was present to provide updates on 
several activities for 2014 and 2015. Some of the accomplishments of the Watershed for 2014 are: the first phase 
of the overflow project was completed and work has begun on phases two through five; t helped Public Works 
with the MS4 inspections; continue to support the study for the Red Rock Gateway area, continue to provide legal 
assistance for the acquisition of properties on the levee; and the City has joined the education program. Residents 
that are interested in doing water quality projects on their property in 2015 should contact the Watershed District 
for assistance. For 2015, the Watershed will be working on updating their plan. It will take about 18 months to 
complete.  
 
Councilman Sumner - Could you talk a little about the citizen water quality projects? 
 
Mr. Moore - Yes, it's looking at what residents can do on their own property to make a difference in water quality 
like rain gardens, disconnecting drains from impervious areas, things like that. 
  
Councilman Sumner - There's funding available? 
 
Mr. Moore - Yes, it's a cost-share funding program. We can provide technical assistance upfront and then we pay 
a share of the project based on the pollutant reduction. We typically get to about 50% of the project. We pay 
$5,000 per pound of phosphorus. These projects don't take up a lot of phosphorus. We're looking at $2,500 
projects like small rain gardens.  
 
Councilman Sumner - Can this be put on our website? 
 
Mr. Moore - We can provide a link to you. 
 
Councilman Rahm - Thanks for providing this information. Could you provide pictures next time you come do 
this? It helps a lot in visualizing what's going on. 
 
Mr. Moore - Yes, we can send a link to our annual report that as pictures. 
 
Paul Hansen, 1925 10th Avenue - I've lived in Newport for 13 years and am somewhat disturbed, as is the 
community, with some of the problems that the City is being confronted with. Namely, a lawsuit, a $900,000 fine, 
and police misconduct. Part of the organizations that I belong to monitor not only Newport but other cities. 
Crystal has been experiencing some mega problems that all started with police misconduct. This episode evolved 
into one of the most substantial, successful lawsuits they have ever had. It's been discovered that there have been 
as many as 10 violations of the open meeting law related to the misconduct of the police officers, also IPAD 
requests that have been ignored. The Policy Division Commissioner has ruled these violations are substantiated. 
There are consequences in place, $300 fine per incident and exile from the political post. Police misconduct is 
rampant in our country. Grand jury moderators are under suspicion as well. My understanding of recent discipline 
of David Crist is that the discipline need not be carried out to be considered final disposition. I personally have 
witnessed cases in the appellate court where they have been substantiated. The city is held responsible for attorney 
fees, also the strong possibility of a large fine and the mistrust of the community. I would like to know if the City 
has a matrix in place for police misconduct, the levels of misconduct, and the corresponding resolve. I am 
formally requesting an IPAD request to our City Administrator. Misconduct problems and a $44,000 squad car 
expenditure would not exist if the Washington County Sheriff's Office did our policing.  
 
7.  MAYOR’S REPORT – Nothing to report. 
 
8.  COUNCIL REPORTS –  
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Councilman Rahm - Nothing to report. 
 
Councilman Ingemann - The Planning Commission met last week at a workshop with the new members. It went 
really well.  
 
Councilman Sumner - Nothing to report. 
 
Councilman Lund - Nothing to report. 
 
13. ENGINEER’S REPORT – 
 
Councilman Rahm - Is there anything that's left over from the work that was done last year that needs to be done 
this spring? 
 
Engineer Herdegen - There will most likely be some cracks and curbing that will need to be replaced. Generally, 
it'll only be repair work.  
 
Councilman Sumner - We recently had a watermain break on Ford Road, is that related to the work that was 
done? 
 
Supt. Hanson - Just part of the winter worries. 
 
9.  ADMINISTRATOR’S REPORT – Nothing to report 
 
10. ATTORNEY’S REPORT - Nothing to report 
 
11. POLICE CHIEF’S REPORT - Nothing to report 
 
12. FIRE CHIEF’S REPORT – Nothing to report 
 
14. SUPERINTENDENT OF PUBLIC WORKS REPORT -  
A. Resolution No. 2015-3 - Authorizing the Purchase of a 2015 Zero Turn Mower from the City's 
Equipment Capital Improvement Fund 
 
Councilman Rahm - Was it under or over budget? 
 
Supt. Hanson - It's about $925 over budget. The trade didn't come in at what I thought it would. 
 
Admin. Hill - A number of the purchases in the CIP have been under budget.  
 
Councilman Sumner - We're replacing it because it's starting to fail? 
 
Supt. Hanson - We replace it on a 10-year program and this is 11 years now. We've had several issues with it.  
 
Councilman Sumner - How many hours per year do we run them? Do we have an hour meter on it? 
 
Supt. Hanson - No. We look at the number of years. A 10 year run on a mower is as long as you want to go. This 
will give us three identical mowers. 
 
Motion by Ingemann, seconded by Rahm, to approve Resolution No. 2015-3 authorizing the purchase of a 
2015 zero turn mower. With 5 Ayes, 0 Nays, the motion carried.  
 
15. NEW/OLD BUSINESS   



Page 4 of 4 
City Council Minutes of 02-19-15 
 
Mayor Geraghty - We'll be conducting a workshop after the meeting here. 
 
16.  ADJOURNMENT 
Motion by Geraghty, seconded by Ingemann, to adjourn the regular Council Meeting at 5:49 P.M. With 5 
Ayes, 0 Nays, the motion carried. 
 
 
           Signed: _____________________________ 
                       Tim Geraghty, Mayor 
Respectfully Submitted, 
 
 
Renee Eisenbeisz 
Executive Analyst 
 





















 

 

 

 
City of Newport 

City Council Workshop Meeting Minutes 
February 19, 2015 

                 
1.  ROLL CALL -  
Council Present – Tim Geraghty, Tom Ingemann, Bill Sumner, Tracy Rahm, Dan Lund 
 
Council Absent –  
              
Staff Present – Deb Hill, City Administrator; Renee Eisenbeisz, Executive Analyst; Fritz Knaak, City Attorney; 
 
Staff Absent - Bruce Hanson, Superintendent of Public Works; Curt Montgomery, Police Chief; Steve Wiley, Fire Chief;  
                                            
2. DISCUSSION REGARDING PAY STUDY 
 
Councilman Ingemann - My thought is that this is a compensation study not an equity study. 
 
Admin. Hill - You're correct. This idea first came up when we were going through negotiations with the unions. The city 
I worked for up north had one done and it clarified quite a bit. It's not a pay equity study, that just came along that we do 
possibly have some inequities within the City. This is purely a compensation study to figure out where the City wants to 
be in regards to compensation. 
 
Councilman Ingemann - We are generous with benefits right now and that needs to be figured in. I know there's two 
different studies, one is equity and one is compensation. 
 
Admin. Hill - I agree. The compensation study would take a look at the equity and address it within that by default. I've 
been an advocate for having the study done and see a lot of merit to it because we haven't had one done in some time. I 
know there's differences of opinion on this and whether or not we should do it now or later or not at all. We need to clarify 
where we're going on this. 
 
Councilman Rahm - When the lady came to give her presentation, the only thing I thought that didn't go well was that 
she eluded to that there were inequities and I took offense to that and it got in the paper. I don't think it's true. I thought 
there was some value in what she had to offer in doing the job descriptions because those haven't been updated in a long 
time. I'm a little concerned that she jumped to that conclusion. She should have said that she needed to reserve judgment 
until she saw the data. 
 
Councilman Lund - We need to be more careful with this. She was going to change the pay equity standard from the 
State standard to her standard. If we're going to change from the State standard which is the most commonly used standard 
there should be a reason it's not appropriate for us and there should be a reason that the new standard is appropriate for us. 
Absent that discussion, we need to stay with the State standard. 
 
Councilman Rahm - My concern is that that cooled me on her. I wouldn't mind doing a compensation study but I want to 
hire a different company that I think will be less biased. She can do the job descriptions.  
 
Admin. Hill - Springsted is the gold standard for compensation studies. I've heard that from too many to doubt that. They 
had asked for the pay equity reports for the last couple years and she said that there were a few questions on inequities and 
I agreed with that because that's what the last couple of reports said. That's why that was brought up. I think they do an 
upscale job of pay studies. I experienced one that they did in Cloquet. 
 

5.B
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Councilman Lund - I think it's fine for you to handle finding the best study. Having us vote on an issue where we're 
endorsing a new pay equity formula is concerning if the differences between the formulas is not discussed. I don't have a 
problem with the compensation study. I have a problem with the Council being asked to vote on endorsing a new pay 
equity standard different than the State formula. That's what they had in there and how the law works. You can use the 
State formula, a third-party formula, your own formula, or another city's formula. If we endorse a formula and don't like 
the results then that looks bad. If we're going to switch, we need a good reason for it. 
 
Admin. Hill - I'd like input on the point system we have. Are the points correct? Some of the jobs are very clear. Public 
Works gets a little hairy because our guys do everything and same with Administration. It's hard to judge in the State 
standard. That's where they judge the equity of what you pay them versus their points. 
 
Councilman Lund - They were going to use a different formula. 
 
Admin. Hill - That won't change our equity reports. 
 
Councilman Lund - If we endorse her standard and don't like the results it's too late. 
 
Executive Analyst Eisenbeisz - We still need to use the State system to report. 
 
Admin. Hill - There's a couple of different point systems. 
 
Councilman Lund - The law says that we can pick which formula we use and I don't want to pick hers unless there's a 
good reason for it. 
 
Admin. Hill - What we're really looking for is a compensation study. 
 
Councilman Lund - That sounds fine. 
 
Mayor Geraghty - We might want to get other proposals. 
 
Councilman Rahm - I just have that question in mind. 
 
Admin. Hill - I've contacted another group but haven't gotten something in writing.  
 
Councilman Lund - If you say she's the best and she can use the State standard or not do the pay equity part I think that 
would be better. I'd like to see why hers is better. 
 
Councilman Rahm - She came up with conclusions before having any data and that's concerning to me. 
 
Admin. Hill - There were some red flags and it looked like there were some issues. 
 
Councilman Rahm - I'm ok with a compensation study at this time, it's just who do you want to do it from. 
 
Attorney Knaak - I know one other city has put out an RFP for a compensation study in the latest LMC publication. That 
is an avenue that you could go down. If I could respond a little bit to what Councilman Lund is saying, somewhere in the 
back of your mind you're wondering if changing standards could result in some liability and the answer is yes. While 
there's no harm in doing it, once you do it, anything that's found can and is used against you if there's subsequent 
litigation. I see that in 1992, I gave the comparable worth law in length. You do one of these things and you are stuck. The 
path of least resistance that most cities have taken is the State standard. It's the safe harbor that everyone has. If someone 
is proposing a different standard, there might be justifications for doing it but once you adopt it, you are held to it.  
 
Admin. Hill - I'm just looking for some direction on whether or not this goes on an agenda or wait until next year. 
 
Councilman Sumner - I saw in the example that they evaluated multiple cities. Are we forced to just use cities or can we 
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look at the private sector too? 
 
Attorney Knaak - The closer you get to your own circumstances the better meaning that other cities will be more likely 
to have similar positions. It depends on the nature and function of the job being studied. 
 
Councilman Sumner - I think certain jobs have both private and public comparables and I would hate for us not to take 
that into consideration. 
 
Admin. Hill - I think that was part of it. 
 
Councilman Lund - It might be difficult to compare benefits regarding retention and pensions.  
 
Councilman Rahm - When you talk about different cities, there are different sizes. We're a $3 million city. I don't want 
to be below the curve, I don't think we can afford the top end either. There's a size thing that we can afford and we have to 
stay within those limits. 
 
Admin. Hill - They take our budget into account.  
 
Councilman Rahm - I plugged into the City Administrator, Police Chief, and Public Works Supt. on payscale.com and it 
came up with salary ranges.  
 
Mayor Geraghty - I would think the League has a ton of information on this. 
 
Councilman Sumner - Yes, and it's public information so we could do at least 50% of this ourselves.  
 
Mayor Geraghty - I think we want to have a third party do it.  
 
Councilman Rahm - I think there's value in that but I'm concerned with her because she seems biased.  
 
Councilman Sumner - It's $8,000 to assemble information that is out there. 
 
Councilman Rahm - I liked that she was going to update our job descriptions. If I could, I'd have her do the job 
descriptions and someone else do the compensation study. 
 
Mayor Geraghty - The employee should do that. 
 
Councilman Rahm - I agree but sometimes you get behind and they'll be able to update them. 
 
Mayor Geraghty - The other cities, are they advertising for an RFP for a compensation study? 
 
Attorney Knaak - I believe so. 
 
Admin. Hill - Is that a route you want to go?  
 
Mayor Geraghty - I think we're in agreement that we want to proceed, the question is if we want to bid it out. I assume 
Springsted will still come in at $8,000. 
 
Admin. Hill - I called a couple and will be receiving a second quote next week.  
 
Councilman Rahm - I think we have a pretty good idea of what Springsted provides.  
 
Mayor Geraghty - Put it on a future agenda and we'll discuss it and vote on if we want to do a RFP or move forward. 
 
Councilman Sumner - Is there a cost to advertising a RFP with the League? 



Page 4 of 4 
City Council Minutes of 02-19-15 
 
Admin. Hill - I don't know. 
 
Mayor Geraghty - I'd like to see the specs on the RFP and we could always pick six companies and send it to them.  
 
Admin. Hill - Do you want more quotes? 
 
Mayor Geraghty - No, I'd like it on the agenda to vote on.  
 
Councilman Rahm - Deb could have done this with her spending authority but she brought it to the Council and we've 
dilly-dallied about it. I'm glad you brought it to us because it's an issue we should know about. 
 
Admin. Hill - I wanted your opinion on it.  
 
3. DISCUSSION REGARDING STRATEGIC PLAN 
 
Admin. Hill - I have some dates from Dave for the Strategic Plan review. I have April 6, 7, 9, 14, or 15.  
 
Councilman Rahm - Any time works for me. 
 
Councilman Ingemann - I'm open.  
 
Councilman Sumner - I might be out of town and might know by the next meeting. 
 
Mayor Geraghty - I'm open. 
 
Councilman Lund - I'm open. 
 
Admin. Hill - Ok, we'll get it on the schedule by the next meeting. If there's anything you want to discuss specifically, 
please let me know. 
 
4. DISCUSSION REGARDING SOLID WASTE MANAGEMENT ORDINANCE AMENDMENTS 
 
Executive Analyst Eisenbeisz presented on this as outlined in the February 19, 2015 workshop packet. The City Council 
does not want to move forward with the amendments. 
 
5. ADJOURNMENT  
 
           Signed: _____________________________ 
            Tim Geraghty, Mayor 
 
Respectfully Submitted, 
 
 
 
Renee Eisenbeisz 
Executive Analyst 



Reucrring
Paid Chk#  000418E FEDERAL TAXES 2/18/2015 $9,450.12 SS, Med. & Federal
Paid Chk#  000419E MN REVENUE 2/18/2015 $1,944.88 State taxes
Paid Chk#  000420E MSRS 2/18/2015 $2,781.33 MSRS HCSP & Vol. Retirement
Paid Chk#  000421E SELECTACCOUNT 2/18/2015 $956.76 HSPA
Paid Chk#  000422E DELTA DENTAL OF MN 3/2/2015 $1,318.06 Dental insurance
Paid Chk#  017235 ASSURANT EMPLOYEE BENEFITS 2/19/2015 $655.45
Paid Chk#  017236 ING LIFE INSURANCE & ANNUITY 2/19/2015 $150.00
Paid Chk#  017237 LAW ENFORCEMENT LABOR SERVICES 2/19/2015 $282.00
Paid Chk#  017238 LEAF 2/19/2015 $580.49 Copier/printer
Paid Chk#  017239 NEWPORT FIRE RELIEF ASSOC. 2/19/2015 $101.00 Fire relief amended amount 
Paid Chk#  017240 PERA 2/19/2015 $9,258.70
Paid Chk#  017241 XCEL ENERGY 2/19/2015 $8,412.61
Paid Chk#  017242 MATT YOKIEL 2/19/2015 $24.22 Mileage reimbursement
Paid Chk#  017243 Jeremy Brodin 2/26/2015 $10.00 Cost of course
Paid Chk#  017244 NCPERS MINNESOTA 2/26/2015 $64.00
Paid Chk#  017245 VERIZON 2/26/2015 $370.98
Paid Chk#  017246 XCEL ENERGY 2/26/2015 $1,460.72
Paid Chk#  017273 Holstad & Knaak, PLC 3/2/2015 $5,200.00
Paid Chk#  017274 TENNIS SANITATION LLC 3/2/2015 $20.80 PW building & city hall garbag

Staff $30,574.45
Non-Recurring
Paid Chk#  017247 ANCOM TECHNICAL CENTER 3/5/2015 $43.00 Pager charger
Paid Chk#  017248 ATOMIC-COLO, LLC 3/5/2015 $25.00
Paid Chk#  017249 BRUCE NELSON PLUMBING & HEATIN 3/5/2015 $789.54 Well 1 repair
Paid Chk#  017250 CITY OF MINNEAPOLIS 3/5/2015 $204.00 Police user access fee
Paid Chk#  017251 CITY OF WOODBURY 3/5/2015 $2,009.38 Special response team
Paid Chk#  017252 CONNELLY INDUSTRIAL ELECTRONIC 3/5/2015 $413.35 Lift station #4 repair
Paid Chk#  017253 DELL Marketing L.P. 3/5/2015 $880.84 Computer for police department
Paid Chk#  017254 DIETRICH ELECTRIC, INC 3/5/2015 $268.95 Elecrical inspections
Paid Chk#  017255 EDS TROPHIES INC 3/5/2015 $17.00 Plates and picture plaque
Paid Chk#  017256 EHLERS 3/5/2015 $1,025.00 Presentations and updates
Paid Chk#  017257 EMERGENCY AUTOMOTIVE TECH. 3/5/2015 $151.24 PD repairs
Paid Chk#  017258 EMERGENCY AUTOMOTIVE TECH. 3/5/2015 $85.00 Video camera repair
Paid Chk#  017259 FIRE SAFETY USA, INC. 3/5/2015 $615.00 Helmets and face shields
Paid Chk#  017260 FIRST IMPRESSION GROUP 3/5/2015 $909.00 Spring newsletter
Paid Chk#  017261 FIRSTLAB 3/5/2015 $303.95 Annual fee and drug test
Paid Chk#  017262 GLOBE PRINTING & OFFICE SUPPLY 3/5/2015 $69.00 Address labels
Paid Chk#  017263 HAWKINS 3/5/2015 $10.00 Chlorine cylinder
Paid Chk#  017264 MINNESOTA DEPARTMENT OF HEALTH 3/5/2015 $1,508.00 Water supply service connectio
Paid Chk#  017265 MN STATE FIRE DEPT. ASSOC. 3/5/2015 $170.00 Annual dues
Paid Chk#  017266 NORTHLAND TRUST SERVICES, INC 3/5/2015 $2,560.00 2010A GO Bonds
Paid Chk#  017267 SHERWIN WILLIAMS CO. 3/5/2015 $216.27 Fire Hall #1
Paid Chk#  017268 SOUTH SUBURBAN RENTAL, INC. 3/5/2015 $49.68 Fire Hall #1
Paid Chk#  017269 ST. PAUL PARK REFINING CO. LLC 3/5/2015 $2,139.97
Paid Chk#  017270 STAR TRIBUNE 3/5/2015 $299.00 Newspaper subscription
Paid Chk#  017271 TBS OFFICE AUTOMATIONS 3/5/2015 $266.74 Printer support contract
Paid Chk#  017272 UPS 3/5/2015 $3.51 Inbound collect fees

$88,648.99
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MEMO 
TO: Mayor and City Council 
 Deb Hill, City Administrator   
 
FROM: Renee Eisenbeisz, Executive Analyst 
 
DATE: February 25, 2015 
 
SUBJECT: Employee Personnel Policy - Amending Donated Sick Leave Policy 
 
 
BACKGROUND 
Recently, staff reviewed the donated sick leave policy in the Employee Personnel Policy and found that it needed 
to be updated to include general information and procedures as well as increase the amount of hours that an 
employee can donate. Please find attached a red-lined version of the donated sick leave policy for approval.  
Please find attached a red-lined version of the Employee Personnel Policy for approval.  
 
DISCUSSION 
City staff reviewed sample policies from other cities and found that several items needed to be amended in the 
donated sick leave policy. Below is a summary of those items: 
 

• Donated Sick Leave - Language was added to allow employees experiencing an injury or impairment, as 
well as a life threatening disease, to receive donated sick leave. Language was also added to define 
immediate family members. This definition is already in the Personnel Policy under funeral leave. 

• Employee Eligibility - The following language was added: 
o Full-time employees may receive donated sick leave 
o An employee receiving Workers' Compensation or Long-Term Disabilty benefits cannot receive 

donated sick leave 
o An employee may only receive donations one time per a 12 month period 
o Employees who have been warned or disciplined for abusing sick leave will not receive donated sick 

leave 
o Abuse is not tolerated 

• Donor Eligibility - The following language was added or amended: 
o Full-time employees may donate sick leave 
o The amount an employee can donate was increased from 2 days or 20 hours to 4 days or 40 hours. 

This was the average among the cities that staff reviewed. 
o Employees must have a minimum balance of 80 hours of sick leave after donating 

• General Information/Procedure - All of the language under this section was added and is similar to 
how other cities conduct donated sick leave. Additionally, the League of MN Cities recommended that 
this section be added.  
 

RECOMMENDATION 
It is recommended that the City Council approve the amendments as presented. 
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Neither the City nor the insurance carrier will be liable for the payment of workers’ compensation benefits for 
injuries that occur during an employee’s voluntary participation in any off-duty recreational, social, or athletic 
activity sponsored by the City.   
 
Benefits Continuation (COBRA) 
The Federal Consolidated Omnibus Budget Reconciliation Act (COBRA) gives employees and their qualified 
beneficiaries the opportunity to continue health insurance coverage under the City’s health plan when a 
“qualifying event” would normally result in the loss of eligibility.  Some common qualifying events are 
resignation, termination of employment, death of an employee, a reduction in an employee’s hours or a leave of 
absence, an employee’s divorce or legal separation, and a dependent child no longer meeting eligibility 
requirements, and other life events. 
 
Under COBRA, the employee or beneficiary pays the full cost of coverage at the City’s group rates, plus an 
administration fee.  The City provides each eligible employee with a written notice describing rights granted 
under COBRA when the employee becomes eligible for coverage under the City’s health insurance plan, 
including information about the employee’s rights and obligations.   
 
The length of continuation depends on the qualifying event that applies to the employee’s loss of coverage.  
COBRA beneficiaries generally are eligible for group coverage during a maximum of eighteen (18) months for 
qualifying events due to employment termination or reduction of hours of work. Certain qualifying events, or a 
second qualifying event during the initial period of coverage, may permit a beneficiary to receive a maximum of 
36 months of coverage.  COBRA beneficiaries generally are eligible for group coverage during a maximum of 
thirty six (36) months if an individual is not an employee, but is: a separated or divorced spouse or child of a City 
employee, a surviving spouse or child of a deceased City employee, a child of a City employee, and is no longer 
an eligible dependent as defined in the City insurance plan, or a dependent who loses dependent coverage when 
the City employee becomes enrolled in Medicare benefits.  Employees that are eligible to receive PERA are 
allowed to continue health and dental insurance under COBRA indefinitely.  
 
An employee’s right to continuation coverage will immediately cease if the employee fails to pay the required 
premium due.  Plan eligibility will cease if: an employee becomes covered under another group plan as a result of 
employment, reemployment, marriage, or remarriage; an employee, an employee’s spouse, or an employee’s 
dependent children become enrolled in Medicare, in which case coverage ceases for each individual so covered; 
or all City insurance plans under this policy are terminated.   
 
If an employee decides to continue group coverage, the employee must complete an election form and return it to 
the address shown on the election form within sixty (60) days of the later of the dates identified below, or the 
employee loses the employee’s right to elect coverage: 
 

a. The date coverage is scheduled to stop; or 
b. The date the election packet is mailed. 

 
Deferred Compensation    
Regular full-time employees will be eligible to participate in the deferred compensation plan.  Deferred 
Compensation is a program that allows employees to save and invest for retirement, deferring federal and state 
income taxes until the employee’s assets are withdrawn.   
 
Donated Medical Sick Leave    
With the approval of the City Administrator, City employees having accrued sick leave will be allowed to donate 
a portion of such accrued sick leave to fellow employees experiencing a major life threatening disease, injury or 
condition impairment suffered by the employee or the employee’s minor childimmediate family.  A major life 
threatening disease or condition shall include, but not be limited to a heart attack, stroke, organ transplant, cancer, 
or life threatening illness, injury or condition impairment as defined by a physician’s diagnosis. The City defines 
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an "immediate family member" as a spouse, child, step-child, mother, father, sister, brother, or grandparent of the 
employee or employee's spouse.   
 
Employee Eligibility: 
 

• All full-time employees may receive donated sick leave   
• An employee is only eligible to receive donated medicalsick leave for time lost from work due to a major 

life threatening disease, injury or conditionimpairment as described above, equal to the number of hours 
of time which the employee would lose from his or her job due to the major life threatening disease, 
injury or conditionimpairment.   

• An employee will be eligible to receive donated medicalsick leave only after the employee has exhausted 
all of his / her accrued sick leave, vacation leave, compensatory time, and vacation time.holiday leave. 

• An employee receiving Workers' Compensation or Long-Term Disability benefits is not eligible to 
receive donated sick leave. 

• Employees will be allowed to receive no more than twenty (20) work days, or two hundred (200) hours, 
of donated medicalsick leave for any single major life threatening disease or condition, unless otherwise 
approved by the City Administrator. An employee may only receive donations one time per a 12 month 
period. 

• An employee who has been warned or disciplined for abusing sick leave may not receive donated sick 
leave. 

• Abuse of donated sick leave will not be tolerated. 
 
Donor Eligibility:  
 

• All full-time employees may donate sick leave. 
• An employee may donate no more than four (4) work days, or forty (40) hours, whichever is lesser, per a 

12 month period to a single fellow employee. This will not be construed to prohibit an employee from 
donating to other employees in the same 12 month period.  

• The donor must have a minimum balance of 80 hours of sick leave after donating to ensure adequate 
coverage for their own absence.     
 

General Information/Procedure: 
 

• An employee requesting donated sick leave must fill out a "Request for Donated Sick Leave" form and 
return it to the City Administrator. Once a form has been received by the City Administrator they will 
send out a request to all eligible employees.  

• An employee wanting to donate sick leave must fill out a "Donated Sick Leave" form and return it to the 
City Administrator. 

• Donating sick leave is completely voluntary and confidential. No employee shall pressure or otherwise 
attempt to influence another employee to donate or not donate sick leave. Donations will remain 
anonymous to the recipient and other employees and shall only be known to staff administering the 
donations.  

• Donated sick leave will be processed in the following order: 1) from the Department the employee works 
in; 2) from remaining employees. 

• Donations must be made in one (1) hour increments.  For every one (1) hour of sick leave donated by the 
donor, the recipient will be credited with one (1) hour of sick leave.   

• Unused donated sick leave will be returned to the donors on a prorated basis. 
• The pay levels of the two employees shall not affect the transaction.  
• Donated sick leave cannot be used for severance pay, paid out to the employee in the form of cash, or 

used in any other manner other than what is stated above.  
• Donated sick leave does not limit or extend the time available under the Family and Medical Leave Act. 
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• Under a similar program, the IRS has ruled that these payments are to be considered wages, and therefore 
taxable income to the recipient. As a result, the payments will be included in the annual Form W-2 
prepared for the recipient and State and Federal income tax and FICA/Medicare tax and Supplemental 
Retirement contributions, depending on the eligibility of the recipient, this will be withheld by the City at 
the time of payment. The IRS has also ruled that the employee surrendering the leave realizes no income 
and incurs no tax-deductible expense or loss, either upon surrender of leave or payment to the recipient.    

• This program will not be considered a vested right of any employee.  The City specifically retains the 
right to administer the program in any manner it deems to be in the best interest of the City, including the 
right to amend, to alter, to further limit or to eliminate the program.   No provisions of this policy, or its 
administration, shall be subject to review under the grievance or arbitration provisions of any collective 
bargaining agreement.   No employee will have cause of action or grounds for a grievance against the 
City as a result of the City’s denial of a request, or the City’s amendment, alteration, limitation or 
elimination of the program.  Nor will any employee have a right to grieve the program as a result of any 
fraud or misrepresentation on the part of the recipient and no leave donation will be reinstated for any 
reason. The City Administrator shall have the right to deny use of donated medical leave or limit its use as 
shall be determined necessary and in the best interest of the City.   

•  
A donation of sick leave from one employee to another shall be subject to the following terms and conditions: 
 

• An employee is only eligible to receive donated medical leave for time lost from work due to a major life 
threatening disease or condition as described above, equal to the number of hours of time which the 
employee would lose from his or her job due to the major life threatening disease or condition.   

• An employee will be eligible to receive donated medical leave only after the employee has exhausted all 
of his / her accrued sick leave, compensatory time, and vacation time.   

• Employees will be allowed to receive no more than twenty (20) work days, or two hundred (200) hours, 
of donated medical leave for any single major life threatening disease or condition, unless otherwise 
approved by the City Administrator. 

• An employee may donate no more than two (2) work days, or twenty (20) hours, whichever is lesser, per 
calendar year to a single fellow employee.   

• A written request to donate medical leave must be made to the City Administrator. 
• The City Administrator shall have the right to deny use of donated medical leave or limit its use as shall 

be determined necessary and in the best interest of the City.   
• Donations must be made in one (1) hour increments.  For every one (1) hour of sick, vacation, or 

compensatory time donated by the donor, the recipient will be credited with one (1) hour of sick leave.  
The pay levels of the two employees shall not affect the transaction.   
 

Employee Assistance Program (EAP) 
The City has a contract with a provider whereby the employee can receive diagnostic referral assistance in such 
areas as parent / child relationships, marital problems, behavior problems, drug and alcohol problems, emotional 
and mental disorders, financial problems, and personal adjustment difficulties.  The service is provided at no cost 
to the employee.  All contact between the employee and the provider is confidential.  The employer does not 
receive information concerning employees as a result of the service.   
 
Flexible Spending Accounts   
Regular, full-time employees will be eligible to participate in flexible spending account plans. 
 
Flexible Spending Accounts allow employees to set aside money for certain qualified medical and dependent care 
costs through a tax-deferred payroll deduction.  The program provides for tax-deferred payment plans in health 
care and dependent daycare expense reimbursement.   
 



 

 

 
 
MEMO 
 
TO: Mayor and City Council 
 Deb Hill, City Administrator 
 
FROM: Bruce Hanson Public Works Superintendent  
 
DATE: March 2, 2015 
 
SUBJECT: Snow plowing policy 
 
 
BACKGROUND 
The cities snow plowing policy was last updated in 2003. I have updated the policy using the LMC template. 
Incorporating all the changes from the Wakota project including streets, trails  
 
DISCUSSION 
It is staff recommendation to adopt the 2015 snow plowing policy 
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City of Newport 
Snow Plowing Policy 

 
The City of Newport, Minnesota, finds that it is in the best interest of the residents of the City to assume basic 
responsibility for control of snow and ice on City streets. Reasonable ice and snow control is necessary for routine 
travel and emergency services. The City will attempt to provide such control in a safe and cost effective manner, 
keeping in mind safety, budget, personnel, and environmental concerns. The City will use City employees, 
equipment and/or private contractors to provide this service. This policy does not relieve the operator of private 
vehicles, pedestrians, property owners, residents and all others that may be using public streets, of their 
responsibility to act in a reasonable, prudent and cautious manner, given the prevailing street conditions.  
 
1. When Will the City Start Snow or Ice Control Operations?  
The Public Works Superintendent or Assistant Public Works Superintendent will decide when to begin snow or 
ice control operations. The criteria for that decision are:  
 

A. Snow accumulation of two (2) inches or more or request from emergency personnel.  
B. Drifting of snow that causes problems for travel;  
C. Icy conditions which seriously affect travel; and  
D. Time of snowfall in relationship to heavy use of streets.  

 
Snow and ice control operations are expensive and involve the use of limited personnel and equipment. 
Consequently snowplowing operations will not generally be conducted for snowfall of less than two (2) inches.  
 
2. How Snow will be Plowed  
Snow will be plowed in a manner so as to minimize traffic obstructions. The center of the roadway will be plowed 
first. The snow shall then be pushed from left to right on two-way streets. The discharge shall go onto the 
boulevard area of the street. Snow on cul-de-sacs in an R-1 Zone will normally be plowed to the center in an 
attempt to provide the largest turning radius possible for emergency vehicle ingress and egress. When a plow goes 
on a bridge, the driver shall slow down so snow does not go over the bridge, if possible. In times of extreme 
snowfall, streets will not always immediately be able to be completely cleared of snow.  
 
3. Snow Removal  
The Public Works Superintendent or Assistant Public Works Superintendent  will determine if and when snow 
will be removed from the area by truck. Such snow removal will occur in areas where there is no room on the 
boulevard for snow storage and in areas where accumulated piles of snow create a hazardous condition. Snow 
removal operations will not commence until other snowplowing operations have been completed. Snow removal 
operations may also be delayed depending on weather conditions, personnel and budget availability. The snow 
will be removed and hauled to a snow storage area. The snow storage area will be located so as to minimize 
environmental problems.  
 
4. Priorities and Schedule of Streets to be Plowed  
The City has classified city streets based on the street function, traffic volume and importance to the welfare of 
the community. Those streets classified as “Snow Plow Routes” will be plowed first. These are high volume 
routes, which connect major sections of the City and provide access for emergency fire, police, and medical 
services. The second priority streets are those streets providing access to schools and commercial businesses. The 
third priority streets are low volume residential streets. The fourth priority areas are  city parking lots.  



 
During significant and severe storms, the City must be prepared to move personnel and equipment to maintain 
priority routes first. In fulfilling the need to have all priority streets safe and passable, when resources are limited, 
plowing of all other streets may be stopped at any time so resources can be shifted to priority routes.  
 
Unforeseeable circumstances may cause delays in completing assigned plow routes. Such circumstances may 
include weather conditions that endanger the safety of snowplow operators and/or safe and effective operation of 
equipment, commuter traffic, disabled vehicles, poor visibility conditions, parked cars along streets, assistance to 
emergency response vehicles, equipment breakdown, and personnel shortages.  
 
5. Work Schedule for Snowplow Operators  
Snowplow operators will be expected to work their assigned shifts. In severe snow emergencies, operators 
sometimes have to work longer shifts, but will be paid overtime for hours in excess of 40 per week, or pursuant to 
any collective bargaining contract language. While work breaks are not guaranteed, generally operators will take 
breaks in accordance with City policy, provided the breaks do not interfere with City services or operations. In 
addition, operators will be allowed sufficient time to eat a meal during any shift which is eight or more hours, or 
as provided in the collective bargaining agreement.  
 
6. Traffic Regulations  
The City recognizes that snowplow operators are exempt from traffic regulations set forth in Minnesota Statutes, 
Chapter 169.035 while actually engaged in work on streets, except for regulations related to driving while 
impaired and the safety of school children. Pursuant to this authority, snowplow operators engaged in snow 
removal or ice control on City streets have discretion to disregard traffic laws set forth in Chapter 169.035, except 
for laws relating to impaired driving and school children safety, when in their judgment, it is safe to disregard 
such laws. The privileges granted herein to operators of snow removal and ice control vehicles shall apply only if 
the vehicle is equipped with one lighted lamp displaying a flashing, oscillating, or rotating amber light placed in 
such a position on the vehicle as to be visible throughout an arc of 360 degrees.  
 
7. Weather Conditions  
Snow and ice control operations will be conducted only when weather conditions do not endanger the safety of 
snowplow operators and equipment. Factors that may delay snow and ice control operations include: severe cold, 
significant winds, and limited visibility.  
 
8. Use of Sand, Salt, and Other Chemicals  
The City will use sand, salt, and other chemicals when there are hazardous ice or slippery conditions. The City is 
concerned about the effect of such chemicals on the environment and will limit its use for that reason.  
 
9. Pedways and sidewalks 
The City will maintain some of the pedways in the City. The list of those pedways is attached. As there are a 
limited number of personnel available, the City will only maintain these pedways after the streets have been 
plowed. It is the responsibility of the resident and/or property owner to remove all accumulated snow from all 
other sidewalks along public streets adjoining their property. This includes any snow plowed from public streets 
onto the sidewalk.  
 
10. Mailboxes  
Damage to a mailbox is a risk that snowplow operators face during their winter plowing requirements. The City 
will conduct a review of each mailbox damage claim to determine, whether the City has any legal responsibility 
for the damage and if so, to replace or provide reimbursement for the mailbox. The City accepts responsibility for 
structures that are obvious or are marked and which have been damaged by physically being struck by a plow 
blade, wing or other piece of equipment.  Mailboxes, lights, etc. should be constructed well enough to withstand 
the impact of snow rolling off a plow or a wing.  Repair of damage that results from such snow impact is the 
responsibility of the residents.  If the City, in its discretion, determines that reimbursement or replacement is 
appropriate, the City may:  
 



A. At the mailbox owner’s request, replace the mailbox with a standard size, non-decorative metal mailbox 
and replace the support post as necessary or as provided by the public works design manual, both which 
will be installed by the City;  

B. Provide reimbursement in a reasonable amount for the mailbox and support posts that meet the City’s 
ordinance standards, as well as state and federal requirements for mailbox size, support and placement.  

 
11. Boulevards 
Repair and or replacement of bushes and other landscaping material which has been installed within the City’ 
boulevard area are the responsibility of the property owner if damage occurs from snow plowing.  Sand that has 
been deposited in the boulevard area by plowing operations is also the responsibility of the property owner. 
 
12. Complaint Procedure  
Complaints will be recorded on telephone logs. Calls requiring service will be transferred to a work request and 
forwarded to the appropriate supervisor for scheduling. Emergency complaints will be handled in an expeditious 
manner as resources are available.  
 
13. Deviation From Policy  
The Superintendent of Public Works or Assistant Public Works Superintendent  may deviate from this policy 
when in his or her judgment it is in the best interest of the City or is necessary because of budget needs or other 
circumstances. Changes in priorities (lasting more than 4 hours) will be documented as to what caused such 
actions, why the change was necessary, and for how long the change is to be in effect. Those City employees 
and/or contractors affected will be notified immediately by radio or cell phone of such changes with all 
communications logged. Information logged will include the time and date of the communication, name of 
employee contacted, and how they were contacted. Any changes of priorities lasting more than 24 hours should be 
made in a written record and the public should be informed of such changes through normal methods used by the 
City for emergency notifications.  
 
14. Review and Modification of Policy  
The Superintendent of Public Works shall keep on file all comments and complaints received regarding this 
policy. The policy will be reviewed periodically. Any review will consider comments and complaints since the 
last review and any other factors affecting the policy or its implementation. 
 

 

 

 

 





 

MEMO 
TO: Newport City Council  

FROM: Deb Hill, City Administrator 

DATE: December 18, 2014 

SUBJECT: Pay Study  
 
 
 
Background:  
During the last rounds of contract negotiations, there was discussion of how we compare to 
other communities when it comes to compensation, longevity and steps – this discussion did not 
take into account other benefits our employees have. In reviewing some job descriptions and 
pay steps that are currently in place, it was noted that some job descriptions have not been 
updated for some time - this includes the City Administrator (1987), Public Works 
Superintendent (2001), and the Chief of Police (2009). The organization of city staff has also 
changed greatly in the past few years along with different demands of education and training. 
During the hiring process of the current Accountant, it was noted that we would have found it 
virtually impossible to hire someone in the first three pay scale steps. The City of Newport has 
not had a pay study conducted for at least 25 years, if at all. 
 
Discussion: 
Staff was directed to look into having a pay study done. Inquiries were made on 
recommendations of organizations that provide this service. Springsted Inc. came up 
continuously. In meeting with their staff, Springsted would deliver updates and reviews to our 
department structure and compensation issues that affect recruitment and retention of quality 
employees. A few of the deliverables include: 
 

1. Update position (job) descriptions: This is most beneficial as licensing, certifications, and 
special trainings change as state and federal rules and regulations change. Compliances 
with the Americans with Disabilities Act and the Federal Fair Labor Standards Act will be 
reviewed. Essential functions and minimum requirements will be defined. 

2. Market Survey: We will know how we compare to other communities not just in salaries, 
but benefits as well. This will be greatly beneficial to future recruitments and contract 
negotiations. 

3. Pay Plan: Pay steps vary greatly throughout the city organization without any real rhyme 
or reason. A sound pay plan would ensure we stay competitive in the market and at the 
same time meet our financial requirements. 

 
Recommendation:  
Once a pay study is completed (it will take up to 5 months to complete), current staff will be able 
to make adjustments as needed. We would also have the ability to have Springsted evaluate or 
re-evaluate any future positions or changes to a position for a fee of $250 per position. Staff 
recommends that a pay study be conducted by Springsted for the amount of $8000. 
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Gallagher Benefit Services, Inc. p 651.635.0976 
1335 County Road D Circle East f 651.635.0980 
St. Paul, MN  55109 ajg.com 
  
 

February 25, 2015  
 
 
Deb Hill 
City Administrator 
City of Newport 
596 7th Avenue 
Newport, Minnesota 55055 
 
Dear Ms. Hill: 
 
Fox Lawson & Associates (FLA), a Division of Gallagher Benefit Services, Inc., is pleased to 
submit this quote for conducting a classification and compensation system study for the City of 
Newport (City) covering 22 employees in 15 classifications. 
 
We believe a review of a complete proposal would demonstrate several characteristics that 
would be advantageous to the City, including: 
 
 We have specialized in classification and compensation studies for the past 30 years. 

 
 We have extensive experience in the State of Minnesota through projects with the Cities of 

Farmington, Thief River Falls, Eden Prairie, Fergus Falls, Windom, Jackson, Rochester, 
Maplewood, Stewartville and Mountain Lake.  Our project team has worked together on over 
five hundred similar consulting engagements. 

   
 Our people are proven, experienced human resource consulting professionals.  Each has 

attained the CCP (Certified Compensation Professional) designation from WorldatWork, the 
IPMA-CP (Certified Professional) designation from the International Public Management 
Association for Human Resources, and/or specialized degrees in Management/Industrial 
Relations. 
 

 Our firm's team-based style of management allows our senior level consultants to work 
directly with our clients. 
 

We listen to you to understand your current situation.  We want to make sure that our approach 
is appropriate to your needs. The following table shows our estimated total cost for a 
comprehensive classification and compensation study divided into five phases.  Depending 
upon the options selected by the City, the total cost could range from $11,500 to $16,000. 
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PHASE FEES AND 
EXPENSES 

Phase I:  Project Initiation and Planning $1,000 

Phase II:  Classification Study 
1. Employees complete questionnaires, followed by    

interviews, new job descriptions. 
2. Employees are interviewed followed by updated job 

descriptions. 

$6,000 
$4,500 

Phase III:  Job Evaluation Study 
1. Apply Decision Band™ Method to all jobs 

 $2,000 

Phase IV:  Compensation Study 
1. Conduct Custom Survey 
2. Use published data only 

 
$6,000 
 $3,000 

 

Phase V:  Submit Final Report  $1,000 
 
            TOTAL FEES                   $11,500-$16,000 
 
If additional on site days are requested for employee meetings or trainings, cost will be $2,500 
per day. 

 
We look forward to developing a detailed work plan for the project to address your needs.  
However, due to on-going project commitments we would not be able to begin work until April 1, 
2015.  By delaying the start we will be better able to focus our resources on the study. 
  
Should you require any further information or have questions regarding our quote, please 
contact Mike Verdoorn at (651) 234-0845 or mike_verdoorn@ajg.com. 
 
 
Sincerely, 

 
Mike Verdoorn, MA-HRIR 
Senior Consultant 
 





















 

 
 
 
 
 
 
 
 
MEMORANDUM 
 
TO: Newport City Council 
 Deb Hill, City Administrator 
 
FROM: Sharon Klumpp 
 Julie Urell 
 
DATE: January 20, 2015 
 
SUBJECT: Classification and Compensation Study Work Plan 
 
Thank you for the opportunity to provide information on Springsted’s work plan to conduct a classification and 
compensation plan for the City of Newport.  As requested, we are providing you with a redacted report completed for 
a Minnesota city of similar size and representative job descriptions prepared during the study.   
 
As you know, we provided a work plan to the City at the request of the City Administrator.  It has been over 25 years 
since the City has conducted a classification and compensation study.  We recommend that employers conduct 
classification and compensation studies on average every five to seven years to ensure that public employers stay 
abreast of their recognized labor market and internal equity exists among the City’s positions.   
 
We understand that the City has recently submitted its pay equity report to the Minnesota Department of 
Management and Budget.  The number and gender distribution of the City’s job classes is not large enough to 
generate a statistical score to assure the City that it will be found in compliance.  We do however note that all three of 
the City’s female job classes are shown on the report as being below predicted pay, leading to the possibility that the 
City may not be found in compliance.  If the City receives a notice of noncompliance later this year, it will have the 
opportunity to come into compliance. 
 
In the event that the City is found in noncompliance, there are two options for coming into compliance.  The first is to 
implement a pay plan that meets the dual objectives of being competitive within the City’s recognized market and 
establishing equitable relationships among all job classes regardless of gender.  Equitable relationships are 
determined by the pay grades to which positions are assigned.  The pay plan gives the City the advantage of 
developing a framework for its decisions about employee compensation.  The disadvantage is the initial expense of 
conducting the study to generate the plan.  In addition, the City’s small number of job classes means that it will be 

Springsted Incorporated 
380 Jackson Street,  Suite 300 
Saint Paul, MN  55101-2887 

Tel:  651-223-3000 
Fax:  651-223-3002 
www.springsted.com 
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especially susceptible to shifts in the gender status of its job classes which could affect overall pay equity 
compliance.  
 
The second option is to increase the salaries of employees, without the guidance of a pay plan, as needed to be 
found in compliance.  Internal equity will be based on the reports of the pay equity software which compares the pay 
of female dominated job classes with those of male or balanced job classes.  Under this option, pay will not be 
determined in a systematic way that a compensation plan provides.   
 
If the City wants to proceed with a classification and compensation study, we believe that it is important for the City 
Council to solidly back the decision to go in this direction.  We appreciate that the City has options to move forward 
now or to wait until the City receives notification of its pay equity status.  Please note that if the City is found not to be 
in compliance, it will likely not be possible to initiate and complete a classification and compensation study to guide 
the City’s actions to come into compliance as the length of time to complete a study is generally about five months.        
 
 
 



  

 Accountant 
Dept/Div: Administration FLSA Status: Non-Exempt 

General Definition of Work 
Performs intermediate administrative work managing accounting and financial data for the City, composing, reviewing, reconciling 

and submitting related records and reports, and related work as apparent or assigned.  Work is performed under the limited 

supervision of the City Administrator/Clerk.    

Qualification Requirements 
To perform this job successfully, an individual must be able to perform each essential function satisfactorily.  The requirements listed 

below are representative of the knowledge, skill, and/or ability required.  Reasonable accommodations may be made to enable 

individuals with disabilities to perform the essential functions. 

Essential Functions 
Verifies timesheet accuracy; inputs data and processes payroll; composes and submits related reports. 
Obtains department supervisor approval, codes and processes vendor checks; maintains vendor files. 
Prepares bank reconciliations; monitors bank accounts for activity. 
Analyzes investment statements; determines interest on investments. 
Compiles data; completes necessary spreadsheets and journal entries for the audit. 
Assists with preparing related budgets. 
Tracks various project expenses; prepares developer involves for re-billable expenses. 
Prepares regular or requested financial reports. 
Monitors loan and bond payment due dates; processes payments accordingly. 
Posts incoming assessment payments, pre-payments, cash receipts, ACH payments and wires to appropriate revenue accounts. 

Maintains the chart of accounts. 
Reviews and reconciles insurance statements. 
Prepares contracts for services. 
Maintains City asset files and records. 
Prepares journal entries. 
Completes various regular and requested financial reports; submits data to outside agencies as necessary. 
Acts as a back-up for duties relating to customer service (phone, service desk and so on). 

Knowledge, Skills and Abilities 
Thorough knowledge of municipal procedures; thorough knowledge of accounting and finance procedures and policies; general 

knowledge of municipal personnel management policies, processes and procedures; thorough skill operating standard office 

equipment and related hardware and software; thorough skill providing customer service; general skill operating standard accounting 

software; ability to learn specialized hardware and software based on business needs; ability to generate related records, reports and 

files; ability to communicate effectively orally and in writing; ability to establish and maintain effective working relationships with 

staff, outside agencies and the public. 

Education and Experience 
Associates/Technical degree and moderate experience in accounting, or equivalent combination of education and experience. 

 SAFE System © 2013 City of Carver, Minnesota 



 Accountant 
Dept/Div: Administration FLSA Status: Non-Exempt 

Physical Requirements 
This work requires the regular exertion of up to 10 pounds of force and occasional exertion of up to 25 pounds of force; work 

regularly requires sitting, speaking or hearing, using hands to finger, handle or feel, reaching with hands and arms and repetitive 

motions and occasionally requires standing, walking, stooping, kneeling, crouching or crawling, pushing or pulling and lifting; work 

has standard vision requirements; vocal communication is required for expressing or exchanging ideas by means of the spoken word; 

hearing is required to perceive information at normal spoken word levels; work requires preparing and analyzing written or computer 

data, operating machines and observing general surroundings and activities; work has no exposure to environmental conditions; work 

is generally in a moderately noisy location (e.g. business office, light traffic). 

Special Requirements 
Applicable position, department, organization and professional training will be provided. 

 Last Revised: 9/3/2013 
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 City Administrator/Clerk 
Dept/Div: Administration FLSA Status: Exempt 

General Definition of Work 
Performs complex executive work overseeing the daily operations of the City, and related work as apparent or assigned.  Work is 

performed under the limited supervision of the City Council.  Organizational supervision is exercised over all personnel within the 

organization. 

Qualification Requirements 
To perform this job successfully, an individual must be able to perform each essential function satisfactorily.  The requirements listed 

below are representative of the knowledge, skill, and/or ability required.  Reasonable accommodations may be made to enable 

individuals with disabilities to perform the essential functions. 

Essential Functions 
Coordinates work as required/requested by the City Council. 
Communicates information related to City business with the City Council, staff, residents, and others as necessary. 
Directly supervises department head level and administration staff and operations of the city offices; trains, evaluates, plans and 

enforces work flow and work standards and carries out disciplinary actions of staff. 

Oversees the fiscal and administrative procedures for the City. 
Provides administrative and fiscal oversight to other city departments and related agencies; assists departments with creating and 

carrying out budgets. 

Prepares and maintains personnel records; carries out human resources functions for staff. 
Prepares for, attends and facilitates various meetings and trainings. 
Assists with preparing and implementing Council directives, ordinances, policies and resolutions. 
Provides and delegates the statutory duties of the City Clerk. 
Provides oversight on special project and developments. 

Knowledge, Skills and Abilities 
Comprehensive knowledge of the principles, methods and practices of municipal administration; comprehensive knowledge of 

applicable human resources laws, policies, procedures and guidelines; thorough knowledge of city billing policies and procedures; 

thorough knowledge of business English and spelling; general knowledge of arithmetic; general knowledge of the principles 

underlying the laws, ordinances and regulations governing the operations of a public office; general knowledge of modern business 

management and office practices; general knowledge of data practices; general skill operating standard office equipment and related 

hardware and software; general skill operating standard tools of the trade; general skill learning specialized software, equipment or 

tools based on department or organization need; general skill supervising others; ability to read and understand basic local and state 

policies and procedures of limited scope and difficulty; ability to type accurately at a reasonable rate of speed; ability to operate 

standard office and computer equipment and perform word processing and/or data entry; ability to analyze and interpret fiscal and 

accounting data and to prepare appropriate statements and reports; ability to establish and maintain effective working relationships 

with elected officials, similar professionals, local media, associates and the general public. 

Education and Experience 
Bachelor's degree and moderate experience working in municipal government, or equivalent combination of education and experience.  

Master's degree preferred. 
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 City Administrator/Clerk 
Dept/Div: Administration FLSA Status: Exempt 

Physical Requirements 
This work requires the occasional exertion of up to 25 pounds of force; work regularly requires sitting, speaking or hearing and using 

hands to finger, handle or feel, frequently requires repetitive motions and occasionally requires standing, walking, stooping, kneeling, 

crouching or crawling, reaching with hands and arms, pushing or pulling and lifting; work has standard vision requirements; vocal 

communication is required for expressing or exchanging ideas by means of the spoken word; hearing is required to perceive 

information at normal spoken word levels; work requires preparing and analyzing written or computer data, operating machines, 

operating motor vehicles or equipment and observing general surroundings and activities; work occasionally requires exposure to 

outdoor weather conditions; work is generally in a moderately noisy location (e.g. business office, light traffic). 

Special Requirements 
Applicable position, department, organization and professional training will be provided. 
Valid driver's license in the State of Minnesota. 

 Last Revised: 9/3/2013 

 SAFE System © 2013 City of Carver, Minnesota 



  

 Public Services Superintendent 
Dept/Div: Public Services FLSA Status: Exempt 

General Definition of Work 
Performs difficult professional work overseeing the daily operations of the department, coordinating department functions and budget 

and supervision with the Public Services Utilities Superintendent, responding to emergency, on call and after hour requests, and 

related work as apparent or assigned.  Work is performed under the general direction of the City Administrator/Clerk.  Continuous 

supervision is exercised over Public Services Worker. 

Qualification Requirements 
To perform this job successfully, an individual must be able to perform each essential function satisfactorily.  The requirements listed 

below are representative of the knowledge, skill, and/or ability required.  Reasonable accommodations may be made to enable 

individuals with disabilities to perform the essential functions. 

Essential Functions 
Supervises and directs the staff and operations of public services department including water, wastewater, parks, streets, storm sewers, 

flood control levees, buildings, fleet vehicles and safety equipment. 

Acts as a liaison to other public agencies overseeing the services listed above as well as other elected officials and professional 

associations. 

Receives and analyzes bids for various city or utility projects. 
Develops and monitors the department budget. 
Reviews utility growth projections and associated costs. 
Works with the MMUA safety directors to schedule safety and training programs for staff. 
Prepares and supervises the processing of related records, reports and files. 

Knowledge, Skills and Abilities 
Thorough knowledge of municipal procedures; thorough knowledge of public works procedures and policies; thorough knowledge of 

the safety considerations involved in department operations; thorough skill operating standard office equipment and related hardware 

and software; thorough skill providing customer service; general skill operating standard accounting software; ability to learn 

specialized hardware and software based on business needs; ability to generate related records, reports and files; ability to supervise, 

direct and motivate others; ability to communicate effectively orally and in writing; ability to establish and maintain effective working 

relationships with staff, outside agencies and the public. 

Education and Experience 
High school diploma or GED and considerable experience working in public works, or equivalent combination of education and 

experience. 
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 Public Services Superintendent 
Dept/Div: Public Services FLSA Status: Exempt 

Physical Requirements 
This work requires the regular exertion of up to 10 pounds of force, frequent exertion of up to 25 pounds of force and occasional 

exertion of up to 50 pounds of force; work regularly requires sitting and speaking or hearing, frequently requires standing, using hands 

to finger, handle or feel, reaching with hands and arms, pushing or pulling, lifting and repetitive motions and occasionally requires 

walking, climbing or balancing, stooping, kneeling, crouching or crawling and tasting or smelling; work has standard vision 

requirements; vocal communication is required for expressing or exchanging ideas by means of the spoken word and conveying 

detailed or important instructions to others accurately, loudly or quickly; hearing is required to perceive information at normal spoken 

word levels; work requires preparing and analyzing written or computer data, visual inspection involving small defects and/or small 

parts, using of measuring devices, assembly or fabrication of parts within arms length, operating machines, operating motor vehicles 

or equipment and observing general surroundings and activities; work regularly requires exposure to outdoor weather conditions, 

frequently requires working near moving mechanical parts and occasionally requires wet, humid conditions (non-weather), working in 

high, precarious places, exposure to fumes or airborne particles, exposure to toxic or caustic chemicals, exposure to the risk of 

electrical shock, exposure to vibration and wearing a self contained breathing apparatus; work is generally in a loud noise location 

(e.g. grounds maintenance, heavy traffic). 

Special Requirements 
Pesticide applicator license. 
Applicable position, department, organization and professional training will be provided. 
Valid driver's license in the State of Minnesota. 

 Last Revised: 9/3/2013 
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LETTER OF TRANSMITTAL 

 

 

July 31, 2013 

 

Mr. Brent Mareck 

City Administrator 

City of Carver 

316 Broadway 

Carver, Minnesota  55315 

 

Re: Classification and Compensation Final Report 

 

Dear Mr. Mareck: 

 

Springsted Incorporated is pleased to provide the City of Carver with the completed Classification and 

Compensation Study.  This Study provides an overview of the City’s current compensation and 

classification system and our final report, including the methodology used to develop job descriptions, 

job evaluation results, compensation plan and options for implementing a new compensation program. 

  

This Study represents a thorough and comprehensive review of all aspects of the City’s classification and 

compensation system.  The recommendations offered in this Study will increase the market 

competitiveness of the City’s compensation program for its employees within the regional marketplace 

and provide increased internal equity among positions.  Implementation of these recommendations will 

help the City attract new employees and assist in retaining current employees needed to meet the City’s 

service demands.    

 

Springsted expresses it’s thanks to the City of Carver staff who completed Springsted’s Position Analysis 

Questionnaires and participated in job audits, and to City staff for providing information and feedback 

throughout the phases of the Study.  Springsted, Incorporated appreciates the privilege of serving the City 

of Carver and hope that we may be of assistance to you in the future.   

 

Respectfully submitted, 

 

Ann Antonsen 
 

Ann Antonsen 

Consultant 

Springsted Incorporated 

380 Jackson Street,  Suite 300 

Saint Paul, MN  55101-2887 

Tel:  651-223-3000 

Fax:  651-223-3002 

www.springsted.com 
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1. Introduction  

The City of Carver, Minnesota, retained Springsted Incorporated to conduct a 

Classification and Compensation Study of the City’s positions in the spring of 

2013.  The Study represents a comprehensive review of the components that 

affect an organization’s compensation program – position descriptions, current 

compensation structure, the City’s pay philosophy, regional market 

competitiveness of City salaries, the internal equity of salaries paid to 

comparable City positions, fringe benefits, and ongoing maintenance and 

administration of the compensation system.   

 

A classification and compensation system provides the framework for 

determining how employees will be paid.  As a general rule, most 

organizations conduct new classification and compensation studies 

approximately every five to seven years ensuring their ability to hire and retain 

qualified employees and that internal relationships are equitable.  The external 

market comparison is important because it ensures that the compensation plan 

is adequate to attract new employees and retain existing employees.   

 

If compensation levels fall below those in the regional marketplace: 

 The organization will experience difficulty hiring people  

 Increased employee turnover as employees seek jobs with other 

organizations that will pay the market rates for their skills and abilities   

 

Organizations should expect some employee turnover, but when it becomes 

excessive turnover has a serious impact on the organization’s overall 

effectiveness. Advertising costs are a measurable component of turnover, and 

as the City moves through the selection process the time spent by current 

employees covering the void left by the departing employee often diverts their 

attention from their day to day responsibilities creating overtime demands and 

often frustration on the part of the remaining employees as they attempt to 

meet deadlines and maintain acceptable levels of service.  These are some of 

the hidden and non-quantifiable costs associated with turnover.   

 

In addition, time spent by City staff participating in the recruitment and 

selection process for new employees: 

 Often diverts focus from their other duties and responsibilities 

 Slowing progress on meeting established goals 

 Adding to frustrations in meeting other job objectives beneficial to the 

City 

 

There is also a substantial cost to turnover that comes with training new 

employees.  Employees receive significant on-the-job training which diverts 

the attention of other employees away from their regular duties to assist in 

training.  Organizational effectiveness is affected as employees train new 

employees as those new employees endeavor to become proficient in their job.  
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While these costs are not necessarily visible in expense reports, they will show 

up in performance data in the form of reduced service outcomes. 

 

The following Study documents the comprehensive review and evaluation of 

the City’s existing classification and compensation system and the 

methodology used to develop a new classification and compensation system.  

The Study was conducted with participation and input from City employees.  

Department heads were interviewed concerning the nature of their operations 

and discussed particular issues, if any, they were having with employee 

recruitment and retention. City employees supplied information about the 

work they perform and other factors applicable to their positions, by 

employees and their supervisors completing Position Analysis Questionnaires 

(PAQs) which provided information on essential duties and responsibilities 

and job requirements.  Positions were then evaluated by Springsted using the 

Systematic Analysis and Factor Evaluation (SAFE®) system.  The SAFE 

system provides a consistent and objective approach to evaluating jobs by 

applying standard criteria to the training and experience needed to perform the 

job, the level of complexity in the work performed, working conditions, the 

impact of end results and the consequences of error.   

 

A compensation survey was developed and comprehensive wage and benefit 

data was collected from comparable regional employers.  The results of the job 

evaluation and the salary survey data were used to create a salary curve which 

served as the foundation for creating a revised classification and compensation 

program.  The compensation program structure relied upon a review of pay 

philosophy concepts that included: 

 Providing fair and equitable compensation to employees  

 Maintaining a competitive pay structure that takes into consideration the 

City’s fiscal resources 

 Ensuring that employee compensation is based on individual 

performance that meets or exceeds expectations, and reflects changing 

economic conditions 

 Providing consistent administration of pay policies and procedures 

among all City departments 

 Evaluate additional compensation and fringe benefits in comparison 

with comparable employers 

 Developing recommendations for modifications to the current 

compensation system that addresses internal equity and external market 

competitiveness and which meets the requirements of the State of 

Minnesota Local Government Pay Equity Act 

 

This final report represents the culmination of the Classification and 

Compensation Study.  It reflects significant City staff involvement, including 

their participation and attendance at an orientation meeting held in April of 

2013, and submission of Position Analysis Questionnaires.  Members of the 

Springsted team also met with City department heads to learn about the City’s 
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operations and also provided an opportunity for department heads to explain 

specific concerns or any staffing problems affecting their operations that could 

be addressed through the Study.  

 

A comprehensive salary survey was also conducted as part of this Study. 

Survey recipients were selected in conjunction with the City, based on 

demographics and geographic proximity.  Eleven public entities, listed below, 

were invited to participate in the survey: 

 

 City of Belle Plaine 

 City of Corcoran 

 City of Dayton 

 City of Delano 

 City of Elko New Market 

 City of Jordan 

 

 City of Medina 

 City of Minnetrista 

 City of Rockford 

 City of Victoria 

 City of Waconia 

 

 

We were able to gather the information for all selected organizations, providing 

an excellent response rate of all of the identified regional organizations.  

Survey respondents were asked to provide information on only those City of 

Carver positions which they considered to be comparable to positions in their 

organizations.  Therefore, survey respondents did not provide data for every 

position surveyed. 
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2. Methodology  

Springsted, Incorporated used the following methodology to develop 

recommendations for the City of Carver:  

1. Springsted met with the City Administrator to establish a working 

relationship and gain an understanding of the needs and expectations of the 

City.  This also provided an opportunity to discuss the City’s goals in 

reviewing the compensation and fringe benefits offered to the City’s 

employees, review current policies and practices relating to the City’s 

existing pay practices, and obtain data on the programs and materials 

currently in use. 

2. All department heads were provided information explaining the purpose of 

the study and Springsted’s approach to conducting the study.  Individual 

meetings were conducted with each department head to collect data on 

department structure, operations, and staffing along with identifying any 

specific departmental needs and concerns related to this study.   

3. An employee orientation session was conducted by Springsted explaining 

the study process and answering questions.  The meeting also provided an 

opportunity for employees to voice concerns and have input into the study.  

4. All employees received Position Analysis Questionnaires (PAQs) and 

instruction sheets.  They were encouraged to participate in the study by 

using the PAQ to provide information on the essential job duties and 

responsibilities, required education and experience and other required 

knowledge, skills and abilities and to respond to questions on 

characteristics and factors applicable to their position.  Each employee’s 

supervisor then reviewed the completed questionnaires for completeness 

and accuracy and provided any additional information they felt was 

relevant to the position.  Supervisors were directed not to change any 

employee provided information. 

5. New job descriptions were developed for all positions based on employee 

and supervisor input and ensured that job descriptions accurately reflected 

the current functions, responsibilities and requirements of all City 

positions.    

6. Information was gathered from the City on the current compensation 

structure, current bargaining unit contracts, current benefits, and existing 

job descriptions covering the positions included in the study.  

7. Springsted developed a comprehensive wage and benefits survey which 

included requests for general information on compensation policies, such 

as whether an open range or step system was utilized, years to maximum, 

number of steps if utilized, and percentage between steps and grades. 

8. Information was also gathered on minimum, maximum and actual wage 

information for all positions, information on any additional compensation 

such as longevity pay, pay for performance, bonuses, and information on a 

wide variety of fringe benefits, including holidays, vacation, sick leave, 
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insurances, deferred compensation, uniform allowance and any other 

additional compensation. 

9. Using the salary and benefits data supplied by comparable government 

organizations recommendations were created for modifications to the 

City’s current compensation system. 

10. Guidelines for implementation and ongoing administration of the 

compensation program were developed.  These guidelines provide for 

annual adjustments to the salary schedule ensuring that the City’s pay 

scale stays current with changing economic and market conditions. The 

guidelines also provide for annual salary adjustments based on employee 

performance that meets or exceeds job expectations. 
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3. Findings and Recommendations  

Conducting a comprehensive compensation study involves the analysis of 

substantial quantities of data collected from comparable employers and the 

City.  We have evaluated the City’s existing compensation program based on 

our analysis of the study data and the survey results.  Using this information, 

we have developed recommendations for development of a new compensation 

system for the City of Carver. 

 

A. Evaluation of the Current Compensation Program 

Discussions with City personnel and a review of current compensation 

data indicates that many of the positions in the City of Carver are under-

compensated in relation to other comparable organizations.  Other findings 

indicate a wage problem demonstrated by: 

 Concerns about the potential for future employee turnover as employees 

reach retirement or because employees choose to leave the City to take 

higher paying jobs or promotional opportunities with other employers 

 Difficulty hiring new personnel, especially for specialized positions such 

as technical, public safety and managerial  

 Positions with comparable responsibilities requiring comparable 

education and experience that are assigned to different pay ranges  

 Difficulties maintaining compliance with the State of Minnesota Local 

Government Pay Equity Act with the current compensation plan. 

 

B. Pay Philosophy 

A pay philosophy guides the design of a compensation system and answers 

key questions regarding pay strategy.  It generally takes a comprehensive, 

long term focus and explains the compensation program’s goals and how 

the program supports the employer’s long-range strategic goals.  Without a 

pay philosophy, compensation decisions tend to be viewed from a short-

term tactical standpoint apart from the organization’s overall goals.   

 

Market competitiveness and internal equity are among the most important 

areas addressed in a pay philosophy.  An organization’s desired market 

position involves defining the market and identifying where the 

organization wants to be positioned within that market.  Market position 

should balance what it takes to attract new employees and to retain skilled 

employees (in other words, eliminating higher pay as the reason employees 

leave the organization) with the organization’s financial resources.  

Internal equity expresses an organization’s desire to provide comparable 

pay to positions with comparable duties and responsibilities. 
 

A pay philosophy should be developed that establishes a compensation 

program based on individual employee performance as a key feature of the 

pay philosophy.  Therefore, we have emphasized references to 

performance in the pay philosophy discussion.  As part of this Study, it is 
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recommended that the City consider these concepts in the adoption of a 

formal pay philosophy: 

 Providing fair and equitable rates of pay to employees 

 Defining the City’s market area  

 Developing a system that establishes a “market rate” for each position 

and states the minimum wage and maximum rates that the City will pay 

individuals within a position  

 Establishing rates of pay that allow the City to compete successfully for 

new employees within its market area   

 Establishing a market position that is fiscally responsible with public 

resources 

 Ensuring that pay rates for existing employees are based on individual 

performance that meets or exceeds expectations and reflects changing 

economic conditions 

 Developing a pay system that allows employees to progress through the 

pay range as long as their performance consistently meets expectations  

 Developing pay administration policies and procedures that ensure their 

consistent application between departments  

 Ensuring that the compensation program is understandable to employees, 

managers, the City Council, and the public 
 
C. Defining and Evaluating Job Classes  

City employees completed individual Position Analysis Questionnaires 

(PAQs).  Supervisors reviewed the PAQs and provided information for 

each position.  Employees and supervisors both responded to questions 

regarding essential duties and responsibilities, education and experience 

requirements, various job factors affecting positions, working conditions 

and the physical requirements of each job in compliance with the 

Americans with Disabilities Act (ADA).   
 

We examined the PAQs carefully to review the type of work performed 

and the qualifications of positions. If the work performed is essentially the 

same, positions can be consolidated into one job class, such as 

Administrative Assistant.  Consolidating job titles, if practicable, can be 

beneficial for an organization as it can promote internal equity, particularly 

with comparable positions that exist in different departments.  It also gives 

greater flexibility to supervisors in assigning work and supports employee 

cross training and professional development. 
 

All job classes were reviewed to determine those positions that can be 

exempted from the overtime provisions of the federal Fair Labor Standards 

Act (FLSA) consistent with the regulations which took effect on August 23, 

2004.  
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With the completion of the review of job descriptions, we utilized the SAFE 

job evaluation system, to review and rate each City position.  The factors 

considered in determining the relative value of classifications are: 

 

 Training and Ability  Experience Required 

 Level of Work  Human Relations Skills 

 Physical Demands  Working Conditions/Hazards 

 Independence of Actions  Impact on End Results 

 Supervision Exercised  

 

D. Developing A Salary Schedule 

The process of developing a salary schedule draws substantially from market 

data.  This data is obtained by conducting a survey of other comparable 

employers within the City’s defined market.  Respondents are asked to 

provide information about the structure of their pay plans, the minimum, 

maximum and actual salary rates of positions, years to maximum, number of 

steps, and information on additional compensation if relevant.   

 

Survey Results.  The salary survey included a series of questions designed 

to obtain information on a variety of pay practices.  This survey was 

conducted using data from comparable employers in the region.   Of the 10 

positions included in the survey, the information for 9 positions was used 

in analyzing the salary data.  One position was not used in the overall 

analysis as there was either incomplete or inconsistent information 

provided by the responding organizations.  Only 4 of the 10 positions 

currently have established salary ranges for their positions. A review of the 

salary ranges, for those positions with salary ranges indicates that the 

salary ranges for the majority of the City of Carver positions included in 

the survey are below those of comparable organizations.  City of Carver 

minimum salaries are 0.30% below the average which is considered to be 

consistent with the market, midpoint salaries are 7.88% below the market 

average midpoints and the maximums of the salary ranges are 17.59% 

below the average maximums reported by the survey participants.  For the 

majority of City positions there is an established actual wage for 

incumbents rather than a maximum of the range. 

 

A summary of the market survey results can be found in Appendix I. 

 

Compensation Plans.  A review of the compensation programs of the 

survey participants indicates that of the 11 organizations that completed the 

fringe benefit portions of the survey 10 utilize a step system.  The number of 

steps varied from 5 to 9, with an average of 7 steps.  The percentage between 

steps varied from 2.5 to 6 percent, with an average of 3.97% between steps. 

The number of grades in the pay plans averaged 15 with an average spread 

from minimum to maximum of 21%. The spread between grades ranges 

from 3% to 8% with an average of 5.8% between grades. 
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Designing the Salary Schedule.  The first step in designing a 

compensation plan is to create a salary curve using the salary survey data 

for the City’s positions and the corresponding job evaluation point factors 

for each position.  This data produced the salary curve shown below.  Any 

given point on the salary curve identifies where the market salary rate and 

the job evaluation point factors intersect.   

 

  

 

 

 

 

 

 

 

 

  

  

 

 

 

 

 

  

 

 

 The recommended compensation plan was designed by establishing 20 pay 

grades with a 6 percent spread between pay grades.  The midpoint of each 

pay grade generally corresponds with the market as defined by the salary 

survey. Each grade has 9 steps with 2.75% between steps. The 

recommended compensation plan for the City of Carver can be found in 

Appendix II of this report.   

 

 Each position was then assigned to the appropriate salary grade in the salary 

schedule based on the job evaluation points of the position.   The List of 

Positions and Assignment to Salary Grade is shown in Appendix III.   

 

It is recommended that as part of this compensation plan, individual 

employee movement between the steps be based on individual employee 

performance.  Employees should only receive step increases if their 

performance is satisfactory or better.  

 

 An established performance evaluation includes ongoing training of the 

system ensuring that supervisors in all departments consistently apply 

performance standards.  When compensation is based on performance, 

employees look for assurance that managers will honestly evaluate 

performance and not inflate ratings in order to obtain a higher salary for 

particular employees.  Generally, such systems provide for a review by the 
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City Administrator’s Office to provide a mechanism that helps supervisors 

apply performance standards consistently for all employees.   

 

When pay is based on performance, the evaluation system often provides 

for reviews at six or 12 month intervals, so employees know how 

supervisors view their performance and have the opportunity to improve 

performance and their prospect for a pay increase.  Employees who have 

satisfactory or better performance evaluations should expect annual wage 

increases. 
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# of Staff

Current 

Salary

Proposed 

Salary Difference % Increase

Totals 14 754,873.60$  761,299.99$  6,426.39$       0.85%

Employee Below Min 3 139,152.00$  145,578.39$  6,426.39$       4.62%

Employee Within Range 11 615,721.60$  615,721.60$  -$               

Employee Above Max 0 -$              -$              -$               

Option 1 - Move to Min

# of Staff

Current 

Salary

Proposed 

Salary Difference % Increase

Totals 14 754,873.60$  768,328.03$  13,454.43$     1.78%
0 0 -$              

Employee Below Min 3 139,152.00$  145,578.39$  6,426.39$       4.62%

Employee Within Range 11 615,721.60$  622,749.64$  7,028.04$       1.14%

Employee Above Max 0 -$              -$              -$               

Option 2 - Next Step

4. Implementing the Recommended Salary Plan  

A. Implementation 

Implementation of the proposed compensation plan is effective January 1, 

2014.   To estimate implementation costs we used current 2013 employee 

salaries supplied by the City for all departments. 
 

Option 1 

 

To implement the proposed wage schedule employees will move onto the 

scale based on the relationship of their current wage to the proposed range 

for their position.  Of the City’s 14 employees, 3 employees or 21% of the 

City’s workforce are compensated at a level which is below the minimum 

wage of the proposed wage scale for their position. The annual cost to 

bring these 3 employees onto the proposed compensation plan is 

$6,426.39, which is 0.85% of the City’s total payroll. 
 

 
Option 2 
 
For those employees whose current wage falls within the proposed range 

for their position, employees will move onto the step closest to their current 

wage.  For the City’s employees, 11 employees have a current wage which 

falls within the range for their current position.  The annual cost to move 

these employees onto the wage schedule is $7,028.04.  The total annual cost 

for moving employees below the range to the minimum of the range and 

moving employees within range to the closest step is $13,454.43, which is a 

1.78% increase in the City’s total payroll.   

Option 3 

The third option is to move employees onto the proposed wage schedule 

based on their years of service with the City of Carver, i.e. if an employee 

has been with the City for 7 years the employee would move to step 7 if 
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# of Staff

Current 

Salary

Proposed 

Salary Difference % Increase

Totals 14 754,873.60$  831,449.12$  76,575.52$     10.14%0 0 -$              

Employee Below Min 3 139,152.00$  160,430.63$  21,278.63$     15.29%

Employee Within Range 11 615,721.60$  671,018.49$  55,296.89$     8.98%

Employee Above Max 0 -$              -$              -$               

Option 3 - Yrs of Svc

their current wage fell below the step 7 wage.  The annual cost for this 

option is $76,575.52, which is a 10.14% increase in the City’s payroll. 

 

B. Ongoing Administration 

After initial implementation is achieved, the City will need to develop 

administration procedures that provide for annual salary adjustments based 

on market and economic conditions and adjustments that recognize 

individual performance.   
 

Employee Adjustments.  Employees will move through the wage 

schedule based on years of service and performance factors.  An employee 

hired at the minimum wage rate who maintains satisfactory performance 

will move from the minimum to the maximum wage rate in approximately 

5 years.  Those with above satisfactory performance could move through 

the wage schedule in a shorter time frame.   

 

Base adjustments.  In subsequent years it will be necessary for the City to 

adjust the salary schedules based on cost of living and other factors such as 

recruitment and retention issues.  The City can establish a guideline for 

determining annual base adjustments.  For example, the City could base its 

adjustment on the Consumer Price Index (CPI).  The City could also contact 

comparable jurisdictions to find out what percentage adjustment they are 

making to their pay scales as a second level of verification of the pay range 

adjustment.  This would also ensure that the City maintains marketability 

among comparable regional organizations. 
 

If the CPI for example, is 3.0 a 3.0 percent increase would be applied to the 

pay scale.  In addition, employees would move to the next step of the wage 

schedule on their anniversary date, based on satisfactory performance.  By 

making this base adjustment to all employee salaries, the City ensures that 

employees will not again fall behind the market.   
 

C. Review of Fringe Benefits  

The local government organizations that responded to the salary survey also 

provided information about their fringe benefit programs.  Several 

observations can be made based on a review of the survey data.  

 Holiday leave varies from 10 to 12 days per year, with an average of 11 

holidays, 6 of the organizations also offered floating holidays, with an 

average of 1 floating holiday.  The City of Carver provides 11 days of 
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holiday leave but does not offer floating holidays, which is slightly 

below the average of that provided by the survey participants.    

 Nine of the organizations provide traditional vacation and sick leave 

plans, 3 provide paid time off in lieu of vacation and sick leave.  The 

City of Carver provides paid time off. Paid time off leave schedules 

vary with organizations providing 15 to 22 days of leave during the 

first year of employment with an average of 21 days, 20 to 22 days of 

leave for employees with 1 to 5 years of service with an average leave 

of 21 days.  After 6 years of service, employees receive 25 to 27 days 

of paid time off with the average leave of 26 days.   After 10 years of 

service, employees receive 27 to 30 days of annual leave with an 

average of 28 days.  After 15 years of service, employees receive 31 to 

35 days of leave with an average of 33 days. Once employees achieve 

20 years or more of service, paid time off ranges from 31 to 40 days 

with an average of 36 days.  The City of Carver provides 23 days in 

years 1-5, 29 days in years 6-10, 34 days from years 11 to 18 and 38 

days after 19 years of service.  The City’s paid time off accumulation 

is slightly above the average with the exception of after 20 years of 

service in which the accumulation of paid time off is slightly below 

the average. 

 All organizations offer medical insurance, the majority offered different 

levels of plans.   The average monthly cost for single coverage is $702 

with an average employer contribution of 98%. For employee plus 

dependent coverage, the average cost among survey participants was 

$1405 with an average contribution of 81%.  Family insurance coverage 

had an average monthly cost of $1600 with an average employer 

contribution of 75%.    City of Carver offers a single health insurance 

plans. The cost for health insurance for single coverage is slightly below 

the average and the City’s contribution is slightly above the average.  

For family coverage, the City’s cost is below the average and the 

contribution level is consistent with the average.   

 Four organizations cover retirees in their medical insurance program, 

one provided a contribution towards that coverage.  The City of Carver 

does not cover employees under the City’s health insurance which is 

consistent with the practices of the survey participants. 

 Ten of the organizations provided dental insurance; the average cost for 

single coverage is $40.58 with an average employer contribution of 

57%.  The average cost of family coverage is $115.04, with an average 

employer contribution of 36%.  The City of Carver also provides dental 

insurance, the costs and the City contribution levels are above the 

average. 

 All of the organizations provided life insurance coverage.  Nine of the 

organizations who responded offered short-term disability coverage, 2 

paid for the coverage.  Ten respondents offer long-term disability 

insurance, and 4 of those organizations paid for that coverage.  The City 

of Carver does not provide short-term or long-term disability coverage 

which is inconsistent with the practices of the participating 

organizations. 
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City of Carver, Minnesota.  Classification and Compensation Study. 

 Seven of the organizations surveyed provide a deferred compensation 

program; none provided a contribution towards that program.  The City 

of Carver also offers a deferred compensation program and does provide 

a contribution, which is inconsistent with the practices of the responding 

organizations. 

 Seven of the respondents offered a Post Retirement Health Care Savings 

Plan, The City of Carver does not provide this benefit.      

 

A summary of the fringe benefits survey appears in Appendix IV. 



 

 

 

APPENDIX I 

Market Survey Information 



Market Survey Information 

 

 

Position Surveyed Min Diff % Mid Diff % Max Diff %

Accountant 41,371.00 (1,833.75) -4.43% 43,607.00 (6,225.34) -14.28% 45,843.00 (10,563.40) -23.04%

Administrative Assistant 39,790.00 144.93 0.36% 41,932.50 (2,724.73) -6.50% 44,075.00 (5,687.31) -12.90%

Building Official 61,908.00 (15,695.00) -25.35%

City Administrator/Clerk 99,091.00 (3,874.51) -3.91%

Deputy Clerk 42,890.00 (16,414.60) -38.27%

DNU - Parks and Recreation Supervisor 51,173.00

Public Services Superintendent 68,803.00 (10,721.05) -15.58%

Public Services Utilities Superintendent 72,219.00 (10,312.00) -14.28%

Public Services Worker 43,014.00 1,648.33 3.83% 46,311.00 (309.71) -0.67% 49,608.00 (2,267.74) -4.57%

Utility Billing Clerk 36,566.00 (355.20) -0.97% 38,532.00 (3,883.34) -10.08% 40,498.00 (8,265.07) -20.41%

Averages 40,185.25 -98.92 -0.30% 42,595.63 -3,285.78 -7.88% 57,610.80 -9,311.19 -17.59%

DNU - did not use survey information

City of Carver Information

 

 

  

Average

Position Surveyed YOS Lowest Highest Weighted Lowest Highest Lowest Highest Weighted

Accountant 9 1.00 6.84 49,832.34 36,400.00 48,610.00 43,204.75 46,754.00 52,894.50 51,949.00 60,258.00 56,406.40

Administrative Assistant 10 1.23 12.38 44,657.23 34,611.20 46,010.00 39,645.07 42,092.50 51,043.50 23,909.00 56,077.00 49,762.31

Building Official 3 1.00 11.00 69,888.43 59,841.60 65,424.00 62,173.87 66,518.50 73,602.00 71,781.00 81,780.00 77,603.00

City Administrator/Clerk 10 1.00 15.13 92,709.57 72,904.00 94,388.00 82,453.63 86,622.00 102,716.50 96,553.60 111,045.00 102,965.51

Deputy Clerk 5 1.00 8.00 51,558.75 36,400.00 46,800.00 43,812.90 48,329.00 53,664.00 56,882.00 60,528.00 59,304.60

DNU - Parks and Recreation Supervisor 4 1.50 7.67 50,082.40 34,528.00 50,064.00 44,129.87 45,843.00 54,481.00 51,949.00 58,898.00 56,034.93

Public Services Superintendent 9 1.11 12.29 70,631.99 45,760.00 75,712.00 61,739.93 60,757.00 85,758.00 70,574.00 95,804.00 79,524.05

Public Services Utilities Superintendent 3 1.00 19.00 73,161.00 59,712.00 67,870.00 63,791.00 69,144.00 77,178.00 78,576.00 86,486.00 82,531.00

Public Services Worker 10 4.20 12.68 46,620.71 33,488.00 46,800.00 41,365.67 44,292.00 53,664.00 46,092.80 60,528.00 51,875.74

Utility Billing Clerk 6 1.00 6.25 42,415.34 30,181.00 42,952.00 36,921.20 34,944.00 44,741.00 39,707.00 55,786.00 48,763.07

Averages 6.90 1.40 11.12 59155.78 44382.58 58463.00 51923.79 54529.60 64974.25 58797.34 72719.00 66477.06

DNU - did not use survey information

Midpoint Salary Maximum SalaryNumber of 

Respondents

Average 

FTES

Weighted 

Avg Sal

Minimum Salary

 

 

 

 



 

 

 

APPENDIX II 

Compensation Plan 



Compensation Plan 

 

% Between Grades: 6%

% Between Steps: 2.75% Range: 24.24%

Starting midpoint: 34,000

Grade 1 2 3 4 5 6 7 8 9

0 - 58 1 30,411.47 31,271.43 32,155.71 33,065.00 34,000.00 34,935.00 35,895.71 36,882.84 37,897.12

59 - 76 2 32,236.15 33,147.72 34,085.06 35,048.90 36,040.00 37,031.10 38,049.46 39,095.82 40,170.95

77 - 95 3 34,170.32 35,136.58 36,130.16 37,151.83 38,202.40 39,252.97 40,332.42 41,441.56 42,581.21

96 - 115 4 36,220.54 37,244.77 38,297.97 39,380.94 40,494.54 41,608.14 42,752.37 43,928.06 45,136.08

116 - 136 5 38,393.78 39,479.46 40,595.85 41,743.80 42,924.22 44,104.63 45,317.51 46,563.74 47,844.24

137 - 158 6 40,697.40 41,848.23 43,031.60 44,248.43 45,499.67 46,750.91 48,036.56 49,357.57 50,714.90

159 - 182 7 43,139.25 44,359.12 45,613.49 46,903.33 48,229.65 49,555.97 50,918.75 52,319.02 53,757.79

183 - 208 8 45,727.60 47,020.67 48,350.30 49,717.53 51,123.43 52,529.32 53,973.88 55,458.16 56,983.26

209 - 236 9 48,471.26 49,841.91 51,251.32 52,700.59 54,190.83 55,681.08 57,212.31 58,785.65 60,402.26

237 - 266 10 51,379.53 52,832.42 54,326.40 55,862.62 57,442.28 59,021.95 60,645.05 62,312.79 64,026.39

267 - 298 11 54,462.30 56,002.37 57,585.98 59,214.38 60,888.82 62,563.26 64,283.75 66,051.56 67,867.98

299 - 332 12 57,730.04 59,362.51 61,041.14 62,767.24 64,542.15 66,317.06 68,140.78 70,014.65 71,940.05

333 - 368 13 61,193.84 62,924.26 64,703.61 66,533.28 68,414.68 70,296.08 72,229.23 74,215.53 76,256.46

369 - 406 14 64,865.48 66,699.72 68,585.83 70,525.27 72,519.56 74,513.85 76,562.98 78,668.46 80,831.84

407 - 446 15 68,757.40 70,701.70 72,700.98 74,756.79 76,870.73 78,984.68 81,156.76 83,388.57 85,681.75

447 - 488 16 72,882.85 74,943.80 77,063.04 79,242.20 81,482.98 83,723.76 86,026.16 88,391.88 90,822.66

489 - 532 17 77,255.82 79,440.43 81,686.82 83,996.73 86,371.96 88,747.19 91,187.73 93,695.40 96,272.02

533 - 578 18 81,891.17 84,206.86 86,588.03 89,036.53 91,554.27 94,072.02 96,659.00 99,317.12 102,048.34

579 - 624 19 86,804.64 89,259.27 91,783.31 94,378.72 97,047.53 99,716.34 102,458.54 105,276.15 108,171.24

625 - 670 20 92,012.92 94,614.82 97,290.31 100,041.45 102,870.38 105,699.32 108,606.05 111,592.72 114,661.52

Pts

Step

 

 

  



 

 

 

APPENDIX III 

Position Grade Assignment 



Position Grade Assignment 
 

 

Points Department Division Title Grade 1 5 9

131 Administration N/A Utility Billing Clerk 5 38,393.78 42,924.22 47,844.24

150 Inspections N/A Administrative Assistant 6 40,697.40 45,499.67 50,714.90

175 Public Services N/A Public Services Worker 7 43,139.25 48,229.65 53,757.79

183 Administration N/A Deputy Clerk 8 45,727.60 51,123.43 56,983.26

235 Administration N/A Accountant 9 48,471.26 54,190.83 60,402.26

258 Parks and Recreation N/A Parks and Recreation Supervisor 10 51,379.53 57,442.28 64,026.39

340 Inspections N/A Building Official 13 61,193.84 68,414.68 76,256.46

405 Public Services N/A Public Services Superintendent 14 64,865.48 72,519.56 80,831.84

405 Public Services N/A Public Services Utilities Superintendent 14 64,865.48 72,519.56 80,831.84

615 Administration N/A City Administrator/Clerk 19 86,804.64 97,047.53 108,171.24

Proposed

Points Department Division Title Grade 1 5 9

235 Administration N/A Accountant 9 48,471.26 54,190.83 60,402.26

615 Administration N/A City Administrator/Clerk 19 86,804.64 97,047.53 108,171.24

183 Administration N/A Deputy Clerk 8 45,727.60 51,123.43 56,983.26

131 Administration N/A Utility Billing Clerk 5 38,393.78 42,924.22 47,844.24

150 Inspections N/A Administrative Assistant 6 40,697.40 45,499.67 50,714.90

340 Inspections N/A Building Official 13 61,193.84 68,414.68 76,256.46

258 Parks and Recreation N/A Parks and Recreation Supervisor 10 51,379.53 57,442.28 64,026.39

405 Public Services N/A Public Services Superintendent 14 64,865.48 72,519.56 80,831.84

405 Public Services N/A Public Services Utilities Superintendent 14 64,865.48 72,519.56 80,831.84

175 Public Services N/A Public Services Worker 7 43,139.25 48,229.65 53,757.79

Proposed

Points Department Division Title Grade 1 5 9

131 Administration N/A Utility Billing Clerk 5 38,393.78 42,924.22 47,844.24

150 Inspections N/A Administrative Assistant 6 40,697.40 45,499.67 50,714.90

175 Public Services N/A Public Services Worker 7 43,139.25 48,229.65 53,757.79

183 Administration N/A Deputy Clerk 8 45,727.60 51,123.43 56,983.26

235 Administration N/A Accountant 9 48,471.26 54,190.83 60,402.26

258 Parks and Recreation N/A Parks and Recreation Supervisor 10 51,379.53 57,442.28 64,026.39

340 Inspections N/A Building Official 13 61,193.84 68,414.68 76,256.46

405 Public Services N/A Public Services Superintendent 14 64,865.48 72,519.56 80,831.84

405 Public Services N/A Public Services Utilities Superintendent 14 64,865.48 72,519.56 80,831.84

615 Administration N/A City Administrator/Clerk 19 86,804.64 97,047.53 108,171.24

Proposed

Points Department Division Title Grade 1 5 9

235 Administration N/A Accountant 9 48,471.26 54,190.83 60,402.26

615 Administration N/A City Administrator/Clerk 19 86,804.64 97,047.53 108,171.24

183 Administration N/A Deputy Clerk 8 45,727.60 51,123.43 56,983.26

131 Administration N/A Utility Billing Clerk 5 38,393.78 42,924.22 47,844.24

150 Inspections N/A Administrative Assistant 6 40,697.40 45,499.67 50,714.90

340 Inspections N/A Building Official 13 61,193.84 68,414.68 76,256.46

258 Parks and Recreation N/A Parks and Recreation Supervisor 10 51,379.53 57,442.28 64,026.39

405 Public Services N/A Public Services Superintendent 14 64,865.48 72,519.56 80,831.84

405 Public Services N/A Public Services Utilities Superintendent 14 64,865.48 72,519.56 80,831.84

175 Public Services N/A Public Services Worker 7 43,139.25 48,229.65 53,757.79

Proposed

 

Positions sorted by Department 

Positions sorted by Grade 

 

  

  



 

 

APPENDIX IV 

Fringe Benefit Comparison 
 

 
 
 



Fringe Benefit Comparison 

 

Least Reported Most Reported Average Reported Client

Multiple sets of fringe benefits? Yes (1) No (8) No No

What groups are there?

Which group was used to complete the 

questionare?

Holidays (Days/Year) 10 12 11 11

Floating Holidays 0 2 1 0

Holiday on Regular Days Off Other (0) Fri-Mon (10) Fri-Mon Fri-Mon

Comp on Holidays Worked T&½ (7)

Time and a ½ T&½ (7) 7 T&½ (7) T&1/2

Double Time Dbl (3) 3

Double Time and a ½ DT&½ (1) 1

Other Other (0) 0

Annual Leave (Days/Year)

Vacation/Sick or PTO PTO (3) Vac-Sick (7) Vac-Sick PTO

Vacation - days or hours?

6 months -                                  10.00                              3

1 year 5.00                                10.00                              9

2 years 10.00                              10.00                              10

3 years 10.00                              15.00                              11

4 years 10.00                              15.00                              11

5 years 10.00                              15.00                              13

6 years 15.00                              20.00                              16

7 years 15.00                              20.00                              16

8 years 15.00                              20.00                              16

9 years 15.00                              20.00                              16

10 years 15.00                              20.00                              16

11 years 15.00                              25.00                              18

12 years 17.00                              25.00                              19

13 years 17.50                              25.00                              19

14 years 17.50                              25.00                              20

15 years 17.50                              25.00                              20

16 years 20.00                              25.00                              21

17 years 20.00                              25.00                              21

18 years 20.00                              25.00                              21

19 years 20.00                              25.00                              21

20 years 20.00                              25.00                              21

20+ years 20.00                              30.00                              22

PTO - days or hours?

6 months 15.00                              22.00                              19 23.00               

1 year 20.00                              22.00                              21 23.00               

2 years 20.00                              22.00                              21 23.00               

3 years 20.00                              22.00                              21 23.00               

4 years 20.00                              22.00                              21 23.00               

5 years 22.00                              25.00                              24 29.00               

6 years 25.00                              27.00                              26 29.00               

7 years 25.00                              27.00                              26 29.00               

8 years 25.00                              27.00                              26 29.00               

9 years 25.00                              27.00                              26 29.00               

10 years 27.00                              30.00                              28 29.00               

11 years 27.00                              30.00                              28 29.00               

12 years 27.00                              30.00                              28 34.00               

13 years 27.00                              30.00                              28 34.00               

14 years 27.00                              30.00                              28 34.00               

15 years 27.00                              35.00                              31 34.00               

16 years 31.00                              35.00                              33 34.00               

17 years 31.00                              35.00                              33 34.00               

18 years 31.00                              35.00                              33 34.00               

19 years 31.00                              35.00                              33 38.00               

20 years 31.00                              40.00                              34 38.00               

20+ years 31.00                              40.00                              36 38.00               

Carried into Next Year 15.00                              80.00                              46 Varies

Max Accumulation -                                  Unltd (1) 115 Varies

Comp after Max Accumulation Yes (0) No (9) No No

 

 

 

 



Fringe Benefit Comparison 

 

Least Reported Most Reported Average Reported Client

Sick Leave (Days/Year) 8.00                                12.00                              11

Carried into Next Year 10.00                              Unltd (2) 48

Max. Accumulation 30.00                              Unltd. (2) 432

Paid at Termination/Retirement No (2) Yes (5) Yes

Use for Medical Appointments No (0) Yes (7) Yes

Use for Dental Appointments No (0) Yes (7) Yes

Use for Family Illness No (0) Yes (7) Yes

Sick Leave Bank Yes (3) No (4) No Yes

Pension and Retirement

Other Than Social Security No (0) Yes (10) Yes Yes

State Sponsored No (1) Yes (9) Yes Yes

Employer Paid 6% 7% 7% 7%

Employee Paid 6% 7% 6% 6%

Death Benefit No (3) Yes (5) Yes Yes

Life & Disability Insurance

Life Insurance No (0) Yes (10) Yes Yes

Employer Paid 0% 100% 89% 100%

AD&D No (0) Yes (10) Yes Yes

AD&D Double Indeminity Yes/No (4/4) Yes/No (4/4)

Employer Paid 0% 100% 38% 0%

Short Term Disability No (1) Yes (9) Yes No

Employer Paid 0% 100% 33%

Long Term Disability No (0) Yes (10) Yes No

Employer Paid 0% 100% 44%

Health Insurance No (0) Yes (10) Yes Yes

FTE required to participate? Yes (4) No (5) No No

Different Levels No (2) Yes (8) Yes No

100%  participation required No (4) Yes (5) Yes No

Not participating No (4) Yes (5) Yes Yes

Employee Only 473.00$                          1,030.00$                       702.00$                   670.00$           

Employer Paid 90% 100% 98% 100%

Employee Paid 10% 10% 10% 0%

Annual Deductible 500.00$                          2,500.00$                       1,500.00$                -$                

Standard Office Visit Co-pay -$                                30.00$                            22.50$                     20.00$             

Employee/Spouse 1,405.00$                       1,405.00$                       1,405.00$                

Employer Paid 76% 85% 81%

Employee Paid 24% 24% 24%

Annual Deductible -$                                -$                                #DIV/0!

Standard Office Visit Co-pay 30.00$                            30.00$                            30.00$                     

Employee/Child 1,338.00$                       1,338.00$                       1338

Employer Paid 76% 85% 81%

Employee Paid 24% 24% 24%

Annual Deductible -$                                -$                                #DIV/0!

Standard Office Visit Co-pay 30.00$                            30.00$                            30.00$                     

Employee/Family 1,182.50$                       1,739.50$                       1,600.25$                1,320.00$        

Employer Paid 65% 85% 75% 75%

Employee Paid 24% 35% 30% 25%

Annual Deductible 1,000.00$                       1,000.00$                       1,000.00$                -$                

Standard Office Visit Co-pay 30.00$                            30.00$                            30.00$                     20.00$             

HEALTH INSURANCE TYPE 2 - 

Employee Only 407.00$                          637.00$                          477.02$                   

Employer Paid 90% 100% 96%

Employee Paid 0% 10% 4%

Annual Deductible 1,500.00$                       2,500.00$                       1,920.00$                

Standard Office Visit Co-pay -$                                30.00$                            15.00$                     

Employee/Spouse 927.00$                          1,338.00$                       1,069.38$                

Employer Paid 73% 100% 86%

Employee Paid 14% 27% 21%

Annual Deductible 3,000.00$                       5,000.00$                       4,000.00$                

Standard Office Visit Co-pay -$                                -$                                #DIV/0!

Employee/Child 883.00$                          1,274.00$                       1,020.88$                

Employer Paid 80% 100% 89%

Employee Paid 14% 20% 17%

Annual Deductible 3,000.00$                       5,000.00$                       4,000.00$                

Standard Office Visit Co-pay -$                                30.00$                            7.50$                       

Employee/Family 1,008.40$                       1,656.00$                       1,231.32$                

Employer Paid 65% 100% 83%

Employee Paid 14% 35% 23%

Annual Deductible 3,000.00$                       5,000.00$                       3,840.00$                

Standard Office Visit Co-pay -$                                30.00$                            15.00$                     

 



Fringe Benefit Comparison 

 

Least Reported Most Reported Average Reported Client
Supplemental program for HDP? No (1) Yes (4) Yes No
Type of Program
Employer Paid 50% 100% 67%

Retirees Yes/No (4/4) Yes/No (4/4) No

Years of Service Required Yes/No (0/0) Yes/No (0/0)

Employer Paid 0% 50% 17%

Dental Insurance No (0) Yes (10) Yes Yes

Part of Health Plan Yes (2) No (7) No No

Employee Only 32.15$                            60.79$                            40.58$                     53.47$             

Employer Paid 0% 100% 57% 100%

Employee/Family 88.16$                            182.34$                          115.04$                   133.71$           

Employer Paid 0% 100% 36% 75%

Vision Insurance Yes (2) No (8) No No

Part of Health Plan Yes (2) No (3) No

Employee Only Yes/No (0/0) Yes/No (0/0)

Employer Paid 0% 0% 0%

Employee/Family 15.20$                            15.20$                            15.20$                     

Employer Paid 0% 0% 0%

Deferred Compensation No (3) Yes (7) Yes Yes

Available to all Employees No (2) Yes (6) Yes Yes

Type of Plan 403

Employer Contribution Yes (1) No (7) No Yes

Other Benefits Program

Other Benefits Yes (4) No (6) No Yes

Post Retirement Hlth Care Svgs Yes (3) No (7) No No

Call Back Pay No (3) Yes (6) Yes Yes

On Call/Stand By Pay Yes/No (5/5) Yes/No (5/5) Yes

Clothing Allowance No (1) Yes (9) Yes Yes

Mgr/Administrator Compensation

Included in Pay Plan No (2) Yes (8) Yes No

Car or Vehicle Allowance No (4) Yes (6) Yes No

Personal Allowance Yes (0) No (6) No No

Accrues Leave Differently Yes (2) No (8) No No

Retirement Plan Differ Yes (0) No (10) No Yes

Additional Benefits Yes/No (2/2) Yes/No (2/2) No

 

 







 
 
Submitted by Curt Montgomery 
Newport Chief of Police 

 

11.A



 
 

 The Newport Police Department has the following personnel with over 75years  
of combined Newport Law Enforcement experience.   

   
   
 Chief of Police:     Curt Montgomery      Date of hire:  01-02-1995 
   
 Patrol & Investigations:    Scott Freemyer        Date of hire:  09-02-1997 
   
 Patrol Officer:    Joel Muellner        Date of hire:  05-06-1999 
   
 Patrol Officer:     Sean McArdell        Date of hire:  02-27-2006 
   
 Patrol Officer:     Jeremy Brodin        Date of hire:  07-28-2008 
   
 Patrol Officer:     Tyler Martin         Date of hire:  01-11-2010 

 
 Patrol Officer:     David Crist        Date of Hire:  10-01-2012 

 
 



 
 Officers and their specialties 

   
   
 Firearms certified trainer:      McArdell, Muellner 
   
 Use of force trainer:       Freemyer, Martin 
   
 Taser certified trainer:       Freemyer, Martin 
   
 Field Training Officers:       Freemyer, McArdell, Martin, Montgomery, Brodin 
   
 Data Practices:         Montgomery, Freemyer 
   
 Investigation:        Freemyer 
   
 Standardized Field Sobriety:   Brodin, Muellner, Freemyer, Crist, Martin  
   
 Breath test certified:       Muellner, McArdell, Freemyer, Brodin, Martin 
      
 Training/training records:      McArdell, Montgomery 
   
 Special Response Team:       Freemyer 

 



 Initial Complaint Reports 
◦ In 2009 we had 2,933 Initial Complaint Reports 
◦ In 2010 we had 3,747 Initial Complaint Reports 
◦ In 2011 we had 3,456 Initial Complaint Reports 
◦ In 2012 we had 3,682 Initial Complaint Reports  
◦ In 2013 we had 4,192 Initial Complaint Reports 
◦ In 2014 we had 4,100 Initial Complaint Reports 
 
These indicate the number of written police reports 
generated during the year.  Officers also do many other 
things that do not require a report. 



             2010               2011               2012               2013               2014 
 Felony:  28     27        26                  27                 28 

 Gross Misd:  22     18        27                  40                 36 

 Misdemeanor:  46     64        66                  88                 63 

 These are in-person arrests. In other words they were caught red handed and brought to jail.   

 Some people were charged after our investigation was complete. They are not listed here as 

arrests. 

 Some people were issued a misdemeanor ticketed and released without being brought to jail.  

They are not listed here as arrests. 

 



 Juvenile non-traffic citations               6      22    19        30           5 

 Juvenile problems calls                       44      70    57        87           80 

 Runaway calls                         3      10      1        18           21 

 Some of these age related acts would be smoking, parental 

child issues, under age drinking, truancy, and curfew. 

 



 2010 7619 

 2011 7845 

 2012  7723 

 2013        9067 

 2014        8570 

 All events means all activities document by Officers.  
These include items handled by doing a report and 
other tasks they did that didn’t requiring a report. 



2010 2011 2012 2013 2014 2010 2011 2012 2013 2014 

ACCIDENTS   95 116 76 131 107 DRUNKS/DETOX   30 23 25 26 17 

ADMINISTRATIVE   888 802 912 1215 1199 D.W.I.   20 33 43 46 53 

ALARMS   140 111 113 117 127 FIRECALLS   52 56 80 67 55 

ANIMAL CALLS   140 121 125 144 169 FORGERY   23 16 7 7 2 

ARRESTS Felony 28 27 26 27 28 FOUND PROPERTY   21 11 20 16 18 

  
Misdemean

or 46 64 66 88 63 HAR/COMM   34 53 24 21 42 

  
Gross 
Misd. 22 18 27 40 36 HANG UPS (911)   31 43 41 39 57 

ASSAULTS Aggravated 6 7 1 2 3 HOMICIDE         1 1 

  Simple 17 15 21 14 9 
JUVENILE PETTY 
CITATIONS   7 22 19 28 5 

ASSIST OTHER 
DEPT/OFFICER   598 601 706 814 882 JUVENILE PROBLEMS   46 70 57 87 80 

ASSIST PUBLIC   1473 1807 1796 2023 2059 LOCK-OUTS   44 44 42 53 66 

AUTO THEFT   13 12 10 3 4 MEDICAL CALLS   184 217 230 284 271 

  Attempted 1 1 6 1 1 MISSING PERSONS   5 7 3 15 15 

BURGLARY   18 25 23 25 11 
ORDINANCE 
VIOLATIONS   108 226 189 421 520 

  Attempted 2 3 2 3 1 
ORDINANCE WINTER 
PARK   113 85 41 136 114 

CHILD ABUSE/NEGLECT   10 10 9 10 15 PROWLERS   7 3 2     
CIVIL DISPUTES   110 107 72 91 48 ROBBERY   3 4 2 3   
CRIMINAL SEXUAL 
CONDUCT   5 2 2 4 10   Attempted 2 1   1   
CURFEW   3   2 2   RUN-AWAY   11 3 1 18 21 

DAMAGE TO PROPERTY   60 76 56 44 34 
STOLEN AUTOS 
RECOVERED   13 3 14 10 9 

DEATH INV.   4 6 3 5 6 SUSPICIOUS ACTIVITY   235 274 319 305 309 

DISORDER CONDUCT   24 17 29 35 39 THEFT   138 111 176 125 105 

DOMESTICS   149 153 115 161 165   Attempted 1         
DRIVING COMPLAINT   160 161 107 105 112 CITATIONS   1159 1080 1157 1346 1100 

DRUGS/PARAPHERNALIA   15 20 5 16 13 TRAFFIC WARNINGS   1305 1178 921 892 569 

            

  
Overall Grand Total All 

Events   7619 7845 7723 9067 8570 



 The Citizens of Newport are a key to our law enforcement abilities.  I ask 
that every Newport resident look out for each other and report to us 
things that don’t look right to them.   

 I would rather have you report something to the police, and we find out 
that it’s not criminal in nature, than to have us find out later that it was 
criminal. 

 The police can’t be everywhere.  We need your eyes to help us prevent 
crime and apprehend criminals. 

 Some of the numbers you see on this report may have been surprising to 
you.  They are not meant to alarm you but, inform you. 

 Our crime rate is not abnormal compared to towns around us. 
 I encourage people to contact the Newport Police and we will try to 

assist them if we can.  We can’t solve everyone's issues, but we can 
sometimes advise them on where to look for an answer to their issue. 
 

 Help us help you, and together we will make Newport a safer place. 

 Thank you, Curt Montgomery, Newport Police Chief.    



Offices in Illinois, Iowa, Minnesota, and Wisconsin 
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More ideas. Better solutions.® 

MEMO 
  
 

  To:  Honorable Mayor and City Council Members 

    Ms. Deb Hill City Administrator   

  From:  Jon Herdegen, P.E. City Engineer 

  Subject:  Engineer’s Report 

  Date:  March 2, 2015 – For the March 5th Council Meeting 

     
 
Utility SCADA System Improvements 
Late last year, the City solicited proposals for an upgrade to the City’s Utility SCADA system.  Public 
Works staff had been working with 3 separate system integration contractors throughout the year 
to develop a plan to upgrade the existing system. It became apparent that the cost of the upgrade 
would require the project to be publically advertised per the State’s procurement standards. MSA 
assisted staff  to develop a Request  for Proposal document  that would ensure  that all parties 
providing proposals would be proposing on the same scope of work. When proposals were initially 
received in late January, the project costs exceeded the budget by over 35%. In an effort to make 
the project fit within the City’s budget, we requested that each of the parties providing proposals 
conduct a  “value engineering” assessment of  their proposal and provide  the City within cost 
reduction measures for their consideration. Revised proposals were received on March 2nd and 
summarized on the attached RFP Tabulation.  
 
The  original  low  proposal was  submitted  by Quality  Control &  Integration  at  $296,990. QCI 
remained  the  lowest  respondent upon  the  review of  the  revised  submittals at an amount of 
$220,190 (Note: Alternative Base Bid amounts were not considered due to budgetary constraints). 
A significant portion of the price reduction proposed by QCI involved the elimination of the project 
bonding($15,000). Typically, the City would make periodic payments throughout the course of the 
project and the bond would ensure that a project can be completed should the contractor fail to 
produce a final product per the design specification.  QCI has indicated that they will accept a lump 
sum payment upon project completion in lieu of partial payments. Council must consider if they are 
willing to waive the typical bonding requirements for this project.  
 
Requested  Council  Action: We  respectfully  request  that  the  Council  consider  the  bonding 
requirements for this project and direct City Staff to enter into contract with Quality Control & 
Integration for the Utility SCADA System Improvements at the proposal amount of $220,190.  
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DEDUCT REVISED DEDUCT REVISED DEDUCT REVISED DEDUCT REVISED
AMOUNT AMOUNT AMOUNT AMOUNT AMOUNT AMOUNT AMOUNT AMOUNT

BASE LUMP SUM PRICE

1 FIELD SURVEY INCLUDING RADIO PATH AND NETWORK VERIFICATION LS 1.0 820.00$         820.00$                  -$               820.00$                 965.00$         965.00$                  -$              965.00$                  1,400.00$      1,400.00$               (1,400.00)$     -$                      1,325.00$      1,325.00$               -$              1,325.00$             

2 PROJECT COORDINATION, BONDS, INSURANCE, MOBILIZATION, MISC., ETC. LS 1.0 18,000.00$    18,000.00$             (15,000.00)$    3,000.00$             5,100.00$     5,100.00$              (1,900.00)$    3,200.00$              29,261.00$   29,261.00$              (29,261.00)$   -$                      7,015.00$     7,015.00$              -$             7,015.00$            

3 PUBLIC WORKS GARAGE LS 1.0 44,225.00$    44,225.00$             (9,300.00)$      34,925.00$            44,250.00$    44,250.00$              (3,475.00)$     40,775.00$             35,839.00$    35,839.00$              (6,121.00)$     29,718.00$           25,469.00$    25,469.00$              -$              25,469.00$           

4 WELL NO. 1 LS 1.0 17,620.00$    17,620.00$             (4,700.00)$      12,920.00$            15,230.00$    15,230.00$              (5,940.00)$     9,290.00$               16,511.00$    16,511.00$              (3,142.00)$     13,369.00$           18,908.00$    18,908.00$              -$              18,908.00$           

5 WELL NO. 2 LS 1.0 17,300.00$    17,300.00$             (4,700.00)$      12,600.00$            15,285.00$    15,285.00$              (5,940.00)$     9,345.00$               16,511.00$    16,511.00$              (3,142.00)$     13,369.00$           18,825.00$    18,825.00$              -$              18,825.00$           

6 HYDRO-PNEUMATIC TANK LS 1.0 16,330.00$    16,330.00$             (3,800.00)$      12,530.00$            14,740.00$    14,740.00$              (6,400.00)$     8,340.00$               12,477.00$    12,477.00$              (1,963.00)$     10,514.00$           14,782.00$    14,782.00$              -$              14,782.00$           

7 BOOSTER STATION LS 1.0 17,615.00$    17,615.00$             (5,150.00)$      12,465.00$            14,555.00$    14,555.00$              (5,825.00)$     8,730.00$               17,360.00$    17,360.00$              (3,065.00)$     14,295.00$           13,722.00$    13,722.00$              -$              13,722.00$           

8 LIFT STATION NO. 1 LS 1.0 11,120.00$    11,120.00$             (2,800.00)$      8,320.00$              14,330.00$    14,330.00$              (7,455.00)$     6,875.00$               15,375.00$    15,375.00$              (1,785.00)$     13,590.00$           12,364.00$    12,364.00$              -$              12,364.00$           

9 LIFT STATION NO. 2 LS 1.0 23,350.00$    23,350.00$             (3,800.00)$      19,550.00$            31,766.00$    31,766.00$              (4,285.00)$     27,481.00$             42,233.00$    42,233.00$              (7,795.00)$     34,438.00$           28,821.00$    28,821.00$              -$              28,821.00$           

10 LIFT STATION NO. 3 LS 1.0 25,700.00$    25,700.00$             (3,800.00)$      21,900.00$            30,156.00$    30,156.00$              (2,675.00)$     27,481.00$             39,370.00$    39,370.00$              (7,972.00)$     31,398.00$           28,821.00$    28,821.00$              -$              28,821.00$           

11 LIFT STATION NO. 4 LS 1.0 23,350.00$    23,350.00$             (3,800.00)$      19,550.00$            31,806.00$    31,806.00$              (4,151.00)$     27,655.00$             38,565.00$    38,565.00$              (7,963.00)$     30,602.00$           28,821.00$    28,821.00$              -$              28,821.00$           

12 LIFT STATION NO. 5 LS 1.0 11,300.00$    11,300.00$             (2,800.00)$      8,500.00$              12,375.00$    12,375.00$              (5,860.00)$     6,515.00$               16,735.00$    16,735.00$              (2,906.00)$     13,829.00$           13,419.00$    13,419.00$              -$              13,419.00$           

13 LIFT STATION NO. 6 LS 1.0 23,630.00$    23,630.00$             (3,800.00)$      19,830.00$            31,807.00$    31,807.00$              (4,291.00)$     27,516.00$             40,625.00$    40,625.00$              (7,773.00)$     32,852.00$           37,704.00$    37,704.00$              -$              37,704.00$           

14 LIFT STATION NO. 7 LS 1.0 23,630.00$    23,630.00$             (3,800.00)$      19,830.00$            31,807.00$    31,807.00$              (4,291.00)$     27,516.00$             41,460.00$    41,460.00$              (7,605.00)$     33,855.00$           38,259.00$    38,259.00$              -$              38,259.00$           

15 UTILITY ALLOWANCE LS 1.0 5,000.00$      5,000.00$               (5,000.00)$      -$                       5,000.00$      5,000.00$               (5,000.00)$     -$                        5,000.00$      5,000.00$               (5,000.00)$     -$                      5,000.00$      5,000.00$               -$              5,000.00$             

16 STAND PIPE RESERVOIR LS 1.0 18,000.00$    18,000.00$             (4,550.00)$      13,450.00$            16,550.00$    16,550.00$              (865.00)$        15,685.00$             14,100.00$    14,100.00$              (2,719.00)$     11,381.00$           18,020.00$    18,020.00$              -$              18,020.00$           

T BASE LUMP SUM TOTAL 296,990.00$           220,190.00$          315,722.00$            247,369.00$           382,822.00$            283,210.00$         311,275.00$            311,275.00$         

-$                      

ADDITIVE ALTERNATE TO BASE BID

1
DPW SCADA COMPUTER, SOFTWARE, SMS PROGRAMMING, AND 
INSTALLATION (ADD) LS 1.0 54,100.00$    54,100.00$             -$               54,100.00$            17,680.00$    17,680.00$              -$              17,680.00$             55,273.00$    55,273.00$              2,122.00$      57,395.00$           29,100.00$    29,100.00$              -$              29,100.00$           

2 20' TALL WOODEN POLE WITH ANTENNA MAST (EACH) (ADD) LS 1.0 800.00$         800.00$                  -$               800.00$                 1,220.00$      1,220.00$               -$              1,220.00$               1,679.00$      1,679.00$               -$              1,679.00$             3,300.00$      3,300.00$               -$              3,300.00$             

3 40' TALL TOWER AND BASE (EACH) (ADD) LS 1.0 3,100.00$      3,100.00$               -$               3,100.00$              2,205.00$      2,205.00$               -$              2,205.00$               9,190.00$      9,190.00$               -$              9,190.00$             15,105.00$    15,105.00$              -$              15,105.00$           

4 SOFTWARE AND SETUP OF MOBILE DEVICE (EACH) (ADD) LS 1.0 1,000.00$      1,000.00$               -$               1,000.00$              1,428.00$      1,428.00$               -$              1,428.00$               3,640.00$      3,640.00$               3,640.00$             1,500.00$      1,500.00$               -$              1,500.00$             

5 BOOSTER STATION VARIABLE FREQUENCY DRIVE (LS) (ADD) LS 1.0 4,000.00$      4,000.00$               (500.00)$         3,500.00$              3,475.00$      3,475.00$               -$              3,475.00$               2,570.00$      2,570.00$               -$              2,570.00$             4,210.00$      4,210.00$               -$              4,210.00$             

T ADDITIVE ALTERNATE TO BASE BID - TOTAL 63,000.00$             62,500.00$            26,008.00$              26,008.00$             72,352.00$              74,474.00$           53,215.00$              53,215.00$           

Connelly Industrial Electronics

6845 20th Avenue S, Suite 140

Centerville, MN 55038

Automatic Systems, Co.

2400 West County Road D

St. Paul, MN 55112

CITY OF NEWPORT

RFP TABULATION
JANUARY 30, 2015 - REVISED MARCH 2, 2015

2015 UTILITIES SUPERVISORY CONTROL AND DATA ACQUISITION  IMPROVEMENT Quality Control & Integration

800 6th Street NW

New Prague, MN 56071

Jetco, Inc

208 1st Avenue S.

Altoona, IA 50009

TOTAL 
AMOUNT

SPEC 
NO.

ITEM 
DESCRIPTION UNIT

TOT. 
QTY.

UNIT
 PRICE

ORIGINAL
AMOUNT

UNIT
 PRICE

TOTAL 
AMOUNT

UNIT
 PRICE

TOTAL 
AMOUNT

UNIT
 PRICE
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