
 
2222 Cuming St. - Omaha, NE 68102 - (402) 444-6866 
 

FINANCE COMMITTEE MEETING 
June 19, 2019 – 8:30 a.m. 

AGENDA 
  

This meeting of the Metropolitan Area Planning Agency Finance Committee will be conducted in compliance with the Nebraska Statutes of the Open Meetings Act.   
The Open Meetings Act is available for reference upon request. 

  
A. FINANCE COMMITTEE INFORMATION        

 
1. MAPA Foundation Project Updates  

a. Blair RWHF  
b. Valley-Waterloo Rehabilitation Project   

 
2. Monthly Financial Statements     (April) 

a. Bank Reconciliations (ANB & WCB) and Statements on Investments 
b. Receipts and Expenditures 
c. Schedules of Accounts Receivable & Accounts Payable 
d. Statement of Financial Position 
e. Statement of Revenues and Expenditures 

 
B. FOR FINANCE COMMITTEE APPROVAL  

 
1. Contract Payments 

a. Florence Home for the Aged – Paratransit Service – PMT #2 - $11,805.74 
b. Metro Transit Authority – Transit Activities – FY 2019 – PMT #3 - $13,620.63  

 
2. Contract Payments with Exceptions  

a. Felsburg Holt & Ullevig – Bellevue Bridge Alternatives Study - $987.81 
b. Steven Jensen Consulting - $877.50 
c. The New BLK - On-Call Communication Support Service: Task Order 1 – PMT #1 - $12,625 
d. The New BLK – On-Call Communication Support Service: Task Order 1 – PMT #2 - $6,125 
e. Vireo – 24th Street Corridor Study - $1,670.26 

 
3. Contract Amendments   

a. Steve Jensen – Heartland 2050, MAPA Advisor – Not to Exceed $4,800 – Contract period extended to June 30, 2020 
 



C. RECOMMENDATIONS TO THE BOARD

1. Final Contract Payments
a. Steve Jensen Consulting - $1,040

2. FY 2020
a. Depository Resolution
b. Salary Adjustment

MAPA management requests a 1.5% cost of living adjustment to be provided to all employees effective July 1, 2019.  In addition, a 2% merit pool is requested 
for FY2020.  An allowance for this salary adjustment was included in the FY2020 budget.

D. OTHER

E. ADJOURNMENT

Executive Session: We reserve the right to enter into an executive session in order to protect the public interest with respect to discussion regarding litigation and 

personnel.



Blair RWHF FY 18-19 (7/1/18 through: 5/31/2019   

Revenues

Source Date Projected Received

MAPA Foundation 9/10/2018 100,000.00$   100,000.00$   

City of Blair 9/12/2018 250,000.00$   250,000.00$   

Gateway Development Corporation 9/20/2018 10,000.00$     10,000.00$     

Washington County Bank 9/25/2018 8,000.00$       8,000.00$       

Nebraska Department of Economic Development 10/16/2018 351,450.00$   351,450.00$   

Nebraska Investment Finance Authority 11/9/2018 250,000.00$   250,000.00$    

Accrued Interest as of: 5/7/2019 10,560.00$     4,667.12$       

Fees as of: 5/17/2019 5,000.00$       -$                 

Totals 985,010.00$   974,117.12$   

Expenditures
 

Vendor Date Projected Obligated Unobligated Expended

Legal/Administrative -   

  +Drew Law Firm P.C. 3/11/2019 1,150.00$       1,150.00$         

  +Administration 12,704.17$      12,709.17$     

Bank Fees 7,500.00$       7,500.00$       -$                 

  

Loans 960,000.00$   835,375.05$    

  +Draw # 1 2/28/2019  7,440.86$       

  +Draw # 2 5/7/2018 117,184.09$   

Checking Balance  

NIFA Inflationary Reservation 3,645.83$       3,645.83$        

Totals 985,000.00$   846,520.88$   12,709.17$     125,774.95$   

  5.00$               Bank Balance

848,337.17$   ICS Balance



6/6/2019

Invoices # Date Number Amount Date Administration Lead Inspection 

Housing 

Management 

NAHTF Housing  

Rehabilitation 

(87%)

Local Housing 

Rehabilitation 

(13%) Total

25,000.00$         15,000.00$         25,000.00$         250,000.00$       37,500.00$         352,500.00$       

#1 MAPA Admin-01 1/25/2019 MAPA-VAL-01 $500.00 1/25/2019 $500.00 $500.00

#1 MAPA Lead-01 2/5/2019 MAPA-VAL-01 $1,000.00 2/5/2019 $1,000.00 $1,000.00

MAPA Admin-04 6/6/2019 MAPA-VAL-01 $586.40 6/6/2019 $586.40 $586.40

J013638 6/6/2019 MAPA-VAL-01 7,330.00$       6/6/2019 $6,377.00 $953.00 $7,330.00

#1 MAPA Admin-02 4/4/2019 MAPA-WAT-01 $175.00 4/4/2019 $175.00 $175.00

#2 MAPA Admin-03 5/30/2019 MAPA-WAT-01 $325.00 5/30/2019 $325.00 $325.00

#2 MAPA Admin-03 5/30/2019 MAPA-WAT-02 $175.00 5/30/2019 $175.00 $175.00

#2 MAPA Admin-03 5/30/2019 MAPA-WAT-03 $175.00 5/30/2019 $175.00 $175.00

#2 MAPA Lead-02 5/30/2019 MAPA-WAT-01 $1,000.00 5/30/2019 $1,000.00 $1,000.00

$0.00

#1 #1603 1/31/2019 - $6,673.00 1/31/2019 $6,673.00 $6,673.00

#1 #2630 2/28/2019 $1,273.24 2/28/2019 $1,273.24 $1,273.24

$0.00

$0.00

$0.00

$0.00

$0.00

$0.00

$0.00

$0.00

$0.00

$0.00

$0.00

$7,946.24 $2,000.00 $1,936.40 $6,377.00 $953.00 $19,212.64

Balance 17,053.76$         13,000.00$         23,063.60$         243,623.00$       36,547.00$         333,287.36$       

Valley-Waterloo Rehabilitation Project

Categorey

Draw Number

Total Draws

Budget

BUDGETPAYMENTINVOICE
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MAPA CONTRACT COVER PLATE 

(Amendment 1) 

  

CONTRACT IDENTIFICATION 

 

1. Contract Parties: MAPA-Steve Jensen Consulting, LLC 

 

2. Project Title:  Heartland 2050 Consulting 19012700701 

 

3. Effective Date:  February 1, 2019 

 

4. Completion Date: June 30, 2020 

 

CONTRACT PARTIES 

 

5. Consultant Name and Address: Steve Jensen Consulting, LLC 

  5919 South 169th Street 

  Omaha, NE 68135 

 

 6. The Planning Agency: The Omaha-Council Bluffs Metropolitan Area Planning Agency 

  2222 Cuming Street 

  Omaha, Nebraska 68102 

 

ACCOUNTING DATA 

 

 7. Contract –Not to exceed $4,800  

 

DATES OF SIGNING AND MAPA BOARD APPROVAL 

 

8. Date of MAPA Finance Committee Approval –  

 

9. Date of Legal Review –  
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AMENDMENT TO THE AGREEMENT BETWEEN 

THE OMAHA-COUNCIL BLUFFS METROPOLITAN AREA PLANNING AGENCY 

AND 

STEVE JENSEN CONSULTING, LLC 

 

This amendatory agreement made and entered into as of this nineteenth day of June, 2019 by and between 

Steve Jensen Consulting, LLC, 5919 South 169th Street, Omaha, NE  68135 (herein called "Consultant") 

and the Omaha-Council Bluffs Metropolitan Area Planning Agency, 2222 Cuming Street, Omaha, Nebraska 

68102 (herein called the “Planning Agency”),  

 

WITNESSETH: 

 

WHEREAS, the Planning Agency and the Consultant entered into an agreement dated February 1, 2019 

and, 

 

WHEREAS, the parties to that Amendment now desire to amend the completion date and contract amount 

as on the Contract Cover Plate of said Agreement and the Time of Performance and Compensation 

paragraphs on page 3 of said Agreement. 

    

   WHEREAS, the parties hereto do mutually agree as follows: 

 

THAT, the Completion Date, on the Contract Cover plate of said Agreement dated February 1, 2019 be and 

is hereby amended to read as follows: 

 

“Completion Date: June 30, 2020” 

 

THAT, the Time of Performance paragraph on page 3 of said Agreement dated February 1, 2019 be and is 

hereby amended to read as follows: 

 

“6.  Time of Performance.  The services of the Consultant are to commence February 1, 2019 and end June 

30, 2020.” 

 

THAT, the Contract amount, on the Contract Cover plate of said Agreement dated February 1, 2019 be and 

is hereby amended to read as follows: 

 

“Contract – Not to exceed $4,800” 

 

AND THAT, the Compensation paragraph on page 3 of said Agreement dated February 1, 2019 be and is 
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hereby amended to read as follows: 

 

“7.  COMPENSATION 

MAPA agrees to pay for the services rendered by the Consultant under the terms of this Agreement, 

compensation on a cost reimbursement basis for costs incurred and to include direct costs not to exceed in 

any event four thousand eight hundred dollars ($4,800).” 

 

The parties hereto further agree that except as herein expressly provided the Agreement entered into by the 

parties on February 1, 2019 shall be unchanged and remain in full force and effect. 

 

IN WITNESS WHEREOF the Planning Agency and the Consultant have executed this Contract as of the 

date first above written.       

 

STEVE JENSEN CONSULTING, LLC 

 

 

Attest: ___________________Date__________ By _____________________Date:  __________ 

             

 

  ________________________________________ 

  Title 

 

 

OMAHA-COUNCIL BLUFFS METROPOLITAN  

AREA PLANNING AGENCY 

 

 

Attest: ___________________Date___________By ______________________Date:  _________ 

                                                                                 Gregory Youell, Executive Director 

 











OMAHA-COUNCIL BLUFFS METROPOLITAN AREA PLANNING AGENCY  

RESOLUTION NUMBER 2019 – 30 
 

 
WHEREAS, the members of the Omaha-Council Bluffs Metropolitan Area Planning Agency (MAPA) 
Board of Directors have been formally designated by their respective legislative bodies to act as the 
official representative in planning matters of mutual concern; and 

 
THEREFORE, BE IT RESOLVED by the Board of Directors of MAPA that the Executive Director, 
Director of Finance and Operations and the MAPA Treasurer are hereby appointed Depositaries for 
MAPA for the deposit of all funds belonging to the agency effective July 1, 2019; and 

 
BE IT FURTHER RESOLVED, that MAPA designates Nebraska Public Agency Investment Trust 
(NPAIT), Lincoln, NE, Washington County Bank, American Wealth Partners and American National 
Bank as official depositories for all agency funds. 

 
Passed on this 27th day of June, 2019 

 

 
 
 
 
 
 

Doug Kindig, Chair 
MAPA Board of Directors 

 
 

 
I HEREBY CERTIFY, that the foregoing is a true and correct copy of a resolution duly and legally 
adopted by the Board of Directors of the Omaha-Council Bluffs Metropolitan Area Planning 
Agency (MAPA) at a legal meeting on the 27th day of June, 2019 

 
 
 

 
Patrick Bloomingdale 
MAPA Secretary/Treasurer 
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Keeping Compensation Fresh in 2019
Employees are expecting bigger raises, bonuses

By Joanne Sammer

January 4, 2019

ith the U.S. unemployment rate at its lowest level since 1969 (www.shrm.org/resourcesandtools/hr-topics/talent-

acquisition/pages/how-to-reduce-employee-turnover-through-robust-retention-strategies.aspx), employers are adjusting pay-

raise budgets for 2019 and raising their wage and salary o�ers to attract needed talent.

After several years of pay increases below 3 percent on average, pay levels for nonfarm hourly workers increased by 3.2 percent

(https://www.bls.gov/news.release/pdf/empsit.pdf) in 2018, as December data from the Bureau of Labor Statistics show. In 2017, hourly

workers saw a wage gain of 2.5 percent (https://www.bls.gov/news.release/archives/empsit_01052018.pdf).

But signs indicate a bigger jump in wages and salaries for 2019 will outpace employers' earlier expectations

(www.shrm.org/ResourcesAndTools/hr-topics/compensation/pages/2019-salary-budgets-inch-upward.aspx).

Data released in mid-December by HR consultancy Mercer show that employers anticipate U.S. private-sector salaries for 2019, including

merit and promotion-related pay increases, will rise by 3.4 percent (https://www.mercer.us/our-thinking/2018-united-states-compensation-

planning-survey-executive-summary.html) over 2018 pay, according to the consultancy's compensation database, which re�ects pay

practices for more than 16 million employees. That's up from the 3.2 percent year-over-year pay increase that employers expected just a

few weeks earlier. In 2018, salary increase budgets grew on average by 3.1 percent (www.shrm.org/ResourcesAndTools/hr-

topics/compensation/pages/2019-salary-budgets-inch-upward.aspx).

Top performers can expect a much larger pay raise. In 2018 they received 1.74 times the salary increase of an average performer in the

same position, based on �ndings from Mercer's 2018/2019 U.S. Compensation Planning Survey

(https://www.mercer.us/content/dam/mercer/attachments/private/nurture-cycle/us-2018-united-states-compensation-planning-executive-

summary.pdf), for which more than 1,500 organizations provided data from April to May 2018.

Mohamed A. El-Erian
@elerianm

Strong US #jobs report for December--not only in terms of job 
creation (312,000, close to twice consensus expectations) and 
wage growth (3.2%), but also in terms of revisions to prior 
months.
Also good news for the #economy: the labor participation rate 
went up from 62.9 to 63.1.

232 8:33 AM - Jan 4, 2019

139 people are talking about this
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(Click on graphics to view in a separate window.)

(https://cdn.shrm.org/image/upload/v1/Compensation/sammer-pay1_lltuwi?_ga=2.225849811.839085288.1546444732-

410169545.1525450797)

With a tight job market, voluntary turnover is at a 10-year high (https://www.forbes.com/sites/je�boss/2018/02/26/employee-turnover-is-the-

highest-its-been-in-10-years-heres-what-to-do-about-it/#4cdf98a478cc).

"It is important that employers recognize the critical talent they have by getting pay and promotions right—or they risk losing employees to

competitors that may o�er better salaries and the opportunity for more career growth," said Mary Ann Sardone, Mercer's North America

rewards practice leader.

When planning for 2019, 78 percent and 73 percent of organizations, respectively, put
retention and attraction at the top of their list of concerns—up significantly from 68 percent and
63 percent respectively since 2017, Sardone said.
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410169545.1525450797)

The Global Talent Monitor report for the third quarter of 2018, released Dec. 5 by the business research and advisory �rm Gartner, shows

that workers now anticipate larger increases than employers are planning (https://www.gartner.com/en/newsroom/press-releases/2018-12-

05-fewer-employees-intend-to-stay-at-their-current-emplo) for 2019 salaries and 2018 bonuses to be paid early in the new year.

Employees' base-pay expectations jumped nearly a full percentage point from the previous quarter, with workers expecting a wage

increase of 3.9 percent in 2019 and anticipating bonus and merit payouts 3.8 percent larger than they received a year ago.

"Given strong economic performance across many U.S. industries in 2018, employees hold much higher expectations for greater increases

in wages and bonuses going into 2019," said Brian Kropp, group vice president of Gartner's HR practice. As companies revisit

compensation planning for the new year, "executives will need to factor in these employee expectations to remain competitive and to

attract and retain talent, otherwise they risk losing their best workers to competitors."

The Global Talent Monitor's data are drawn from the larger Gartner Global Labor Market survey, for which some 22,000 employees were

interviewed. The survey, conducted quarterly, re�ects data for the quarter preceding publication.

Staying in Sync

Given low unemployment and an outlook for continued economic growth—despite recent stock market gyrations linked to trade and other

concerns—employers may need to increase their diligence when it comes to keeping compensation systems in sync with the market.

"Employers need to make sure that they are on top of their game," said David Nygard, managing director with consulting �rm Hatch &

Associates in New York. "That means being tied to the [labor] market, having a sound compensation structure and being able to track

developments in the market proactively."

This process begins by asking two key questions:

Is the �rm facing shortages of talent in speci�c roles, strategic parts of the business or speci�c geographic areas?

Is the organization keeping tabs on pay levels for the jobs it considers most important to its success?

"It's important to monitor the critical areas of the company," Nygard said.
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This advice resonates with many employers. Overland Park, Kan.-based Black & Veatch, an engineering, construction and consulting �rm,

must focus on keeping its compensation system aligned with the job market for engineers. Each year, to ensure that the �rm remains

competitive, the �rm's college-o�er rates and its job families, merit-increase budgets, and salary ranges all come under review.

Yet, even with this annual due diligence, Black & Veatch is also alert to emerging trends in job roles and responsibilities, as well as pay

levels.

"This year, we conducted a custom survey to gather data on some emerging jobs not found in our salary surveys," said Keith Weldon, the

�rm's global compensation manager. In addition, Black & Veatch encourages individual business units to budget for o�-cycle increases.

This allows them "to bring professionals to competitive levels as needed," Weldon said. "We do see some pressure in the engineering jobs,

but our ranges are wide enough to accommodate most jobs in today's environment."

[SHRM members-only guide: How to Establish Salary Ranges (www.shrm.org/ResourcesAndTools/tools-and-samples/how-to-

guides/Pages/howtoestablishsalaryranges.aspx)]

Taking a Fresh Look at Pay

Movement in the market is a good reason to revisit compensation approaches and structures. As employers consider raising the size of

starting-pay o�ers to attract fresh talent, they should also beware of making pay disparity grow between current employees and those

newly hired, which can lead to higher employee turnover.

Here are a few questions employers should be asking—and answering—in this tight labor environment.

Are all types of pay for top talent adequate?

To meet the demands of current and potential employees in key roles, an employer may need to rethink its current approaches and

programs. This does not automatically mean increases in pay levels, although that may be a reasonable solution. Instead, employers can

"look for di�erent ways to use the same money," such as new or di�erent incentive opportunities and more-frequent payouts, changes to

performance metrics, and more-frequent and productive performance management discussions, said Nygard.

Is the organization managing existing talent well?

Without e�ective performance and talent management programs, employers may not know which individuals and roles are making the

greatest impact on the organization's performance. Without that insight, the organization may not be keeping its most important talent

happy.

Is pay equity an issue?

Employers are under pressure to ensure that their pay systems treat everyone equally. In this environment, employers should consider the

balance between giving managers adequate discretion to make pay adjustments and maintaining a framework to ensure fairness in pay.

Above all, pay-equity concerns require employers to ensure consistent pay-related decision-making so that two employees of equal talent

and performance level are treated the same. "The key is to have well-documented and less ad hoc pay decisions to ensure consistency

while still being responsive to the market," said Tom McMullen, senior client partner with pay consultancy Korn Ferry in Chicago.

Is the organization ready to play o�ense, not just defense, when it comes to compensation?

Strong compensation systems must be able to respond not just to changes in the market but also to opportunities to gain new talent.

Recruiting workers from struggling competitors, bee�ng up sales forces in regions marked for growth and other strategic opportunities may

require a nimble approach to pay.
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CONTACT US (WWW.SHRM.ORG/ABOUT-SHRM/PAGES/CONTACT-US.ASPX) | 800.283.SHRM

(7476)

© 2019 SHRM. All Rights Reserved

SHRM provides content as a service to its readers and members. It does not o�er legal advice, and cannot guarantee the accuracy or suitability of its content for a particular

purpose.

Disclaimer (www.shrm.org/about-shrm/Pages/Terms-of-Use.aspx#Disclaimer)

It's important to recognize that the talent market is constantly changing. Hot jobs today may become less competitive and even less

important in a few years. Therefore, compensation systems must be built to adjust based on what the market requires.

"Test what various market scenarios will do to compensation structures," Nygard advised.

Joanne Sammer is a New Jersey-based business and �nancial writer.

Update:

Related SHRM Articles:

Employees Have High Hopes for Bonuses This Year (www.shrm.org/ResourcesAndTools/hr-topics/compensation/Pages/employees-high-

hopes-for-bonuses.aspx), SHRM Online, January 2019

U.S. Adds Whopping 312K Jobs in December (www.shrm.org/ResourcesAndTools/hr-topics/talent-acquisition/Pages/US-Adds-BLS-Jobs-

December-2018.aspx), SHRM Online, January 2019

Stephen Miller, CEBS
@SHRMsmiller

New BLS data shows that in February an average worker's 
earnings jumped 11 cents an hour to $27.66. Over the past 12 
months, workers' pay climbed 3.4%, the biggest gain since the 
end of the last recession in 2009. 
ei.marketwatch.com/Multimedia/201…

1 10:10 AM - Mar 11, 2019

See Stephen Miller, CEBS's other Tweets
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