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Minutes prepared by: 
Connie Meyer, Rusk County Clerk 
Jill Buchholz-Jones, Chief Deputy Clerk  

 

CALL TO ORDER       
Meeting called to order by Chairman Kalepp at 7:00 pm. 

ROLL CALL 
Roll Call: Quorum Present (17 Present: 2 Absent) 
Present: Alec Hampton, Jerry Biller, Stacy Zimmer, John Moore, Terry Wedwick, Suzanne Vohs, 
Tom Cudo, Phil Unterschuetz, Phil Schneider, Jim Meyer, Kurt Gorsegner, John Kalepp, Tom 
Hanson, Dave Willingham, Mike Russell, Brian Coggins and Dan Gudis  
Absent: Sherry Wallace and Lois Goode 

Others Present: A. Heath, J. Wilk, C. Meyer, A. Gudis, J. Buchholz-Jones, R. Summerfield, T. Hall, 
E. Webster, M. Huhn, L. Jennerman and M. Hash

INVOCATION  
Invocation led by Supervisor District # 9 Phil Unterschuetz. 

PLEDGE OF ALLEGIANCE  
Pledge of Allegiance led by Supervisor District # 19 Dan Gudis. 

APPROVAL OF MINUTES – July 23, 2024 
Motion by Cudo, seconded by Russell to approve the minutes from July 23, 2024. Motion carried.    
Result: Passed by Majority Vote (YES: 17, NO: 0, ABSTAIN: 0, ABSENT: 2) 
YES: Alec Hampton, Jerry Biller, Stacy Zimmer, John Moore, Terry Wedwick, Suzanne Vohs, Tom 
Cudo, Phil Unterschuetz, Brian Coggins, Phil Schneider, Jim Meyer, Kurt Gorsegner, John Kalepp, 
Tom Hanson, Dave Willingham, Mike Russell, Dan Gudis ABSENT: Sherry Wallace, Lois Goode 

PUBLIC COMMENT – None. 

ELECTION  
Election of Highway Commissioner – Not needed. 

DISCUSSION AND POSSIBLE MOTION 
Hospital Item: 

Review Property Recommendation to Amend Hospital RFP to Include Separation of Parcels 
Ashley Health, Administrative Coordinator gave an over view of the property committees 
recommendation to separate the parcels.  
Motion by Cudo, seconded by Wedwick to accept the changes to the Hospital RFP proposal as a whole or individual 
Parcels. Motion carried.   
Result: Passed by Majority Vote (YES: 17, NO: 0, ABSTAIN: 0, ABSENT: 2) 
YES: Alec Hampton, Jerry Biller, Stacy Zimmer, John Moore, Terry Wedwick, Suzanne Vohs, Tom 
Cudo, Phil Unterschuetz, Brian Coggins, Phil Schneider, Jim Meyer, Kurt Gorsegner, John Kalepp, 
Tom Hanson, Dave Willingham, Mike Russell, Dan Gudis ABSENT: Sherry Wallace, Lois Goode 

MEETING OF THE RUSK COUNTY BOARD OF SUPERVISORS 
August 19, 2024 at 7:00 p.m. 

RUSK COUNTY GOVERNMENT CENTER LEC BOARD ROOM 



Minutes prepared by: 
Connie Meyer, Rusk County Clerk 
Jill Buchholz-Jones, Chief Deputy Clerk  

Resolution 45-24  
Ambulance Service Wage Adjustments for 2025 
Submitted by Rusk County Personnel Committee: S/ Stacy Zimmer, Sherry Wallace, Mike Russell 
and Jim Meyer. 
Motion by Willingham, seconded by Zimmer to approve the resolution for Ambulance Service Wage Adjustments for 
2025 with the 2 amendments. Motion carried.   
Result: Passed by Majority Vote (YES: 16, NO: 0, ABSTAIN: 1, ABSENT: 2) 
YES: Alec Hampton, Jerry Biller, Stacy Zimmer, John Moore, Terry Wedwick, Suzanne Vohs, Tom 
Cudo, Phil Unterschuetz, Phil Schneider, Jim Meyer, Kurt Gorsegner, John Kalepp, Tom Hanson, 
Dave Willingham, Mike Russell, Dan Gudis ABSTAIN: Brian Coggins ABSENT: Sherry Wallace, 
Lois Goode 

Motion by Willingham, seconded by Zimmer to add at the end of line 21 to read when an employee works a full-time 
Emergency Medical Technician shift... Motion carried.  
Result: Passed by Majority Vote (YES: 16, NO: 0, ABSTAIN: 1, ABSENT: 2) 
YES: Alec Hampton, Jerry Biller, Stacy Zimmer, John Moore, Terry Wedwick, Suzanne Vohs, Tom 
Cudo, Phil Unterschuetz, Phil Schneider, Jim Meyer, Kurt Gorsegner, John Kalepp, Tom Hanson, 
Dave Willingham, Mike Russell, Dan Gudis ABSTAIN: Brian Coggins ABSENT: Sherry Wallace, 
Lois Goode 

Motion by Schneider, seconded by Willingham to change start date to September 1, 2024 in all 3 places in the 
resolution lines 17, 23 and 30. Motion carried.  
Result: Passed by Majority Vote (YES: 15, NO: 1, ABSTAIN: 1, ABSENT: 2) 
YES: Alec Hampton, Jerry Biller, Stacy Zimmer, John Moore, Suzanne Vohs, Tom Cudo, Phil 
Unterschuetz, Phil Schneider, Jim Meyer, Kurt Gorsegner, John Kalepp, Tom Hanson, Dave 
Willingham, Mike Russell, Dan Gudis NO: Terry Wedwick ABSTAIN: Brian Coggins ABSENT: 
Sherry Wallace, Lois Goode 

Resolution 46-24 
Wage Adjustments for Rusk County Seasonal Employees 
Submitted by Rusk County Finance Committee: S/John Kalepp, Jim Meyer, Brian Coggins, Phil 
Unterschuetz and Terry Wedwick.  
Motion by Russell, seconded by Hampton to approve the resolution for Wage Adjustments for Rusk County Seasonal 
Employees. Motion carried. 
Result: Passed by Majority Vote (YES: 16, NO: 0, ABSTAIN: 1, ABSENT: 2) 
YES: Alec Hampton, Jerry Biller, Stacy Zimmer, John Moore, Terry Wedwick, Suzanne Vohs, Phil 
Unterschuetz, Brian Coggins, Phil Schneider, Jim Meyer, Kurt Gorsegner, John Kalepp, Tom 
Hanson, Dave Willingham, Mike Russell, Dan Gudis ABSTAIN: Tom Cudo ABSENT: Sherry 
Wallace, Lois Goode 

Resolution 47-24 
Approve Change to Rusk County Employee Corrective Action and Discipline Policy 
Submitted by Rusk County Personnel Committee: S/ Stacy Zimmer  
Motion by Zimmer, seconded by Moore to approve the resolution Approve Change to Rusk County Employee 
Corrective Action and Discipline Policy. Motion carried. 
Result: Passed by Majority Vote (YES: 15, NO: 1, ABSTAIN: 1, ABSENT: 2) 
YES: Alec Hampton, Jerry Biller, Stacy Zimmer, John Moore, Terry Wedwick, Tom Cudo, Phil 
Unterschuetz, Brian Coggins, Phil Schneider, Jim Meyer, Kurt Gorsegner, John Kalepp, Tom 
Hanson, Mike Russell, Dan Gudis NO: Dave Willingham ABSTAIN: Suzanne Vohs ABSENT: 
Sherry Wallace, Lois Goode 



Minutes prepared by: 
Connie Meyer, Rusk County Clerk 
Jill Buchholz-Jones, Chief Deputy Clerk  

Resolution 48-24 
Approve Interim Highway Commissioner Compensation from 08/13/2024 
Submitted by Rusk County Personnel Committee: S/ Stacy Zimmer, Mike Russell and Dave 
Willingham.  
Motion by Russell seconded by Moore to approve the resolution to Approve Interim Highway Commissioner 
Compensation from 08/13/2024. Motion carried.  
Result: Passed by Majority Vote (YES: 17, NO: 0, ABSTAIN: 0, ABSENT: 2) 
YES: Alec Hampton, Jerry Biller, Stacy Zimmer, John Moore, Terry Wedwick, Suzanne Vohs, Tom 
Cudo, Phil Unterschuetz, Brian Coggins, Phil Schneider, Jim Meyer, Kurt Gorsegner, John Kalepp, 
Tom Hanson, Dave Willingham, Mike Russell, Dan Gudis ABSENT: Sherry Wallace, Lois Goode 

Motion by Zimmer, seconded by Russell to enter into closed session at 7:25 p.m. Motion carried.  
CLOSED SESSION announced by Chair  
Motion to go into closed session pursuant to Wis.Stats19.85(1)(f). Considering financial, medical, 
social or personal histories or disciplinary data of specific persons, preliminary consideration of 
specific personnel problems or the investigation of charges against specific persons; and under Wis. 
Stats. 19.85(1)(g) for conferring with legal counsel for the governmental body who is rendering oral 
or written advice concerning strategy to be adopted by the body with respect to litigation in which it 
is or is likely to become involved. To wit: Correspondence regarding County Employee over which 
the committee has jurisdiction.  
OPEN SESSION – at 7:32 p.m. 

Motion by Russell, seconded by Meyer to enter into closed session at 7:34 p.m. Motion carried.  
CLOSED SESSION – announced by Chair  
Conferring with legal counsel in regards to settlement demand pursuant to 19.85(1)(g) for conferring 
with legal counsel for the governmental body who is rendering oral or written advice concerning 
strategy to be adopted by the body with respect to litigation in which it is or is likely to become 
involved.  
OPEN SESSION – at 7:43 p.m.  

ANNOUNCEMENT  
Next County Board Meeting Date – September 24, 2024 

ADJOURNMENT  
Motion by Biller, seconded by Unterschuetz to adjourn at 7:44 p.m. Motion carried by Voice Vote. 



John Kalepp | Rusk County Board Chair | 311 Miner Ave, Ladysmith, WI 54848 

October 22, 2024 

Rusk County Community Library Foundation 
Lynette Anderson 
Maxon Road 
Ladysmith, WI 54848 

RE: Donation to Rusk County Community Library 

Dear Ms. Anderson, 

On behalf of the Rusk County Board of Supervisors, I’d like to thank the Rusk County 
Community Library Foundation for its generous donation of $10,000 to help replace the patio on 
the south side of the library. As you are aware, most of the remaining funds in the building 
improvement budget are needed to update the heating system. Without your thoughtful 
assistance, the concrete work would not have been possible. Again, thank you to the Foundation 
for its help in this matter. 

Yours truly, 

John Kalepp 
Rusk County Board Chair 
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CHAPTER 4 

RECRUITMENT – SELECTION – AFFIRMATIVE ACTION 

Section 1   Policy Statement: It shall be the policy of Rusk County to recruit and select the best qualified 

persons for positions in the County’s service. Recruitment and selection shall be conducted in an 

affirmative manner to ensure open competition, provide equal employment opportunity and 

prohibit discrimination because of age, race, creed, color, disability, marital status, sex, national 

origin, ancestry, sexual orientation, genetic testing, honesty testing, arrest record, conviction 

record, military service, membership in National Guard, state defense force or any other reserve 

component of the military forces of the United States or this state, use or nonuse of lawful 

products of the employer’s premises during non‐working hours, or any other protected 

classification under state or federal law. 

Section 2   Recruitment  Process: With  the  approval  of  the  Personnel  Committee,  tThe Human  Resources 

Manager will be responsible for coordinating recruitment activities necessary to meet current and 

projected staffing needs of the affected department. The recruitment process shall be tailored to 

the number and type of positions to be filled and to meet labor market conditions. 

A. Promotional  Opportunities:  Promotional  recruitments  may  be  conducted  in  an  effort  to

encourage upward mobility. Applicants for promotion will have satisfactorily completed their

introductory  employment  period  and  possess  the  qualifications  as  set  forth  in  the  job

announcement(s). All job promotions, transfers, reassignments, or lateral transfers are at the

discretion of  the Personnel Committee. A promotion shall be approved by  the Department

Head and Human Resources Manager and typically shall not be required to go through the

established interview process.

B. Open Recruitment: The Personnel Committee may direct rRecruitment efforts may be directed

to  external  sources  if  a  position  is  not  filled  by  an  internal  candidate  or  the  Personnel

Committee determines  if it is determined it is in the best interests of the County to consider

a pool of both  internal and external candidates. External sources may  include, but are not

limited to:

• Electronic job boards and/or social media sites

• Local or national newspapers

• Professional journals

• University placement services

• WI Job Center

Open recruitment may run until the position is filled or for a set time frame which would 

typically be will run for two weeks for full‐time and regular part‐time vacancies , in general 

and one week for limited or short‐term vacancies, in general. 

C. Job Postings: Internal job postings and external job ads will be developed and placed by the

Human Resources Manager. If necessary, the affected department may be asked to assist the

Human Resources Manager  in  formulating  the  job  announcement or ad or  in determining



special placement sources. 

D. Applications: Applications  for  employment  shall  be  submitted  using  the  electronic  County

Employment  Application.  Applications  are  screened  and  may  be  used  for  interviewing

purposes to fill openings in employment categories for 6 months

Section 3   Selection: The Human Resources Manager and Department Administrator  shall  select  the best 

qualified candidates to be  interviewed by reviewing applications and recognizing attributes that 

are necessary for successful job performance. 

A. Selection Methods:  The  Human  Resources Manager  shall  be  responsible  for  determining

methods  to be used  to screen applicants  for  job vacancies which may  include, but are not

limited to:

1. Review of education, training and experience.

2. Practical, written, or oral tests, work samples or performance tests, if job related.

3. Physical tests of strength, stamina or dexterity if job related and validated, subject to any

requirements of the Americans with Disabilities Act.

4. Background and reference inquiries.

B. Notification of Applicants: Each person completing an application who was not selected for

interview may be given proper notice in writing of non‐selection.

Section 4   Nepotism: Within  this  section  “family member”  shall  include wife,  husband,    son,    daughter, 

mother, father, brother, brother‐in‐law, sister, sister‐in‐law, daughter‐in‐law, son‐in‐law, mother‐ 

in‐law,  father‐in‐law, aunt, uncle, nephew, niece,  stepparent,  stepchild,  stepbrother,  stepsister 

and for County Board members includes “immediate family” as defined in Wis. Stat. 19.42(7). 

A. Family members shall not be employed in an immediate supervisor‐subordinate relationship.

*In addition, County Board supervisors must comply with Wis. Stat. 19.41 et. seq.

B. No County Board supervisor, county elected official or employee shall hire a family member

nor participate in a selection and appointment procedure if a family member is an applicant

under consideration.

C. No County Board supervisor, elected official or employee shall try to influence the employment

decisions on behalf of a family member.

D. An applicant shall disclose any family member described in Section 4 above who is employed

by, or an elected official of, Rusk County. Should any job applicant provide false information

concerning family members, that applicant,  if hired, may be subject to discipline, up to and



including termination. 

Section 5  Testing: Examinations may be developed for certain positions based on the position’s 

responsibilities, the qualifications required, and resources available. The examination may consist 

of a structured questionnaire, practical tests, written tests, or assessment center testing, etc. In all 

cases, the testing will be job related and designed to determine the candidate’s knowledge, skills 

and abilities (KSA’s) for the position. 

A. The examination contents are developed or acquired by the Human Resources Manager with

assistance provided by the affected department. Examination contents are confidential and

unauthorized disclosure to any candidate is grounds for discipline. In certain situations, outside

consultants may be contracted to assist with test development.

B. The Human Resources Manager shall ensure that all testing is based on bonafide occupational

qualifications.

C. The Human Resources Manager shall ensure  that reasonable accommodations are made  in

test  procedures  to  assure  that  persons  with  disabilities  can  be  tested  in  an  appropriate

manner. The following are ways in which the County may accommodate an applicant with a

disability: replace written test with on‐the‐job tests or verbal testing, enlarge print in exams,

magnification, amplification devices, and/or interpreters.

Section 6  Interview Process: The primary function of the interview is to obtain data or certain knowledge, 

skills, abilities of a candidate not available through review of resumes or other testing mechanisms. 

Certain guidelines will be observed to maximize the validity and reliability of the interview process 

as well as ensure the adherence to current EEOC requirements. 

A. The Human Resources Manager will coordinate with Committee Chair and Department Head

to select interview panel members.

B.A. The Human Resources Manager shall coordinate the interview process, including, scheduling 

candidates, development of interview questions, etc. 

C.B. The Ad Hoc Interviewing Committee Human Resources Manager and Department Head shall reach

consensus and make the final selection for the position. The notice of selection is to be made

by the Human Resources Manager. 

D.C. Each of the final applicants who are interviewed and not hired may be given proper notice in

writing from the Human Resources Manager.

Section 7  Reference Checks, Criminal Background Checks, Pre‐employment Drug Testing, Medical Exams: 

A. The Human Resources Manager will may conduct reference checks on the final candidate. The

reference checks may include verification of employment duties, dates of employment, work



record,  attendance  record,  strengths,  weaknesses,  safety  record,  and  other  pertinent 

information. 

B. No criminal background check will be conducted without first notifying the applicant.

C. When a position is to be filled, the Human Resources Manager will work with the employing

department to determine whether pre‐employment drug tests or medical exams are required.

These exams will be coordinated and scheduled by the Human Resources Manager.

D. The final offer of employment is contingent upon the results of these exams.

Section 8  Appointment:  For  all  positions,  an  employment  confirmation  letter  is  forwarded  to  the  final 

accepting candidate outlining the terms of employment. The  letter  is prepared and sent by the 

Human Resources Manager in cooperation with the affected department. 

Section 9  Initial Employment Period: The first twelve (12) months of employment (18 months for employees 

of  the  Sheriff’s  Department)  or  longer  for  selected  positions  will  serve  as  the  introductory 

employment period. Supervisors will be observing new employees to determine performance. 

Supervisors will inform employees of their progress on the job and will review County policies and 

practices during the initial employment period. If an employee’s performance is not satisfactory 

during  this  period,  his/her  employment  may  be  terminated.  Employees  who  separate  from 

employment for any reason (voluntary or involuntary) during the initial period of employment will 

not receive pay out of accrued PTO. Unless otherwise provided by state statute, all employees are 

employees “at will” and may be dismissed by the County at any time with no notice or reason and 

the employee is free to quit at any time with no notice or reason, unless contrary to the terms of an 

applicable collective bargaining agreement. Employees at‐will employment status does not change 

after completing their initial employment period. 

Section 10  Re‐hire: An employee who terminates his/her employment in good standing and is subsequently 

re‐hired by the County will be treated the same as any other new hire for purposes of determining 

wage rates, benefits eligibility, initial periods, etc. 

Section 11   Reduction  in Force:  In  the event of a  reduction  in  force,  layoffs will be determined under  the 

guidance  of  the  Personnel  Committee,  by  the  Administrative  Coordinator,  Human  Resources 

Manager, and Department Administrator after considering various  job‐related factors  including, 

but not limited to, knowledge, skills, ability, performance, qualifications, efficiency and experience. 

Section 12   Casual Employees 

A. Definition: Casual employees are defined as persons occupying positions not established by

County Board action.

1. Seasonal employee shall mean a part‐time or full‐time employee hired for an abbreviated

time span to meet seasonal program needs. Seasonal employment terminates at the end



of the season or when the need no longer exists. 

2. Temporary employee shall mean a part‐time or full‐time employee hired on a limited term

basis to perform a specific special assignment. In the absence of contract language to the

contrary, temporary appointments shall not exceed 2,080 hours in a calendar year.

3. Employment/training program employee shall mean a part‐time or full‐time employee

hired for a fixed term to receive job training or work experience funded by the state or

federal government or to work‐off government transfer payments through a Work Relief

program.

B. Benefits: Casual employees are not eligible for fringe benefits unless otherwise determined by

the Personnel Committee. Casual employees may be eligible for participation in the Wisconsin

Retirement System (WRS) subject to applicable requirements for hours worked and years of

service.

C. Compensation: All persons employed on a seasonal or temporary basis shall be paid a

wage determined by the Personnel Committee.

D. Status Change: If a current casual employee is selected for a regular allocated position,

the employee will maintain their date of hire. is considered a new employee from the

date of status change.

Section 13   Reference  Inquiries:  Rusk  County  reserves  the  right  to  respond  to  reference  inquiries  from 

prospective employers with respect to current or past County employees and, in response to such 

inquiries, provide information and determine the form in which the information is provided, as it 

deems appropriate. Inquiries beyond confirming dates of employment, wage rates, and position(s) 

held must be made in writing. The County shall maintain a file of written responses to all reference 

inquiries. 

When a past or current employee has provided a written request that the County not respond to 

reference requests, the County’s response to a potential employer’s inquiry will, in general, be 

restricted to dates of employment, wage rates, and position(s) held. Rusk County reserves the right, 

however, to provide any other information that it deems appropriate. 

Further, the County may advise the potential new employer that further information is being 

withheld at the employee's request. 
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CHAPTER 2 

EMPLOYMENT CATEGORIES AND PERFORMACE EVALUATIONS COMPENSATION POLICY 

Section 1 Policy Statement: It is the policy of Rusk County to administer and maintain an employee category 

system and corresponding financial reimbursementcompensation levels that are believed by the 

county to be supportive of the overall objective of recruiting and maintaining a high qualityhigh‐

quality  workforce.  The  County  shall  provide  salaries  and  benefits  on  the  basis  of  external 

competitiveness and internal equity and within the financial limits established.  

Section 2 Employment Categories: Defined as  like  jobs  in a pay grade. All  full‐time and part‐time positions 

within Rusk County are placed on the compensation schedule with the exception of those positions 

covered under union contract. Typically, contracted positions,  temporary,  seasonal, and casual 

positions are also not on the compensation schedule and are set by Resolution. Positions placed 

on  the  schedule are based upon  the external market  rate of  similar positions and based upon 

internal alignment.   Subject to any applicable collective bargaining agreement, When a suitable 

employment category does not exist, the Personnel Committee with recommendation from the 

appropriate oversight  committee  and  if  applicable within any confines or obligations under the 

collective bargaining agreements, shall establish a new employment category with appropriate pay 

level subject to approval of the Rusk County Board. The County will typically partner with a third‐

party compensation consultant to establish the new employment category grade and wage.  

Section 3  Elimination of  Employment Categories: When  it  is determined  that  an  employment  category or 

categories are no longer useful or needed, the Personnel Committee may recommend abolishment 

to the Board. 

Section  4  Pay  Rates:  Adjustments:  Pay  rate  is  ultimately  determined  by  the  County  Board,  however,  the 

following actions may affect the pay status of any employee: 

A. New employees: New employees will be hired at wage rates as determined by the County. The

County  is  not  required  to  place  new  employees  at  the  first  step  of  any  applicable wage

schedule

A. Pay Rates for New Hires: Placement of new hires with the minimum skills and qualifications

shall normally be hired at Step 1. A new hire may be hired up to Step 10 with approval of the 

Human Resources Manager, under the following conditions:  

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

and/or 

ii. The market conditions demand a higher starting wage.

A new hire should not be brought in above Step 10 unless there are extenuating circumstances. 
Any new hire requested to be brought in above Step 10 shall require the approval of the Finance 
Committee.  



B. Annual Employee Wage Adjustments: Employees may be eligible for a wage adjustment each

year,  depending  on  the  County’s  ability  to  pay  and  market  conditions.  There  are  two 

components to pay administration that may result  in pay  increases for County employees – 

Structure Adjustments and Step Adjustments.  

The first adjustment that would result in a pay change for all employees on the current step is 

a structure adjustment. This adjustment  is reviewed and considered annually by the County 

and is used to keep the pay structure competitive with the County’s target market. When the 

County determines it is necessary to age the structure forward, a certain percentage is typically 

applied to each grade and the steps are recalculated accordingly. Employees will experience a 

change in pay while remaining on their existing step with this first type of pay adjustment.  

The second adjustment that would result in a pay change for most employees will be the step 
adjustment.  Again, depending on the County’s ability to pay, an annual decision will be made by 
the County Board as to whether to award step movement or not.  Employees who are not at the 
maximum step will be moved forward based upon the number of steps the County Board approves 
with this second pay adjustment.  

When structure and step adjustments are implemented, they will typically occur with the first pay 
period of the fiscal year. Employees who are on the final step of the pay structure are considered 
red circled.  Employees will be eligible for the structure adjustment only. 

C. Promotions: A promotion is the movement of an employee from a position in one pay grade to a
different position in a higher pay grade. A promotion shall be approved by the Department Head 
and Human Resources Manager and typically shall not be required to go through the established 
interview process.  

An employee receiving a promotion will be placed on the step in the new pay grade that provides 
a 5% increase. If an employee has been with the County for at least one year, the promotional step 
placement would be Step 2 or a 5% increase, whichever is greater. No employee will exceed the 
maximum of the pay grade. If the 5% increase would place the employee beyond the maximum of 
the new pay grade, the employee will be placed at the maximum with no additional compensation 
change. Any promotion requested to be brought in higher than either that Step 2 or a 5% increase 
shall require the approval of the Finance Committee.  

B.D. Transfer: An employee transferring from one position to another  in the same pay  level 

grade will not  receive a  salary adjustment. Employees wishing  to  transfer, will  typically go 

through  the established  interview process. normally will  remain at  the same  rate as  in  the 

former position. If this rate is less than the maximum for the pay level, the employee normally 

will continue to be eligible for increase on the same schedule. 

E. Demotions: Demotion is the movement of an employee from one pay grade to a lower pay grade
for any reason. An employee demoted for any reason, voluntary or involuntary, normally will be
paid at the level to which he/she is demoted. An employee who is demoted for involuntary
reasons unrelated to performance will retain their current rate of pay.  When the next annual step



adjustments are made, the incumbent will be placed onto the step that provides an increase.  If an 
employee’s base compensation exceeds the new range maximum, the employee will not be 
eligible for further base‐accumulating pay increases until the pay range adjustments have moved 
the maximum beyond the employee’s current rate of pay – at which time the employee will be 
placed on the step that provides an increase. 

An employee who requests and is granted a voluntary demotion will be placed on the same step in 
the new pay grade.  As an example, an employee currently in Grade 12 on Step 3 would be moved to 
a position in Grade 9 on Step 3. Those requesting a demotion, will typically go through the established 
interview process.  

C. 

D.F. Red Circle Policy: If it is determined that an employee is being compensated at a higher level than is

appropriate for the duties performed, that employee's salary may be red circled. When this occurs, the

employee receives no increase for that class and pay grade each time a salary adjustment is made for 

that  employment  category  until  parity  is  achieved.  Red  circling may  occur  when  there  is  a  re‐

organization within  the County  and/or department; when  there  is  a  transfer or elimination of job 

duties; or  for  other  reasons which  cause  the  level  of  responsibility  of  the  position  to  decrease 

significantly. 

E.G. Temporary Appointments: Employees  temporarily appointed  to positions of a higher employment 

category shall be paid at Step 1 on that new pay grade.  a rate determined by the Personnel Committee 

taking into consideration qualifications, duties, and duration. Employees stepping into the temporary 

position who are hourly, will remain hourly. Employees who are salaried, will receive a stipend that is 

based off of the Step 1 hourly rate at that new pay grade. At the end of the temporary appointment 

the  employee’s pay  rate will  go back  to  the previous  category pay rate.  The  appointment of  the 

position shall be approved by the oversight committee.  

H. Compression: There may be occasions when either a new hire or promoted employee may make less
than a subordinate employee within the County. In this circumstance, the Human Resource Managers 
may make a recommendation to the Finance Committee for a wage review.   

I. Reclassification: If a position experiences substantial change in scope and responsibilities, the
positions pay grade may be evaluated.  The County will typically partner with a third‐party 
compensation consultant for these reviews. If a grade adjustment is recommended, the change will 
be taken to the Finance Committee for approval. 

If a reclassification results in a position moving up in the pay structure, then incumbents within the 
role will be placed on the step that provides at least a 2.5% increase.   

If a reclassification results in a position moving down in the pay structure, then the rules for demotion 
will be applied to all incumbents.   

F. Board Resolution:  Regular Full or Part time employees may be authorized by County Board resolution



to receive annual or other pay rate adjustments. 
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Update to Rusk County Handbook Chapter 6 – Employee Benefits 

Section 6 Leaves of Absence-- Non-FMLA 

1. General Leaves of Absence: An employee giving two weeks prior notice, may, at the sole and
absolute discretion of the department administrator, be granted an unpaid leave of absence not
to exceed five calendar days upon presenting a written request to the department administrator.
For Department Administrators, or for employees requesting a leave of absence for longer periods
of time, a leave or an extension of leave may be granted upon the approval of the Personnel
Committee. In no case shall a leave of absence be granted for the purpose of accepting
employment with another employer. During the period of unpaid leave of absence, no benefits
or hours of service shall be earned or accrued. Participation in the health insurance groups will be
permitted if the employee pays the proportionate costs of such participation.

In order to be eligible for a general unpaid leave of absence, the employee must first exhaust all 
available paid leave, including their Extended Leave Bank. 

2. Employees may be eligible for additional leave for the following reasons regardless of
whether they have exhausted all forms of paid leave:

A. Educational Leave of Absence: Educational leave of absence may be granted at the discretion
of the Personnel Committee. 

B. Jury Duty: Employees who serve on a jury or are subpoenaed relating to their County job to
appear as a witness before a court or administrative tribunal shall turn their jury or witness
pay back to the County and will be compensated their regular scheduled hours for up to a
maximum of two (2) weeks per calendar year. Employees when released from jury or witness
duties shall immediately return to their job and complete the scheduled workday. Employees
shall not be entitled to overtime or shift differential under this provision.

NEW PROPOSED POLICY: 

1. County Medical Leave (Non-FMLA)

A. Purpose
To provide time to an employee who has a serious health condition which renders the employee unable to
perform his/her job duties and has exhausted, or does not qualify, for federal or state FMLA.

B. Eligibility
Employees may request county medical leave for continued time off upon exhausting Wisconsin and Federal
FMLA entitlement; or if the employee does not qualify for Wisconsin and/or Federal FMLA. The medical
leave is for the employee’s own serious health condition.

C. Length of Leave
Employees may request a continuous (not intermittent) medical leave under this policy for up to (6) weeks,
as supported by medical documentation supplied by the employee’s health care provider upon request from
the County.

D. Request



Any employee requesting a County Medical Leave of Absence, shall submit a Leave of Absence Request 
Form directly to the Human Resources Manager at least 30 days in advance and shall state the reason for 
such leave, the period of time expected to be absent, and medical documentation supporting the need for 
the leave. The 30-day notice may be waived under emergency circumstances by the Human Resources 
Manager.  

E. Substitution of Paid Time
Employees on a County Medical Leave shall be required to substitute all available leave balances. An
employee on an approved County Medical Leave is allowed to use their Extended Leave Bank.

F. Unpaid Time
Employees shall be on unpaid status once all leave balances are exhausted (PTO, compensatory time,
vacation time, sick leave, and extended leave bank).

2. Personal Leave

A. Purpose
To provide employees time off for personal reasons when an employee is not eligible for other leave options
or they have been exhausted.

B. Length of Leave
Employees may request a continuous (not intermittent) leave under this policy for up to (6) weeks.

C. Request
The employee requesting a Personal Leave of Absence shall submit a Leave of Absence Request Form
directly to the Department Head. If the leave of absence is considered by the Department Head, the
Department Head shall submit the written request to the Human Resources Manager for review and
approval. Requests not being considered by the Department Head shall be denied in writing and returned to
the employee.

Employees may request a continuous (not intermittent) leave for up to (6) weeks. The Department Head
and/or HR may grant any amount of time up to (6) weeks. The approvals of personal leave of absences are
discretionary, with consideration given to the staffing needs of the department, and determining the best
interests of the County.

If the purpose of the personal leave request is for time off due to the employee’s serious health condition or
other reasons covered under FMLA, the employee shall exhaust FMLA and/or County Medical Leave before
a personal leave may be requested or approved.

3. General Unpaid Leave of Absence
If an employee has exhausted all available paid leave, including their Extended Leave Bank if applicable, unpaid
leave days may be granted at the sole discretion of the Department Head. Unpaid leave days are not to exceed
five days in a calendar year.

4. Educational Leave of Absence



Educational leave of absence may be granted at the discretion of the Personnel Committee. 

5. Jury Duty
Employees who serve on a jury or are subpoenaed relating to their County job to appear as a witness before
a court or administrative tribunal shall turn their jury or witness pay back to the County and will be
compensated their regular scheduled hours for up to a maximum of two (2) weeks per calendar year.
Employees when released from jury or witness duties shall immediately return to their job and complete the
scheduled workday. Employees shall not be entitled to overtime or shift differential under this provision.

6. Unauthorized Leave
An employee who is absent from work without approval receives no pay for the duration of the absence and
is subject to disciplinary action involving failure to report to work. An employee who is absent from work
without authorization for up to two (2) or more days is considered to have resigned their employment with
the County.

7. Other Provisions While on Non-FMLA Leave of Absence

A. Outside Employment
An employee who is on a leave of absence is prohibited from working for another employer while on the
approved leave.

B. Continuation of Benefits
A Non-FMLA Leave of Absence does not provide any benefit protections. If an employee is approved for a
leave of absence, the employee’s health, dental and vision benefits will terminate the last day of the month
following the employee’s last day in active pay status (this includes work time and use of leave balances).
The County will discontinue its contribution towards insurance premiums and the employee will be eligible
to enroll in COBRA or apply for portability coverage. If/when the employee returns to work after their Non-
FMLA leave of absence, the group health insurance coverage would be reinstated the first day of the month
that follows the return to full time employment.

The employee shall be required to pay for all disability, life insurance and select benefits. Failure to make
the required payments shall result in termination of these insurance coverages as indicated under
“Termination of Benefits”.

C. Termination of Benefits
Maintaining health, dental, vision and/or all other benefits shall stop if and when the following occurs:

a. An employee informs the county of intent not to return to work during or at the end of the leave
period; or

b. The employee fails to return to work when the leave period is used up; or
c. The employee fails to make any required payments while on leave.

D. Other Conditions
Employees are expected to return from leave as soon as possible, regardless of the expiration date of the
leave. If the employee is unable to return to work on the first regularly scheduled work day after the leave



expires, the supervisor must be notified as soon as possible, but no later than the start of the scheduled 
work shift.  
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