
TO: 

FROM: 

DATE: 

BOARD OF DIRECTORS 

BRUCE BUEL ~ 

MAY 25,2007 

AGENDA ITEM 
B 

MAY 30,2007 

REVISE DISTRICT ENGINEER SALARY & AUTHORIZE RECRUITMENT 

Revise salary range for District Engineer and authorize recruitment [REVISE SALARY RANGE 
AND AUTHORIZE RECRUITMENT]. 

BACKGROUND 

Staff has processed two unsuccessful rounds of recruiting for the District Engineer. In both 
cases, there were very few applicants and the applicants that did apply were either under­
qualified or uninterested in taking the position at the offered salary. It is very clear that the 
current annual salary (Range 58 -- $78,000/Yr to $94,809/Yr) is not sufficient to retain a 
qualified candidate. 

Attached is a salary survey prepared by CCWA staff detailing the market for all of their 
positions including their Chief Engineer. The CCWA Board on 4/26/07 agreed to recruit for their 
open position at an annual salary range of $100,183 to $122,223. Also attached is the 
information developed by Koff and Associates in 2006, which indicates that Cambria pays 
$103,320 per year for their Engineer. None of the other 11 local agencies surveyed by Koff 
retained a District Engineer. Staff's review of the salary ranges offered by public agencies for 
senior engineers in the last 8 issues of Jobs Available in the public sector indicates that the 
advertised salaries run from $100,000 to $140,000 per year. 

For point of reference, NCSD currently pays its General Manager $110,000 per year and Koff 
recommended that the General Manager be paid $115,386 per year. 

Staff believes that the District will either need to pay more to attract an engineer or the District 
will need to opt for a non-engineer "Projects Manager". The Finance, Audit and Personnel 
Committee at its May 2, 2007 Committee Meeting recommended that the Board set the District 
Engineer's salary at NCSD range 67 and 68 ($97, 116/yr to $121 ,008/yr). 

RECOMMENDATION 

Staff respectfully requests that your Honorable Board revise the Salary Range for District 
Engineer from Range 58 to Range 67/68 and authorize recruitment. 

ATTACHMENTS 

• CCWA Salary Survey 
• 2006 Koff Study Excerpt 
• FY2006-07 NCSD Salary Range Chart 
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TO: 

FROM: 

SUBJECT: 

SUMMARY 

CENTRAL COAST WATER AUTHORITY 

MEMORANDUM 

CCWA Board of Directors 

Bill Brennan ~ 
Executive Di~r 

FY 2007/08 CCWA 8taff Compensation and Benefits Analysis 

Agenda Item IV.C.3. 
Board of Directors 
April 26, 2007 

April 16, 2007 

During its October 26, 2006 regular meeting, the CCWA Board of Directors directed staff to 
perform the biennial CCWA staff compensation and benefits analysis. The compensation and 
benefits analysis is used to ensure that the salaries and benefits provided by CCWA are 
comparable to other similar agencies so that CCWA remains competitive in retaining and 
attracting highly qualified employees. 

DISCUSSION 

CCWA staff collected salary and benefit information from 12 California agencies; 2 from 
Northern California, 5 from Southern California and 5 from Santa Barbara County. 
Additionally, Staff reviewed the 2006 ACWA Salary and Benefits Survey data. The Central 
Coast Water Authority FY 2007/08 Compensation and Benefits Analysis is attached. 

The data supports a change in the maximum salary for each CCWA position classification of 
12% for CCWA pay grades 1 through 30 (CCWA only utilizes CCWA pay grades 10 through 
20 for its non-exempt positions). The proposed increases in each position's maximum value 
are generally in line with the salary survey ranges. The minimum are set 22% less than the 
maximum (an industry average). 

Additionally, the data also supports modifying the CalPERS contract to reflect using the single 
highest year for retirement calculations from the currently utilized average of the highest three 
years. 

Proposed Classification Changes 

Based on the survey results, staff recommend that the pay grade for Distribution Supervisor 
be increased from CCWA grade 17 to CCWA grade 18. Job duties for this position are similar 
to superintendent duties in several agencies. CCWA grade 18 puts this position on par with 
CCWA's Regulatory Specialist, Instrumentation Technician and Senior Chemist. 

For similar reasons, staff recommend that the pay grade for the Secretary II position be 
increased from CCWA Grade 10 to CCWA Grade 11. CCWA secretaries are currently 22% 
below the overall average in the salary survey and 24% below Santa Barbara County . 

Additionally, staff recommend that the Account Specialist (CCWA grade 13) be replaced with 
Senior Accountant (proposed CCWA grade 16). This position has taken on additional 

32587 Copy of document found at  www.NoNewWipTax.com



accounting and Human Resource responsibilities over the last year, and the position of Senior 
Accountant better reflects the duties and responsibilities of the current Account Specialist. At 
this time, staff does not recommend hiring an additional employee . Instead, Staff 
recommends reclassifying the Account Specialist position to Senior Accountant. This 
proposed position is more fully addressed in a separate agenda item. 

BENEFITS 

Staff also reviewed CCWA employee benefits and concluded that, with four exceptions, 
CCWA was comparable to other similar organizations. Staff noted that CCWA was less 
competitive than other organizations in how retirement credit is calculated (single highest year 
of salary instead of the average of three highest years) and believe this discrepancy should be 
addressed in the proposed budget. CCWA was also less than competitive in retiree medical 
coverage, deferred compensation matching and number of vacation days. Staff believe it 
would be valuable to discuss these items at the Personnel Committee level to form policy that 
could be taken to the Board in the future . 

FINANCIAL CONSIDERATIONS 

The revisions to the salary schedules do not impact current CCWA staff salaries. CCWA staff 
salary treatment is independently administered and coordinated with the fiscal year budget 
process. It should be noted, however, that Staff do intend to request an additional $5,000 in 
the FY 2007/08 salary pool to realign the salaries for the Proposed Senior Accountant and the 
new salary grade for the Distribution Supervisor. Additionally, revisions to the CCWA salary 
schedules will impact future budgets. 

The proposed CCWA FY 2007/08 budget shows that the cost of employee benefits will 
exceed the Board imposed 38% of staff salaries cap, for the first time. Recommendations for 
addressing this issue are discussed under a separate agenda item. If, however, the Board 
approves modifying the CalPERS retirement calculation to single highest year, the ratio of 
employee benefits costs to staff salary costs will increase by an additional 0.7% to 1.4% 

RECOMMENDATIONS 

That the Board approve of the FY 2007/08 CCWA Compensation and Benefits Analysis and 
the following recommendations : 

• Increase the salary maximums for each CCWA pay grade as identified in the report 

• Change the pay grade for the Distribution Supervisor and Secretary II as identified in 
the report 

WJB 

Attachment 
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Background 

Central Coast Water Authority 
FY 2007/08 Compensation and Benefits Analysis 

February 2007 

During its October 26, 2006 regular meeting, the CCWA Board of Directors directed staff to 
perform the biennial CCWA staff compensation and benefits analysis. The compensation and 
benefits analysis is used to ensure that the salaries and benefits provided by CCWA are 
comparable to other similar agencies so that CCWA remains competitive in retaining and 
attracting highly qualified employees. 

CCWA's compensation philosophy is based on employee performance. Each job classification 
is linked to one of thirty salary grades, each with a minimum and maximum salary range. 
Employee salaries are increased solely based on their performance over the preceding year 
and within their position salary range. 

Each fiscal year, the Board approves a salary pool to be administered by the Executive Director. 
The salary pool amount is based on two components, the change in the cost of living index 
(December to December Los Angeles-Riverside-Orange, CA Consumer Price Index for All 
Urban Consumers) and a three percent merit amount. High performing employees receive a 
larger portion of the pool in the form of a salary increase (capped at the maximum salary for 
their position) or a bonus (reward for continued performance). Low performing employees 
receive a smaller (or no) portion of the salary pool. 

Every two years, CCWA performs a compensation and benefits study to accurately gauge its 
compensation and benefits package against those of other similar agencies performing similar 
tasks. CCWA's -compensation and benefits target is the middle of the market. This year, twelve 
agencies were selected for comparison purposes, two from Northern California, five from 
Southern California and five in Santa Barbara County. The agencies are listed below: 

Zone 7 Water Agency 
Contra Costa Water District 
Calleguas MuniCipal Water District 
Castaic Lake Water Agency 
Goleta Water District 
Helix Water District 
Las Virgenes Municipal Water District 
Buellton, City of (Public Works Dept.) 
Santa Barbara, City of (Public Works Dept.) 
Santa Maria, City of 
Santa Ynez River Water Conservation District, I.D. 
No.1 

United Water Conservation District 
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Compensation Philosophy 

CCWA has developed a compensation program that includes Base Salary (wages paid for a job 
performed), Merit Pay (the process in which an employee may be reviewed for an increase in 
base pay), and Employee Benefits (health, retirement, vacation, sick leave, etc.) in order to: 

• Provide a level of compensation consistent with CCWA's goals and objectives . 

• Retain and motivate CCWA's current employee population. 

• Have the ability to attract highly qualified candidates to meet CCWA staffing 
requirements. 

• Facilitate CCWA employees' career growth. 

• Reward excellence in job performance and provide incentive to achieve maximum 
results. 

To accomplish the above, a series of objectives have been established in each of the three 
components of compensation as follows: 

Base Salary 

• Every position within CCWA will have an accurate position description detailing the 
major duties and responsibilities of the position and qualifications for entry into the 
position. 

• Every position will be evaluated based upon its relative worth to CCWA when compared 
to its market value as determined by external data to include other public and private 
salary surveys and selected public agencies, as appropriate. 

• Each position with the exception of the Executive Director and Deputy Director will be 
placed into a salary grade. 

• Each salary grade will have a salary range which will identify the minimum and 
maximum rate of pay for all positions in that grade. Salary ranges will be developed in 
line with the CCWA objectives. 

• All salary ranges should be established at approximately the 50th percentile (competitive) 
of the market data as reported in the surveys with the exception of the Executive 
Director and Deputy Director positions. 

• CCWA will compare the salary ranges to the results of survey data on a biennial basis . 
If the results indicate that CCWA salary ranges are below the stated objective, the Board 
of Directors will consider increasing the ranges to remain in a competitive position . 
Increases in ranges, however, will not mean an automatic increase in individual pay. 
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• Each employee will be paid the base salary within the salary range for his/her position. 

• Each employee will have a base salary, which will comply with federal and California 
wage and hour laws and regulations. 

• Base salaries for the water treatment plant operator, distribution technician and 
maintenance technician are linked (i.e., all three positions are maintained at the same 
base salary and/or pay grade. 

Merit Pay 

• The specific base salary of an employee will depend upon his/her qualifications, 
demonstrated performance in accomplishing assigned duties and responsibilities, 
promote CCWA values and other objectives as may be stated by management and the 
Board of Directors. 

• Each employee is eligible on an annual basis, for an increase to their base salary based 
on merit and performance. The increase is budgeted as a salary pool, approved by the 
Board of Directors and administered by the Executive Director. 

• An employee who is at the top of his/her salary grade range, may receive (if 
performance justifies the action) a "lump sum award" for continued performance, in lieu 
of a merit pay increase. Base salary will not increase as a result of this award. 

• Each employee will receive an annual performance evaluation to be used as an aide in 
determining eligibility for and the amount of a merit pay increase. The performance 
criteria for each employee will be mutually established by the supervisor and the 
employee at the beginning of the performance review period. 

Employee Benefits 

• CCWA will assess and make available a package of employee benefits including 
legislated and voluntary benefit programs. Such programs will be based upon a review 
of benefits within other appropriate public agencies. 

• The current objective is that the employee benefit package be established as being 
equal to other public agencies. 

• Benefit programs will include the three major benefit categories of health, retirement and 
time away from work. The package may also include other benefits as approved by the 
Board of Directors. 

• An economic evaluation of the cost of each benefit program will be made on a periodic 
basis to determine the continuance of the program and the degree to which CCWA 
and/or the employees will contribute to funding the programs. 

• CCWA will provide each employee with all required legal documentation and 
supplementary information on the benefits for which they are eligible. 
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Rate Range Analysis 

Staff reviewed the current salary ranges for each of the positions being surveyed using the 
compensation and benefits survey information provided by the twelve respondents. The 
positions were compared to the corresponding or similar titles within the organization of each 
respondent as shown in Table 1. Comparative salaries for each evaluated position and 
respondent are shown in Table 2. 

Based on the analysis of the market data shown on Table 3 (salary comparisons), CCWA staff 
recommend increasing the salary ranges for each pay grade by 12%. Existing and proposed 
salary ranges for each CCWA salary grade are shown in Table 4. This proposed adjustment is 
consistent with increases in the cost of living (4.46% in 2005 3.29% in 2006 and an anticipated 
3% to 5% salary increase in July 2007 for the responding agencies). 
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Pay grade 

Based on the survey results, staff also recommend that the pay grade for Distribution 
Supervisor be increased from CCWA grade 17 to CCWA grade 18. Job duties for this position 
are similar to superintendent duties in several agencies. CCWA grade 18 puts this position on 
par with CCWA's Regulatory Specialist, Instrumentation Technician and Senior Chemist. 

For similar reasons, staff recommend that the pay grade for the Secretary II position be 
increased from CCWA Grade 10 to CCWA Grade 11. CCWA secretaries are currently 22% 
below the overall average in the salary survey and 24% below Santa Barbara County. 

Additionally, staff recommend that the Account Specialist (CCWA grade 13) be replaced with 
Senior Accountant (proposed CCWA grade 16). This position has taken on additional 
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accounting and Human Resource responsibilities over the last year. The justification for 
creating the Senior Accountant position will be presented as a separate agenda item. 

Employee Benefits 

Current employee benefits were compared to those of the twelve surveyed organizations and 
are shown on attached Table 5. Each specific benefit area is summarized below: 

Retirement 

All but two of the organizations participate in the CalPERS retirement program. Contra Costa 
Water District (CCWD) has its own retirement plan equivalent to the PERS 2.25% at 55 plan. 
CCWD requires a 1 to 3% employee contribution (depending on bargaining unit) from each 
employee's salary. Zone 7 Water Agency uses the Alameda County Employee's Retirement 
Association retirement program which is similar to CalPERS 2% at 55 program and pays 100% 
of the employee contribution . All other organizations participate in the CalPERS retirement 
program and pay both the employee and employer contribution amount. Seven of the 
organizations provide the 2% at 55 formula and five provide a 2.25% at 55, 2.5% at 55 or 2.7% 
at 55 formula . Ten organizations provide pension benefits based on the single highest year of 
earnings and two (only one that is also in the CalPERS retirement program) provide pension 
benefits based on the average of three highest years of earnings. All of the surveyed 
organizations in Santa Barbara County use the single highest year formula . 

CCWA's retirement benefits are generally comparable with the surveyed organizations 
with the exception of the formula used to calculate pension benefits. Staff believe that 
changing the CalPERS pension calculation to the single highest year is important to 
maintaining a competitive benefits package both within and outside Santa Barbara 
County. All surveyed Santa Barbara County organizations provide the single highest 
year calculation for their retirement benefit. 

Medical Insurance 

All twelve organizations provide a group medical insurance plan to their employees and 
dependents. Six organizations require an employee contribution but only one requires a 
contribution for employee only. 

CCWA pays 100% of the health premium for its employees and their dependants making this 
benefit comparable with the other organizations . 

Retiree Medical Coverage 

All twelve organizations offer medical insurance coverage to their retirees . Nine of those 
surveyed pay the entire cost of coverage for the retiree and of those, at least two cover the cost 
of the retiree and at least one dependent. 

CCWA does not offer retiree medical coverage and is therefore not currently competitive 
in this area. Staff believe that this should be a topic for future discussion by the 
Personnel Committee. 
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Dental Insurance 

All twelve organizations offer a dental insurance plan to their employees and dependants. 
Three organizations require an employee contribution for dependant coverage and only one 
requires an employee contribution for employee only coverage . 

CCWA pays for employee and dependant coverage as part of its self funded dental vision plan 
and is therefore comparable to the majority of the organizations in this area. 

Vision Insurance 

All twelve organizations offer a vision insurance plan to their employees and dependants. Only 
two require an employee contribution. 

CCWA pays for employee and dependant coverage as part of its self funded dental vision plan 
and is therefore comparable to all the organizations in this area. 

Long-Term Disability (LTD) Insurance 

Ten organizations offer LTD insurance to their employees. Seven organizations pay the entire 
premium while three require an employee contribution. 

CCWA pays 100% of the premium for LTD insurance and is therefore comparable to the 
majority of the organizations in this area. 

Life Insurance 

Ten organizations offer life insurance for their employees. All of these organizations pay the 
entire premium. 

CCWA pays 100% of the premium for employee life insurance and is therefore comparable to 
the majority of organizations in this area. 

Short-Term Disability (STD) Insurance 

Nine organizations offer STO in addition to State Disability Insurance (SOl) . Six of those 
organizations require an employee contribution. 

CCWA pays 100% of the premium for STO insurance although it requires an employee 
contribution for SOl. CCWA is comparable to the majority of organizations in this area. 

Deferred Compensation Plans 

All twelve organizations offer a 401 (k), 403(b) or 457 reti rement plan to their employees. Five 
organizations offer some sort of matching program for at least some of their employees. Two 
additional organizations offer a matching program for the General Manager. 

CCWA offers a 457(k) retirement plan for its employees. It does not offer any sort of matching 
program with the exception of the Executive Director and Deputy Director. CCWA is generally 
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comparable with the majority of organizations in this area. Most CCWA employees, however, 
have asked that a matching program be considered as part of a future benefit request. 

Employee Assistance Program 

Ten organizations offer an Employee Assistance Program to their employees and families 
covering substance abuse and counseling related to personal, family, legal and financial issues. 

CCWA offers an Employee Assistance Program and is therefore comparable to the majority of 
organizations in this area. 

Educational Assistance Program 

All twelve organizations offer an Educational Assistance Program to their employees. Program 
details were not requested as part of this survey. 

CCWA offers an Educational Assistance Program for its employees with a maximum 
participation amount of $1,000 per year. 

Social Security System 

Seven organizations contribute to Social Security in addition to other retirement programs. 
Each of these organizations requires an employee contribution to Social Security. All 
organizations contribute to Medicare with both employer and employee contributions. 

CCWA does not participate in Social Security. 

Vehicles 

All twelve organizations provide vehicles and/or vehicle allowances for management and senior 
employees. 

CCWA provides vehicles for the Chief Engineer, Plant Supervisor, Maintenance Superintendent, 
Maintenance Supervisor, Regulatory Specialist and Instrumentation and Control Technician. 
The Executive Director and Deputy Director receive a vehicle allowance. 

Vacation 

All organizations have a vacation policy . Eleven organizations base this benefit on years of 
service. One organization combines vacation and sick leave into an annual leave program. 
The average number of vacation days for employees with 1 to 5 years of service is 12 days. 
The average number of vacation days for employees with over 20 years of service is 23 days. 

CCWA offers 10 days of vacation for 1 to 5 years of service and 20 days for over 20 years 
of service. CCWA is slightly less than competitive in this area. 

Paid Holidays 

All organizations provide paid holidays for their employees. The average number of holidays is 
11 days. 
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CCWA offers its employees 11 holiday days per year including one floating holiday. CCWA is 
comparable in this area. 

Paid Time Off 

Only one organization offers paid time off for at least some of their employees. Helix Water 
District includes time off as part of its annual leave program. 

CCWA does not offer paid time off to its employees. 

Administrative Leave 

Eleven organizations offer administrative leave to at least some of their employees. Three 
organizations offer administrative leave to all employees and eight offer leave to exempt and 
management employees only. Administrative leave ranges from two days to thirty-six days. 
The average appears to be about eight days. 

CCWA offers five administrative leave days to its Executive Director and Deputy Director 
and Chief Engineer. CCWA appears to be slightly less than competitive in this area. 

Based on the survey results, CCWA appears to be comparable to most other organizations in 
most benefit areas. It appears, however, to be less than competitive in how retirement benefits 
are calculated, retiree medical coverage, deferred compensation matching programs, vacation 
time and administrative leave. 
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2007 Table 1 

Job Title Comparison 

CCWA Zone 7 Water Agency Calleguas Castaic Contra Costa Goleta Helix Las Vlrgenes Buellton Santa Barbara Santa Marr. Sant. Ynel. 10ill United 

General Manager & Chief 
Executive Director General Manager General Manager General Manager General Managel Engineer GeneraLMana~er General Manager Public works Director D~ector of Utilities General Manager General Manager 

AdmInistrative Serv'!ces Director of Finance and 
Deputy Director Assistant General Manager Manager of Accounting Director Director of Finance Administrative Manager Director of Admin Services Administration Finance Director Director of Admin. Services Administrative Manager Chief Financial Officer 

Engineering and Operations Engineering Manager and Ass!' Pub Worl<s DirJCity 
Chief Engineer Manager of Engineering Manager Director of Engineering Operations Manager Director of Engineering Principal Engineer Engineer Ulil~ies Enginee, Hydrogeologist (Registered) Engineering Manager 
Environmental Compliance Environmental Compliance Envfronmentaf Services 
Officer Officer Sefety Risk Administrator Specielist Regulatory Compliance Coord 

Engineering Technician Associale Project Manager Engineering Tech. III Engineering Associate Sr. Engineering Tech Assistant Engineer Senior Engineering Technician Utilities Project Coordinator Water Resources Technician Senior Engineer 
Accounllng ana InformatIOn 

Senior Accountant Accounting Manaaer Senior Financial Asst Senior Accountant System Supervisor Senior Accountant Senior Accounting Technician Senior Accounlanl Accoutant "ccounting Manager 

Account Specialist Account Cieri< Accounting Assistant Accountant I Accountant Accountant Accounting Te~~n Accountant II Utilities Analyst .t;dministrative Assistant II Accounting Technician II 
Secretary II Secretary Legislative/Admin Assistant Administrative Secretary Executive Secretery Administraliye Ass~t8ntll Secretary Administrative Assistant Administrative Assistant BO,ard Admin. Assistant Administrative Assistant IIr 

Facilities Malnt. and Operations and Maintenance facilities Maintenance Water DlstribulTonlTreatment 
Maintenance Superintendent Construction Supervisor Superintendent Maintenance Superintendent System Operations Manager Supervisor Public Works Direclor Superintendent Water Resources Supervisor O&M Manager 

Distribution System Operations and Maintence Distribution System 
DlslribuUon Superivsor Waw Fecilities Supervispr Spervisor Supervisor o & M Supervisor Superintendenl Syslem Operations Supervisor Sr Water Dist Operalor Waler Uisiribution Supervisor Distribution Supervisor Operations Foreman Plant Supervisor 
Water Treatment Plant Ops and Water QueITly Water Trealmenl Water Production Treatmenl 
Supervisor Water Facilities Supervisor Supervisor No Matching Water Treatment Supervisor Superintendent Plant Operations Supervisor Supervisor Water Treatment Supervisor Water Resources Supervisor Plant Supervisor 

Water QuaITty & Laboratory 
Senior Chemist Water Quality Chemist Supervisor ChemistlMicrobiOlogiSl Laboratory Supervisor Senior Chemisl Laboratory Supervisor Lab Analyst Coordinator 

Control Systems 
Instrumenlation Specialist - TechnicianlTreatment Senior Instrumental ion Sr. Control Systems Operalor 
Journey Level inslrument Technician Sr. Control Technician Senior Inslrumentation Tech Instrument Tech Operator Instru/Electrical Tech. Sr. Electrical Tech Specialist Senior Instrument Tech 
Instrumenlation & Elecl1Qnjc,s 
Specialist - Entry Level Instrumentation Technician InstruJ Electrical Technician Instrument Technician II Water Dislribulion Operator I Instrument Tech III 

Distribulion System 
Maintenance Foreman Plant Lead Mechanic Spervisor Crew Leader Maintenance Utility Crew Chief Sr Maintenance Mechanic Maintenance Supervisor II WeIer Resources Lead Op. Maintentance Foreman Lead O&M 
WalerTroatment Plai1t Sr. Electro Mechnlcal Meehanlcal System Techician 
Maintenance Tech Plant Maintenance Laborer Technician Maintenance Mechanic VII Maintenance Mechanic I Water Resources Operator Lead O&M 
Water Treatment Plant Sr. Water 'Treatmant Water Treatment Plant Waler Trealmenl Plant 
Operator Water Plant Operalor III Operator Operator Treatment Plant Operator Water Treatment Operator II Plant Operator III Water Treatment Plant Oper Operator III Water Resources Opera lor lead O&M 

Distribution Technician 
l:sr. ~lectrO MacM<C81 IS rlQU Ion >::Jys em upera or IMaintenance Utility elOWor.", a Sf ul$ r""'llOn vpera pr 
Technician Distribution Operator II seniorSystem Operalor Water Worker III lit Tech II Water Resources Operator Operations Tech II O&M I grade III 
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Castaic Lake Water 
Agency 

2007 Salary Comparison Table 2 

United Water 
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2007 Salary Comparison Table 3 
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2007 Proposed Salary Range Table 4 
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Zone 7 Calleguas Castaic Lake Contra Costa 

2001 Benefits Study 

Goleta 
Helix Water 

District Las Virgenes Buellton Santa Barbara Santa Maria 

emp. Onl y $12 .37 
emp +1 $2218 

fam ily 

Santa Ynez United Water 

Table 5 
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Castaic Lake Contra Costa Goleta Buellton Santa Barbara Santa Maria Santa Ynez United Water 

& allowance amount: 

If itions and number of d 

2007 Benefits Study Table 5 
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DISTRICT ENGINEER f PROJECT MANAGER 

Appel. . lIb 
Nipomo Community Services District 

Benefits Detail 
November 2006 

Agency Nipomo Commu n ity Cambria CSD 
City of Morro City of Pismo Goleta Sanitary Goleta Water Heritage Ranch Miss/on Hills 

OcunoCSD 
Services District Bay Beach 

Class Title District Engineer J District N/C N/C 
Project Manager Engineer 

Top Monthly Salary $7,000 $8 .610 

Emplo)lee Retirement 
PERS 
ER~Paid EE Contribution $560 $689 
Employer Contribution $1,455 $1.929 

Social Security $487 
Other 

Insurance 
Cafeteria 
Health $930 $950 
Dental) $134 $116 
Vision $18 
Life 
LTD 
STD andlor SOl 
EAP 
Other Z 

S3 

Leave 
Vacation $404 $497 
Holidays S323 $364 
Administrative S135 

Auto Allowance $350 

Deferred Compensation $217 

Other $ $64 

Longevity Yes ' Yes 4 

Senefit CQst $3.961 $5.662 NlC N/C 

l o tal Monthly Compensation S10,9'6~ S14,272 N/C N/C 

Note: Total Monthly Compensation number may vary slightly from the sum of its components due to cell formulas & rounding. 

1 Nipomo's Longevity plan offers 2.5% after 15 years of service; 2.5% after 20 years of service. 
2 Nipomo District's contribution of the SUrvivor Benefit. 
3 Cambria Community Services District's Ute is included in their Dental Plan. 
4 Cambria's Longevity plan offers 5% at 15 years of service. 

District 

N/C 

N/C 

NIC 

S Cambria provides $350 per year for Business. Professional, Conference or Educational allowance and $35 per month cell phone allowance. 

Page 3b of 11 

District CSC CSD 

NlC!: N/C Nle NlC 

-

N/C NlC NlC NlC 

NIC NlC ~ __ NlC 

Ojai Valley San Miguel Templeton Vandenberg 
Sanitary District CSD CSD Village CSD 

NlC N/C Nle N/C 

N/C NlC N/C N/C 

NlC NlC NlC N/C 
-- -

1111/2006 Nipomo Appendix lib Benefits Detail 11 01 06.xIs 
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NIPOMO COMMUNITY SERVICES DISTRICT 
ADOPTED ON 12113106 

RESOLUTION NO 2006-1000 

Monthly Salary Range Longevity Pay 
Sa lary Range # II-=-:---:-r.".,.----:+-.,----=-T-::-:--=.:-r:::-:---::-+:-c::-:-:---:-::':-:-r~,..,....:~~ 

Step 1 Step 2 Step 3 Step 4 Step 5 15 Yrs • 2,5'10 20 Yrs .2.5% 
1 
2 
3 
4 .. 

$1,618 $1 ,699 $1,783 $1,873 $1,966 $2,015 $2,065 
$1,658 $1,741 $1,828 $1,919 $2,015 $2,066 $2,116 
$1,699 $1,783 $1,873 $1,966 $2,065 $2,116 $2,168 

$!.l~. ct~~~~. JJ~~,1.~ $2:01, ~ J~',nt $~.,1~9 $3 ,222 
5 $1,783 $1,873 $1,966 $2,065 $2,168 $2,222 $2,276 
6 $1,828 $1,919 $2,015 $2,116 $2,222 $2,278 $2,333 
7 $1,873 $1,966 $2,065 $2,168 $2,276 $2,333 $2,390 
B $1.919 $2.015 $2.116 $2,222 $2.333 $2.391 $2,450 

;K i $i.~ $F.~ll!~1 $ff6~ '$~~1~ ~~;:;:~J ,. ' $;'45(r:c';. ..... ·$2.510 
10 $2,015 $2,116 $2,222 $2,333 $2,450 $2,511 $2,572 
11 $2,065 $2,168 $2,276 $2,390 $2,510 $2,572 $2,635 
12 $2,116 $2.222 $2,333 $2,450 $2,572 $2,637 $2,701 

'j' ~ ~.-\, . , r. ~ ... c· '''.: .... :~H§ :>:",;~. ~;q:. ~ :-'.I.·.~.t·~,.. -:-:::.-21:t?~l '.~ -t .. "'.~~: ', ~ 

13 
14 
15 
16 

4~1'l" ',0;-;- ..... '; 
17 
18 
19 
20 

$2:168 $2,276 $2,390 '$2.51'0" $2;63'5' $2,701 $2,767 
$2,222 $2,333 $2,450 $2,572 $2,701 $2,768 $2,836 
$2,276 $2,390 $2,510 $2,635 $2,767 $2,836 $2,905 
$2,333$2,450 $2,572 $2,701 $2,836 $2,907 $2,978 
':.',;,=:~ ~-~~·t'1H:t~~:-; i: . ;;:.:.; ~ :-:. .-; ~ '.\.1.~~. J: ,·?·-~t--_::;.:.·: ' .,.;::; ,., 
$2,390 $2,510 $2,635 $2,767 $2,905 $2,978 $3,050 
$2,450 $2,572 $2,701 $2,836 $2,978 $3,052 $3,127 
$2,510 $2,635 $2,767 $2,905 $3,050 $3,127 $3,203 
$2,572 $2,701 $2,836 $2,978 $3,127 $3,205 $3,283 

.::~:;"' .... ''''A>'~ :::;'~...::o~ ~ .;- _-:::'1:.~ ..... ; ?ill::;:-ZE:.! t...~ :,-~':},f:-';~~!.: f.h~~·Y'(''' .:.-~ ::,.~,): 
21 $2,635 $2,767 $2,905 $3,050 $3,203 $3,283 $3,363 
22 $2,701 $2.836 $2,978 $3.127 $3,283 $3,365 $3,447 
23 $2,767 $2,905 $3,050 $3,203 $3,363 $3,447 $3,531 
24 $2,836 $2,978 $3,127 $3,283 $3,447 $3,533 $3,619 

,-.~~:i1.;-r,zsE,:,-¥:<..q;· ~~~. =: :: ~y~..;: ..: ;: \b;.;.;:r.J3r: ~ .~ ~ : ~.j?';1:7,,"'::~~~, ' :· 1 &itb.!.i-:: _ _ ' •• ~-:.;.:. ,. 

25 
26 
27 
28 

29 
30 
31 
32 

33 
34 
35 
36 

37 
38 
39 
40 

41 
42 
43 
44 

45 
46 
47 
48 

49 
50 
51 
52 

53 
54 
55 
56 

57 
58 
59 
60 

61 
62 
63 
64 

65 
66 
67 
68 

$2,905 $3,050 $3,203 $3,363 $3,531 $3,619 $3,708 
$2,978 $3,127 $3,283 $3,447 $3,619 $3,710 $3,600 
$3,050 $3,203 $3,363 $3,531 $3,706 $3,800 $3,693 
$3,127 $3,263 $3,447 $3,619 $3,800 $3,895 $3,990 

$~',~~rf:l:;~3: '~:~3r $;:70~ " $i,~:~; $;:99~ $4,086 r 

$3,283 $3,447 $3,619 $3,600 $3,990 $4,090 $4,190 
$3,363 $3,531 $3,708 $3,693 $4,088 $4,190 $4,292 
$3,447 $3,619 $3,800 $3,990 $4,190 $4,295 $4,399 

-~ ~ -- -- ;--i;.-=: -~; ... . - .7·:.,: .... - ,- ... -
$3,531 $3,708 $3,893 $4,088 $4,292 $4,399 
$3,619 $3,800 $3,990 $4,190 $4,399 $4,509 
$3,708 $3,893 $4,086 $4,292 $4,507 $4,619 
$3,6?~ H99~ ,$4,! 90 $4,399 $4,~19 $4,735 

$3,893 $4,088 '$4,292 $4,507 $4,732 $4,650 
$3,990 $4,190 $4,399 $4,619 $4,850 $4,972 
$4,088 $4,292 $4,507 $4,732 $4,969 $5,093 
$4,190 $4,399 $4,619 $4,850 $~,~9~ $5,220 

::' ~t·_ ..._ 

$4,292 $4,507 $4,732 $4,969 $5,217 $5,348 
$4,399 $4,619 $4,850 $5,093 $5,348 $5,481 
$4,507 $4,732 $4,969 $5,217 $5,478 $5,615 
$4,619 $4,850 $5,093 $5,348 $5,615 $5,755 

$4,73~ $4,9~9 '$'1,;;7 $5,476 $5,752 $5,896 
$4,850 $5,093 $5,348 $5,615 $5,896 $6,D43 
$4,969 $5,217 $5,478 $5,752 $6,039 $6,190 
$5,093 $5,348 $5,615 $5,896 $6,190 $6,345 

$5,2 ~ 7'T 1 $5.478~ ~·~,752 $6,039 $6,341 ' $6,500 '· 
$5,348 $5,615 $5,896 $6,190 $6,500 $6,662 
$5,478 $5,752 $6,039 $6,341 $6,658 $6,825 
$5,615 $5,896 $6,190 $6,500 $6,825 $6,996 

-.,!t :.I,'._~ • .. ~. 

$5,752 $6,039 $6,341 
$5,896 $6,190 $6,500 
$6,039 $6,341 $6,658 
$6,190 .$6,500 !~,825 

$6,341' $6,658 $6,991 
$6,500 $6,825 $7,166 
$6,656 $6,991 $7,341 
$6,82~ $7,166 F,524 

$6,991' $7:341 $7,708 
$7,166 $7,524 $7,901 
$7,341 $7,708 $8,093 
$7,524 $7,901 $8,296 

; .. $ _' .. !;e'-" 

$7,706 $8,093 $8,498 
$7,901 $8,296 $6,711 
$8,093 $8,498 $8,923 
$8,296 $6.711 $9 146 

$6,658 
$6,825 
$6,991 
$7,166 

$7,341 
$7,524 
$7,708 
$7,901 

$8,093 
$8,296 
$8,496 
$8,711 

$8,923 
$9,146 
$9,369 
$9,603 

$6,991 
$7,166 
$7,341 
$7,5?4 

$7.708' 
$7,901 
$8,093 
$8,296 

$6,498 
$8,711 
$8,923 
$9,146 

$9,369 
$9,603 
$9,638 

$10,084 

$7,166 
$7,345 
$7,524 
$7,713 

$7,901 
$8,098 
$8,296 
$8,503 

$8,711 
$8,926 
$9,146 
$9,375 

$9,603 
$9,843 

$10,084 
$10,336 

$4,507 
$4,619 
$4,732 
$4,850 

$4,969 
$5,093 
$5,217 
$5,348 

$5,478 
$5,615 
$5,752 
$5,896 

$6,039 
$6,190 
$6,341 
$6,500 

$6,658 
$6,625 
$6,991 
$7,166 

$7,341 
$7,524 
$7,708 
$7,901 

$'8,093 
$8,296 
$8,498 
$8,711 

$8,923 
$9,146 
$9,369 
$9,603 

$9,636 
$10,064 
$10,329 
$10,568 
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SALARY Step 1 Step 1 Step 5 Step 5 
RANGE# Per Month Per Year Per Month Per Year 

65 7708 92496 9369 112428 

66 7901 94812 9603 115236 

67 8093 97116 9838 118056 

68 8296 99552 10084 121008 

69 8503 102036 10336 124032 
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