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Cash Flows 
 

Table 1 on the next page shows cash flow as measured by revenues minus expenses 
for the three operating funds of the township: administration, roads and fire.  Clearly 
cash flow has not been good. 

 

Revenues to the General Fund pay for administration, zoning and parks.  This fund has 
been in the red the last five years.  For the period 2007-2009, legal fees and the 
development of Havener Park have caused red ink.  The $245,000 drop in 2009 
revenues contributed to 2009 losses.  Park development is done, but operating cost will 
increase.  Legal issues will continue to be unknown and risky. Revenues for property 
taxes are below expenses.  The fund depends on interest income, zoning fees and 
estate taxes to make up the difference. 

 

The road department has had positive cash flow the last two years.  The revenues for 
this department are from property taxes derived from property in the township. When 
Powell annexes property, road fund revenue is lost.  Since employee costs are roughly 
50% of revenues, this department should stay in the black. 

 

The fire fund is different story.  Since 2005 expenses have been increasing much faster 
than revenues. The major reason for this is the increases in employee costs. Employee 
costs which are salaries, benefits, retirement, worker compensation premiums, and 
Medicare were 76.9% of revenues in 2005 growing to 94% of revenues in 2009.  These 
percentages are much too high for a department that also has significant operating 
expenses. Left unchecked, employee cost will exceed revenues in the next two to three 
years. This cannot be allowed to happen.  
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Table 1: Liberty Township Cash Flow 2005-2009 

 

  

Table 1: Cash Flows 2005-2009 
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Employee Costs 
 

Employee costs must be managed in every township department. Scheduling personnel 
to minimize over time costs is absolutely necessary. Benefits management is also a 
must. 

 

Retirement Costs 
 

All full-time and part-time non-uniformed employees, elected officials and zoning board 
members are in the Ohio Public Employees’ Retirement System, OPERS.  They pay 
Medicare taxes but are exempt from social security taxes.  

The contribution rates are 10% of wages for the employee and 14% for the employer. 
The township pays 100% for the employee contribution for full-time employees and 
some part-time employees. The township pays the employer contribution for all 
employees.  Elected officials, zoning board members, the fire department medical 
advisor and part-time park employees pay the 10% employee contribution from their 
wages.  The township contributed $278,519 to OPERS in 2009. 

 

Uniformed fire employees are in the Ohio Police & Fire Pension System. The 
contribution rates are 10% for employees and 24% for the employer.  The township 
pays 100% of both the employee and employer contribution.  The township’s annual 
payments to OP&FPS in 2009 were $964,869. 

 

Recommendation 
 

Employees should pay the employee contribution at least to the same percentage as 
the social security rate of 6.2%. 
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Insurance Benefits 
 

Full-time township employees, elected officials and the fire department medical advisor 
are provided health, dental, vision, life and short-term disability insurance. The monthly 
employee contribution for all insurance is $15 for single coverage and $25 for all other 
coverage. 

Health Insurance 
 

The township’s health insurance program pays 100% of covered charges. 

 

Prior to April 1, 2008, the health insurance had zero dollar deductible. Co-pays were the 
only employee out-of-pocket expense. 

 

On April 1, 2008, the township adopted an insurance policy having deductible amounts 
of $2,000 for single coverage and $4,000 for all other coverage and eliminated co-pays.  
The township implemented a self-insurance program to cover the deductible amounts 
using a Health Savings Account (HSA) and a Health Reimbursement Account (HRA).  
Employees have no out-of-pocket costs for covered procedures.   

 

The township funded the deductible by contributing $1,100/$2,200 to each employee’s 
HSA account.  The employee would use this money to pay the first $1,100/$2,200 of 
covered medical expenses. If the employee’s expenses were less than these amounts, 
the employee keeps the money. When expenses exceeded the HSA amounts, 
employees were reimbursed by those amounts. 

 

On April 1, 2009 the township increased the self-insurance amounts to $2,500/$5,000 
and the HSA contributions to $1,200/$2,400. 

 

The Table 2 summarizes the township’s health costs. 

Table 2: Health Program Costs

2007 2008 2009

Monthly Premiums 

Single 482.46$               309.60$           295.90$            

Couple 1,060.43$            680.50$           650.38$            

Family 1,489.39$            955.17$           913.46$            

Employee Costs Co-pays 0.00$               0.00$                

Total Premium Cost 1,070,000$          709,925$         664,407$          

Self-insurance Cost 0$                        190,905$         281,984$          

Total Cost 1,070,000$          900,830$         946,391$           
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Recommendation 
 

Township employee contributions to their health care costs are not sufficient. Therefore: 

1. The monthly contribution to the insurance premium should be raised to at least 
$45 family, $35 couple and $25 single.   

2. The employees should pay a portion of the deductible. The township should 
reduce the contribution to the HSA accounts by $400 single and $800 other. 

3. Employees should pay a portion of increases to premium costs since premiums 
are based on the claims the employee group makes. 

These changes are a moderate cost increase to employees, but are still below the 
contributions by employees in the private sector.  

 

Other Insurances 
 

The township provides life, dental, vision and short-term disability. The 2009 monthly 
premiums for these policies are shown in Table 3. 

 

 

 

 

 

 

 

 

 

 

 

 

The township’s only costs are the premiums. 

 

Recommendation 
  

The short-term disability policy must be canceled.  

 

  

Table 3: Monthly Premiums 

Life Insurance benefits of $35,000 2009 premiums were $7,995. 

 Employee $8.05 

 Dependent  $1.52 

Disability insurance premiums which vary by income are $15-$34 per month. 
Maximum benefit is $750/wk. Benefit starts before paid leaves are use. In 2009 the 
total premium was $19,968. Eight employees made claims for $48,204.  

 

  Family  Couple Single  2009 Cost 

Dental  $96.00 $50.50 $26.75 $71,476  

Vision  $16.65 $16.65 $16.65 $16,183 
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Unfunded Liabilities 
 

The township has potentially significant unfunded employee costs. These liabilities 
include sick leave, vacation and overtime or comp time1. 

 

Table 4: Current balances  

 

Balance Hours Cost 

Sick Leave 94,632 $1,893,000 

Vacation 8,002 $169,000 

Comp Time 4,619 $92,000 

 

Vacation and comp time are liabilities that will be eventually paid. The amount of sick 
leave to be paid out is uncertain; however, if the $238,000 paid in 2009 is typical the 
amount could be significant.  

 

The township has policies that provide for payout of sick time and holiday time that are 
not used.  Sick time payout is not significant; however, unused holiday time is.  
Uniformed fire employees can be paid for 80 hours of unused holiday time.  In 2009, the 
cost was $53,405. 

 

Recommendation 
 

1. A reserve fund as provided by Ohio law should be established for these costs.  
2. Holiday hours must be used. 
3. Overtime must be reduced by better managing employee schedules and staffing. 

 
 
 

 

 

 

                                            
1
 Employees can choose to be paid for overtime or receive one and a half hours of future time off for each 

hour of overtime worked.  


