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 Workforce Planning Initiative
◦ Training and department meetings
◦ Workforce Plans timeline/process

 Healthcare and Wellness
◦ Flat Premiums for 7 Consecutive Years
◦ Reversing the Trend
◦ Factors impacting healthcare trend
◦ Impact on health of employees
◦ Using success to attract and retain employees

 Risk Management Impact on WC/Safety
◦ Costs and Trends
◦ Worker’s Compensation Priority Care Data
◦ Risk Management and Safety Officer
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 Four briefings regarding the initiative have been 
conducted

 16 individual meetings with departments have been 
conducted

 Purpose of meetings
◦ Explain that process is Department driven
◦ Share department specific separation data
◦ Emphasize need to anticipate vacancies
◦ Review Workforce Planning Guide
◦ Offer assistance as necessary

 Reaction
◦ Departments appreciate effort and data
◦ Recognize the importance and need to act/plan now and for the 

future
◦ Some departments will need help with implementation

 Next Steps
◦ Continue focus on initiative at F&P meetings
◦ Department Workforce Plans are due March 2018
◦ Goal to establish quarterly presentations at F&P
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 Key component of the initiative is to create 
efficiencies in the selection process.
1. Allow hiring managers to serve as raters during 

examination phase
2. Facilitate use of Auxiliary Resource Program to create 

overlap for training specific position replacements 
3. Implement year round recruitment and examinations 

for positions that experience high turnover rates
4. Partner with Community Based Organizations and 

education institutions to enhance recruitment efforts
 Job fairs and town hall meetings attended

 2016: 6
 2017: 41

5. Schedule visits to colleges and universities in early 
2018 to develop connections for STEM

6. Diversity Recruiter is actively engaged with council 
members and will continue to work with specific 
departments on vacant City positions
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 Finalized online survey and process in August 2017
 Collecting data on voluntary resignations since January 2017
 115 resigned since that date with 42 collected responses

◦ 36% response rate
◦ Responses are good representation of workforce demographics/occupational 

rates

 Most common reasons for resignation:
◦ 22%  - Outside job with better advancement opportunities

 68% said the wages in the new position are higher

 41% said the benefits are better
◦ 10%  - Offered a higher base salary by another employer
◦ 10%  - Organizational culture is not supportive of me and/or my work

 Preliminary areas for follow-up:
◦ 54% did not pursue other employment within City before leaving
◦ 44% believe there were no opportunities for growth in their position
◦ 38% believe their base salary was poor (5% excellent; 27% good; 30% fair)
◦ 23 % believe internal communication in their department was not effective or 

timely
◦ 26% believe they did not have input in decisions affecting them and their work
◦ Benefits package consistently viewed as excellent or good, with the exception 

of tuition reimbursement 
 For Tuition Reimbursement, 45% rated as fair or poor
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2009-2010

•2009-2010  Labor 

contracts include  

Wellness Program and 

Labor Management 

Wellness Committee

•Participation based 

Wellness Program 

begins

•City implements 

Risk Management 

Program to mitigate 

rising WC expenditure

•City absorbs most 

HC costs because of 

minimal employee 

contributions

•Unsustainable 

Healthcare expendt

trend of 8-9% annual 

increases continue

2011-2012

•City faced with 

reducing workforce to 

offset rising costs of 

healthcare—$139M

•2012 health benefit 

design changes 

implemented 

including 12% 

employee premium, 

deductibles, coinsur

and OOPM

•City  moves to self-

funded for 

healthcare, absorbing 

the risk

•Second year of 3-

Step Wellness 

Program with over 

80% participation 

rates 

2013-2014

•Onsite Wellness 

Center Opens

•Diabetes Prevention 

Program Begins

•Shift to outcomes 

based Wellness 

Program

•Healthy Rewards 

begins participants 

earn HRA for earning 

100 points from 

biometrics and 

activities

•City begins Pilot PT 

program in DPW 

offering free onsite PT 

care to prevent injuries

2015

•Workplace Clinic 

opens, hours are 

expanded after 3 mos

of experience 

•Healthy Rewards 

participation doubles 

and HRA award 

increased to $250

•City changes 

pharmacy from 3-tier 

copay to 20% co-

insurance

•City implements 

further benefit design 

changes, increases 

deductible and 

coinsur to $750, 

$1500 OOPM, $200 

ER copay

•City links co-insur to 

UHC’s Premium 

Provider program

•City links EAP and 

mental health under 

Wellness

•Department Wellness 

Champions begin

2016

•Employee Premiums 

flat for 5th year 

•Workplace Clinic 

expands to 40 

hrs/week

•City opens onsite 

early intervention 

Physical Therapy

•Implement UHC’s 

Real Appeal Program

•City hires Third Party 

Administrator for WC  

for claims admin and 

workplace injuries

•Financial Health 

included in Wellness

•Traveling Wellness 

Center Sites opened 

at various City Depts

•Year Round Coaching 

begins

•Launch Quarterly 

Wellness Newsletter

•Increase Department 

Wellness Champions

•City implements 

Work-Life Balance 

Initiative

2017

•Employee Premiums 

flat for 6th year 

•Workplace Clinic at 

60+ hours per week

•Early Intervention PT 

Clinic changed to 

Injury Prevention 

Clinic

•Revamp 3 Step 

Wellness Program to 

One comprehensive 

appointment

•Gen City employees 

use 069 for wellness

•New Wellness 

Resource Guide

•Restructure Healthy 

Rewards Program to 3 

tiers of points/awards

•Expand Wellness 

Programming with 

new onsite classes, 

fitness, weight 

management, etc.

•UHC Onsite Nurse 

Liaison begins in Oct

•Redesign Open 

Enrollment Materials 

into Benefits Guide
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EPO CHOICE PLAN FOR ACTIVE EMPLOYEES

2012 2013 2014 2015 2016 2017 2018

HEALTH PLAN 
TIERS

Total 
Monthly 
Premium 

Employee 
Monthly 

Rate

Total 
Monthly 
Premium 

Employee 
Monthly 

Rate

Total 
Monthly 
Premium 

Employee 
Monthly 

Rate

Total 
Monthly 
Premium 

Employee 
Monthly 

Rate

Total 
Monthly 
Premium 

Employee 
Monthly 

Rate

Total 
Monthly 
Premium 

Employee 
Monthly 

Rate

Total 
Monthly 
Premium 

Employee 
Monthly 

Rate

Single $624 $75 $537 $64 $622 $75 $622 $75 $617 $74 $617 $74 $617 $74

Emp/Spouse $1,248 $150 $1,074 $129 $1,244 $149 $1,244 $149 $1,234 $148 $1,234 $148 $1,234 $148

Emp/Children $935 $112 $805 $97 $933 $112 $933 $112 $926 $111 $926 $111 $926 $111

Family $1,872 $225 $1,610 $193 $1,865 $224 $1,866 $224 $1,851 $222 $1,851 $222 $1,851 $222

 The City’s Costs compared to Large Employers with Similar Plans

◦ Avg Monthly Premium for Large Employers

 $128 for single (73% Higher than City)/$504 for family (150% Higher than City) 

 Employee Premium Avg contribution: 20% premium single and 32% for family

◦ Avg Deductible for Large Employers

 Single $906 (21% higher than City $750) and Family $2,091 (40% higher than City $1,500)

◦ Since 2012, the City’s total family premium cost has decreased 1% while nationally the 

cost increased 23%

◦ The City’s projected total healthcare cost per contract will be 12% lower than 2011
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 Subscriber Enrollment
◦ Total decrease of 12.5% since 2011 (8.5% actives; 18.2% retirees)
◦ Has been decreasing steadily 1-2% per year
◦ Each percentage decrease = $1M Savings

 Benefit Design 
◦ Rich plan benefits
◦ Changed twice since 2012

 Catastrophic Claims (over $100,000) Impact
◦ Approx 20% of average spend can vary widely by year

 Pharmacy Benefit Trend
◦ Approx 20-30% of average spend
◦ Switch to OptumRx in 2015 and employee co-insurance (20%) helps offset annual 

increases better than previous co-pay structure

 Smarter healthcare utilization by employees over the past 5-6 years
◦ ER Utilization
◦ Preventive Care
◦ Gaps in Care

 Wellness Programming and Onsite Clinics
◦ Approx $5-6M Annual Savings (especially the last two years)
◦ Employees are more engaged in programming (weight management, diabetes 

prevention, fitness classes, dept specific initiatives)
◦ Population health risk score measured by WFH has remained flat compared to 

increasing trends nationally
◦ Positive trends for conditions like pre-diabetes and blood pressure have long term 

impact
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 The City has a comprehensive benefits package including: 
◦ Health and Dental Insurance

 Both with rich plan benefits
 Flat health premiums for 7 years

◦ Comprehensive Health and Wellness Program 
 Most services/programs free

◦ Free Onsite Clinic Services 
 Workplace Clinic and Injury Prevention Clinic 

◦ Free Onsite Wellness Center and Traveling Wellness Center Sites 
◦ Employee Assistance Program (EAP) 

 Both internal and an external EAP program through UHC 
◦ Generous Paid Time Off program including 

 11 City Holidays 
 Vacation and Sick Leave with a Sick Leave Control Incentive Program 

◦ Flexible Spending Accounts 
◦ Commuter Value Pass 
◦ Tuition Benefit Reimbursement 
◦ Long Term Disability Program 
◦ Life Insurance with Voluntary and Family Options 
◦ Generous Retirement Benefits (Both Pension and Deferred Comp) 
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 Workplace Clinic increased Capacity to meet utilization demand 
 Early intervention PT Clinic changed to Injury Prevention Clinic

◦ Stronger focus on prevention 

 Complete Wellness Program redesign
◦ More meaningful experience for employees/spouses
◦ Meet them wherever they’re at on their road to good health

 Healthy Rewards program redesign to encourage participation
 Other Wellness Program Enhancements Including:

◦ Expanding Financial Wellness opportunities
◦ Significantly increased health and wellness programming with on-site fitness 

classes, weight management programs, diabetes prevention programs, classes 
for managing chronic conditions

◦ Creation of a comprehensive wellness resource guide for employees/spouses

 Wellness Programming Expansion to offsite locations
 Increased EAP programming and training to meet the specific 

requests and needs of departments and their employees 
 UHC Onsite Nurse Liaison for employees/spouses in City’s health 

benefits
 Open enrollment book redesigned into a comprehensive benefit 

guide for employees
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PC 365 Data January February March April May June July August Sept
6 mos

Avg

Total 63 69 62 48 40 50 64 64 50

FNOL 15 14 13 9 5 10 11 10 9

PC 365 48 54 49 39 35 40 53 54 41

Self Care 27 26 24 23 17 17 27 29 21 41%

Urgent Care 22 30 31 18 17 24 27 28 23 43%

Emergency Care 14 13 7 7 6 9 10 7 6 16%

• City’s average rate of self care/incidence only claims was 38.5% compared to 41% with PC365

• Sworn average rate of incidence only was 41% compared to 46% with PC365 reporting 15

WC Metrics 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016
% Change 
Over Prior

% Change 
Since 
2008

FTEs 7,773 7,742 7,597 7,284 7,311 7,280 7,189 7,264 7,278 7,333 0.8% -5.3%

Claims 2,806 2,688 2,345 2,225 1,903 1,869 1,979 1,916 1,911 1,676 -12.3% -37.6%

Med/Indem
Claims 1,708 1,686 1,470 1,402 1,193 1,208 1,203 1,133 1,207 1,035 -14.3% -38.6%

Recordable Cases 1,221 1,073 927 872 744 656 674 655 665 664 -0.2% -38.1%

Incidence Rate 18.31 16.01 14.22 13.82 11.93 10.50 10.82 10.49 10.37 10.22 -1.4% -36.2%

Lost Workdays 19,488 24,817 15,441 16,421 15,432 12,995 13,215 9,439 9,465 11,778 24.4% -52.5%

Injury Hours 206,227 217,584 152,596 165,083 124,874 111,250 90,922 64,815 61,814 67,175 8.7% -69.1%

WC Expenditures $12,259,304 $13,737,635 $11,574,568 $12,032,116 $11,340,483 $13,489,258 $11,510,968 $11,451,141 $10,026,590 $10,661,123 6.3% -22.4%



 Responsible for providing direction and oversight to 
City departments in relation to safety programs and 
activities
◦ Designing, implementing and evaluating all risk 

management and safety programs, activities, and initiatives 
to provide a safe and secure work environment for city 
employees by preventing injuries and minimizing exposure 
to risk

◦ Provide policy and administrative oversight to general City 
departments in the development and implementation of an 
overall safety strategy to drive results

◦ Work with departments to increase the importance of the 
Risk Management Model and ensure the success of safety 
strategies and initiatives. Expand the Risk Management 
Model to other City departments as warranted. 

 Application Deadline: October 25
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2017 Total City 
Breakout

Admin 
Support

Officials & 
Administrators

Para-
Profes Professionals

Protective 
Service

Service 
Maint

Skilled 
Craft Technicians

Grand 
Total

% by 
Total

Am. Indian 9 6 2 9 31 9 2 3 71 1%

Asian 12 7 11 31 32 1 0 9 103 2%

Black 208 93 140 214 303 542 82 66 1648 26%

Hawaiian 1 0 0 1 2 0 1 1 6 0%

Hispanic 71 29 57 77 257 59 48 35 633 10%

N/A 2 2 13 2 9 5 3 0 36 1%

White 278 318 218 783 1390 261 350 314 3912 6%

City Total 581 455 441 1117 2024 877 486 428 6409 100%
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2016 Total City 
Breakout

Office & 
Clerical

Officials and 
Administrators

Para-
Profes Professionals

Protective 
Service

Service 
Maint

Skilled 
Craft Technicians

Grand 
Total

% by 
Total

Am. Indian 8 7 2 9 33 8 2 3 72 1%

Asian 13 6 10 33 31 2 0 8 103 2%

Black 234 83 130 202 428 503 82 66 1728 26%

Hawaiian 1 0 0 1 2 0 0 1 5 0%

Hispanic 82 28 45 76 283 58 44 28 644 10%

N/A and Blank 3 2 10 3 12 6 3 1 40 1%

White 310 331 236 779 1536 292 365 310 4159 62%

City Total 651 457 433 1103 2325 869 496 417 6751 100%



SR by Department
Sum of 
sr2017

2017 as % of 
Current FTE

Sum of 
sr2020

2020 as % of 
Current FTE

Sum of 
sr2022

2022 as % of 
Current FTE

Sum of 
sr2027

2027 as % of 
Current FTE FTEs

ASSESSOR'S OFFICE                                           14 29% 15 31% 20 41% 24 49% 49
CCCC 21 22% 31 33% 34 36% 53 56% 95
CITY ATTORNEY                                               14 23% 20 33% 23 38% 26 43% 61
CITY TREASURER                                              4 14% 6 21% 9 31% 10 34% 29
COMPTROLLER                                                 18 31% 24 41% 28 48% 33 57% 58
DCD 24 23% 36 35% 40 38% 52 50% 104
DEFERRED COMP 0 0% 1 50% 1 50% 1 50% 2
DER 10 21% 13 27% 17 35% 22 46% 48
DNS 51 19% 72 27% 88 33% 112 42% 266
DOA 8 12% 14 21% 18 27% 24 36% 66
DOA - INFO & TECH MGT DIV                                   10 13% 13 16% 18 23% 32 40% 80
DPW-ADMIN                            11 24% 17 37% 23 50% 27 59% 46
DPW-INFRA 120 20% 190 31% 224 36% 302 49% 614
DPW-OPS 105 14% 188 26% 241 33% 398 55% 725
DPW-PARKING 15 13% 32 27% 42 36% 54 46% 118
DPW-SEWER 12 10% 18 16% 25 22% 35 30% 115
DPW-WATER 51 14% 96 26% 112 30% 172 47% 369
ELECTION COMMISSION                                         3 38% 10 125% 13 163% 16 200% 8
ERS 10 23% 14 33% 17 40% 19 44% 43
FIRE AND POLICE COMMISSION                                  3 21% 3 21% 4 29% 4 29% 14
MAYOR                                                       2 15% 3 23% 3 23% 4 31% 13
MFD 178 18% 291 29% 355 35% 472 47% 1015
MHD 37 15% 59 24% 73 30% 102 42% 241
MPD 330 12% 626 23% 846 31% 1254 45% 2765
MPL 43 14% 63 21% 74 25% 107 35% 302
MUNICIPAL COURT                                             5 15% 6 18% 7 21% 16 47% 34
PORT OF MILWAUKEE                                           3 15% 6 30% 6 30% 8 40% 20

City Total 1102 15% 1867 26% 2361 32% 3379 46% 7300

General City 594 17% 950 27% 1160 33% 1653 47% 3520

19



2010 2011 2012 2013 2014 2015 2016
2017 

Projected 4 Yr Total
4 Year 

Avg

Resignations (Full Time/Reg) by Dept

Grand Total 75 100 111 135 174 189 209 237 707 177

Percent Change 33% 11% 22% 29% 9% 11% 14% 

GC Resignations (Full Time/Reg) by Dept

Grand Total 37 55 71 83 116 136 149 115 484 121

Percent Change 49% 29% 17% 40% 17% 10% 3%

Normal Retirements (Full Time/Reg) by Dept

Grand Total 392 240 166 202 193 228 292 309 915 229

Percent Change -39% -31% 22% -4% 18% 28% 41%

GC Normal Retirements (Full Time/Reg) by Dept

Grand Total 292 146 77 107 116 122 144 138 489 122

Percent Change -50% -47% 39% 8% 5% 18% 28%
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Active Employees
Central

Municipality
Norm

Retirees Under 65

Indicators 2015 2016 Change 2015 2016 Change

Enrolled Employees 5,888 5,846 -1% 1,557 1,539 -1%

Enrolled Members 15,711 15,467 -2% 3,282 3,269 0%

Average Family Size 2.67 2.65 -1% 2.24 2.11 2.12 1%

Average Employee Age 45 45 0% 46 59 60 0%

Net Paid PMPM $346 $371 7% 403 $617 $653 6%

Non- High Cost $282 $290 3% 288 $469 $480 2%

High Cost $65 $81 26% 114 $148 $173 17%

High Cost Claimants per 1,000 4.33 4.59 6% 6.27 8.53 12.24 43%

Emergency Room Visits per 1,000 218.1 219.7 1% 233.2 179.5 192.4 7%

Net Paid per Emergency Room per Visit $897 $1,035 15% 1,442 $1,308 $1,381 6%

Primary Physician Visit PMPY 1.8 1.78 -1% 2.04 1.98 2.01 1%

Generic Drug Utilization 84.9% 85.7% 0.8% 82.9% 85.1% 86.8% 1.6%

Wellness Exam 41% 42% 1.3 40% 40% 41% 1.2

Breast Cancer Screening 54% 54% 0.0 43% 53% 55% 2.3

Cervical Cancer Screening 26% 24% -1.6 29% 21% 20% -1.2

Colon Cancer Screening 16% 17% 0.8 17% 16% 15% -0.8

Claim Risk Score 1.4 1.5 6% 1.7 2.5 2.6 3%

Percent of Members with Gaps in Care 20% 20% 0% 19% 38% 33% -5.0
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Healthy Rewards Program
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