Ref: 19-6328

AGENDA

HUMAN RESOURCES COMMITTEE MEETING
LLEUCADIA WASTEWATER DISTRICT
Tuesday, September 4, 2018 — 1:00 P.M.

1960 La Costa Avenue, Carlshad, CA 82009

Call to Order

Rolil Call

Public Comment

New Business

A. Receive and file the Koff & Associates Base Salary Study Report.
(Pages 3-72)

B. Adopt Resolution No. 2304 — Updating LWD’s Compensation Policy.
(Pages 73-87) :

Information liems
A. Update on LWD's Risk Management & Safety Program (verbal)

Directors’ Comments
General Manager's Comments

Adjournment







ATTACHMENT A

KOFF & ASSOCIATES

BASE SALARY STUDY
May 7, 2018
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on a similar schedule {at annual intervals} based upon the remaining disparity after each
adjustment.

Please note that typically, for those classes that had a market target disparity of 0 to 4.99%, we
recommend a 0% increase in the first year and an adjustment in the second year. Depending
upon LWWD's financial situation, which will have to be reviewed before each further adjustment
is made, all market disparity adjustments are intended to be completed by the third year.

Another option is to move employees into the salary range that is recommended for each class
based on this market study and to the place within the new range that is closest to their current
compensation. If employees’ current salaries are significantly below market so that their current
compensation falls below the bottom of the newly recommended range, then larger adjustments
would be needed to move those employees at least to the bottom of the new salary range.

LWWD may spend additional time to go through a process of deliberation and decision-making
as to what compensation philosophy it should implement to attract, motivate, and retain a high-
quality workforce. However, LWWD may want to consider adjusting those classifications’ salaries
that are currently below the market median as soon as possible, assuming that incumbents’
performance meets LWWD’s level of expectation.

When classifications are over the market target (again, in this case median plus 10%), K&A
typically recommends Y-rating employees whose current pay exceeds the maximum of the
recommended range until the market numbers “catch up” with their current salary. To Y-rate an
employee means to keep the employee’s salary frozen and to provide no salary increases
(including no cost of living adjustments) until the employee’s current salary is within the
recommended salary range. This will result in no immediate loss of income, but will delay any
future increases until the incumbent’s salary is within the salary range,

Other options to “freezing” a classification’s salary in place until the market catches up are:

> ‘“Grandfathering” of salary ranges: This means that the salary range for the classification
is adjusted down to what the market numbers are. However, current incumbents would
continue being paid at the current rate of pay {which would put them outside of the new
and adjusted salary range for the class) until they separate from employment with LWWD.
Any new-hires would be paid within the newly established salary range.

Single-incumbent classes: If a class only has one incumbent, an option would be to wait
until the person separates from employment with LWWD and then adjust the salary range
for the class according to the market.

Yf'

» Recent hires: Some employees who have recently been hired may still be at the lower
end of their current salary range. So, even if the top of their current salary range is above
market, the incumbents are currently still paid below the market maximum because they
are not at the top of their current salary range. In this case, an immediate salary range
adjustment could be made to bring the salary range within the market. This would bring
the affected incumbents either to the top of the market range or very close to it, but they
would not technically be Y-rated or lose any pay.
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Leucadia Wastewater District
Proposed Salary Schedule

LE

April 2018
FACTORS
Range £8, Maximum, Annual
$54,916.00
Range Spread
25.00%
Range Increase
5.00%
Pay Periods per Year
26
Haurs per Year
2,080
salary Range - Monthly _ Biweekly Hourly
Minimum Maximum Minimum Maximum pMinimum Maximum Minimum Maximum
1 33,652 42,065 2,804 3,505 1,294.31 1,617.89 16.179 20.224
2 35,335 44,168 2,945 3,681 1,358.03 1,688.79 16.988 21.235
3 37,102 46,377 3,082 3,885 1,426.98 1,783.73 17.837 22.297
4 38,957 48,696 3,246 4,058 1,498.33 1,872.91 18.728 23.411
5 40,804 51,131 3,408 4,261 1,573.25 1,966.56 19.666 24.582
6 42,850 53,687 3,579 4,474 1,651.91 2,064.85 20.649 25.811
7 45,097 56,371 3,758 4,698 1,734.51 2,168.13 21.681 27.102
8 47,352 89,190 3,946 4,933 1,821.22 2,276.54 22.765 28.457
9 49,7320 62,150 4,143 5,179 1,812.29 2,390.837 23.804 29.880
16 52,205 £5,257 4,350 5,438 2,007.91 2,509,838 25.099 31.374
11 54,816 68,520 4,568 5,710 2,108.30 2,635.38 26.354 32.942
12 57,557 71,946 4,796 5,995 2,213.72 2,767.15 278671 34.589
13 60,434 75,543 5,036 6,295 2,324.40 2,905.50 29.055 36.319
14 63,456 79,320 5,288 6,610 2,440.62 3,050.78 30.508 38.135
is 66,629 83,286 5,552 5,941 2,562.65° 3,203.32 32.033 40.041
16 69,960 87,451 5,830 7,288 2,680.79 3,363.48 33.635 42.044
17 73,458 81,823 6,122 7,652 2,825.33 3,531.66 35317 44.146
18 77,131 96,414 6,428 8,035 2,966.58 3,708.24 37.082 46.353
19 80,988 101,235 6,749 8,436 3,114.92 3,8583.65 38.937 48.671
20 85,037, 106,297 7,086 8,858 3,270.67 4,088.34 40.883 51.104
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Leucadia Wastewater District

Proposed Salary Schedule
April 2018
Salary Range Annual Monthly Biweekly : Hourly
Minimum | Maximum Minimum Maximum Minimum Maximum Minimum Maximum

21 89,289 131,612 7,44% 9,301 3,434.20 4,292,795 42,928 53.659
22 93,754 117,192 7,813 8,766 3,605.91 4,507.39 45074 36.342
23 98,441 123,052 8,203 10,254 3,786.21 4,732.76 47,328 58.15%
24 103,363 129,204 8,614 10,767 3,975.52 4,969.40 49,684 £2.117
25 108,532 135,665 2,044 11,305 4,174.28 5,217.87 52.179 65.223
26 113,958 142,448 2,497 11,871 4,383.01 5,478.76 54.788 £62.485
27 119,656 149,570 9,971 12,464 4,602.16 5,752.70 57.527 71.808
28 125,639 157,049 10,470 123,087 4,832.27 6,040.33 60.403 75.504
25 131,921 164,901, 10,993 13,742 5,073.88 6,342.35 63.424 79,278
30 138,517 173,146 11,543 14,428 5,327.57 6,655.47 66.595 83.243
31 145,443 181,803 15,150 5,593.95 6,992.44 £9.924 87.406

2 152,715 190,894 15,908 5,873.65 7,342.06 73.421 91.776
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Leucadiz Wastewater District
Salary Range Placement Recommendations - Base Safary

[Field Services Superintandent

ield Services Supervisor

$138,437

~ §115,365

$

$ 130,970.00

105,524.00 $116,516

$117,192

$142,448

April 2018
Market Placement Preposed Percent Diff. from
Current Top Mionthly {Monthiy Mean Proposed |Maxirnum Top{ Current District Tep
Class Title Monthly | Market Mean +10%} Range Step Step Rationale
Technical Services Manager $179.375 | § 165,807.00 $182,388 31 181,803 1.4% Market and range placement.
Administrative Services Manager $178,375 | 5  164,306.00 $180,737 31 $181,803 1.4% Market and range placement.

1.6%

Market and range placement.

Market and range placement.

Administrative Services Supervisor

$115,365

$

100,647.00 $110,712

$117,192

1.6%

Internal equity; meintain current internal alignment
ith Fi ices i

Legend for columns:
Calumn 1 ~ Classification Title.
Calumn 2 - Current top monthly salary

Column 3 - Displays the Top Monthly market mean results.
Column 4 - Market placement displays the market value, which is the top monthly market mean plus 10%.

Column 5 - Proposed naw rangs

Column & - Monthly maximum szlary of the newly proposed szlary ranges.
Column 7 - This percentage expresses the difference between LWWD's current salaries and the proposed salaries; where the percentage is preceded by a negative sign {-), this is the percentage LWWD's
alary wouid need to be decrezsed to reach the market median; where no sign is placed in front of the percentage, this maans the salary would need to be increased by that amount to reach the market

median

Field Services Spacialist $95,3 A09.0 $90,650 18 596,414 0.3% Internal equity; maintain current internal allgnment
with Exscutive Assistant.

Fleld Services Technician i $87370 |3 82,319.00 $90,551 17 591,828 51% Market and range placement.

Field Services Technician |l $76,255 [ S 74,634.00 $82,097 15 $83,286 9.2% Market snd range placement.

Fleld Services Technician ! $68,542 ] 67,581.00 $74,339 13 $753,543 10.2% Market and range placement.

Field Services Technician-in-Training $59,190 | S 62,548.00 $69,243 11 368,520 15.8% Market and range placement.
Executive Assistant 496,137 1%  89,620.00 $98,582 18 $96,414 0.3% Market and range placement.
Accounting Technician $81,467 |5 69,082.00 $75,090 13 $75,543 -7.3% Market and range placement; y-rate
Administrative Sarvices Specialist 1If $76,255 s 60,875.00 $66,867 13 $75,543 -1.0% Market and range placement; y-rate
Administrative Services Specialist | $68,542 | S 52,234.00 $57,457 10 $85,257 -4.8% Market and range placement; y-ratz

Average: | 2.5% |

Column 8 - The rationzle explains the reason for the proposed salary range recommendation; efther market placement or internal zlignment with

anothar benchmarked classification.

Page 1 of 1

5/9/2018 Proposed Salary Placement




ATTACHMENT B
KOFF & ASSOCIATES

AMENDED BASE SALARY STUDY TO INCLUDE SAN ELIUO JOINT
POWERS AUTHORITY

July 31, 2018
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ATTACHMENT C
FISCAL YEAR 2019
APPROVED LWD SALARY GRADES
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Laucadia Wastewater District

Salery Ranges
FY 2019

Salary Range

Annual

Hourly

Minimum [ faximum

Position iViinimuim I Maximum
Vacant i $ 33652 S 42,065 S 1618 S 20.22
Vacant 2 S 35335 5 44,168 S 16.98 S 21,23
Vacant 3 S 37,102 5 46,377 § 17.84 & 22.30
Vacant 4 $ 38957 $ 4869 S 1873 S 2341
Vacant 5 5 40,904 § 51,131 S 19.67 S 24,58
Vacant & $ 42950 S 53,687 S 20,65 & 25,81
Vacant 7 S 45097 5 56,371 5 21.68 & 27.10
Vacant a $ 47352 S 59,190 S 2277 & 28.46
Vacant 9 S 49,720 § 62,150 & 2380 & 29.88
Vacant 10 5 52,206 5 65257 5 2510 8 31.37
Field Services Technician-In-Training 11 S 54816 S 68,520 S 26.35 & 32.94
Administrative Services Specialist |
Vacant 12 $ 57557 S5 71,946 5 2767 S 3459
Field Services Technician | 13 $ 60434 $ 75543 S 29.06 5 36.32
Administrative Services Specialist Il
Vacant ' 14 $ 63456 § 79,320 5 3051 § 3813
Field Services Technician Il
Accounting Technician 15 S 66629 S 83,286 S 32.03 & 40.04
Vacant 16 S 6990 5 87451 & 3363 § 42.04
Field Services Technician I 17 S 73458 S 91,823 $ 3532 § 44,15
FieI.cf Services Specialist  Executive 18 & 77131 ¢ 96414 $ 37.08 S 46.35
Assistant
Vacant 19 $ 80,988 § 101,235 S 38.94 S 48.67
Vacant 20 S 85,037 S 106,297 S 40.88 S 51.10
Vacant 21 $ 89,289 § 111,612 S 4293 5 53.66
Field Services Supervisor
Administrative Services Supervisor 22 $ 93754 5 117,192 5 4507 3 »6.34
Vacant 23 $ 08,441 § 123,052 S 4733 § 59.16
Vacant 24 5 103,363 S 129,204 S 4969 S 62.12
Vacant 25 S 108,532 S 135,665 $ 52.18 S 65.22
Field Services Superintendent 26 $ 113,958 § 142,448 S 5479 S 63.48
Vacant 27 S 118,656 S 149,570 $ 57.53 5 71.91
Vacant 28 S 125,639 $ 157,049 S 650.40 S 75.50
Vacant 29 S 131,921 § 164,901 & 63.42 & 79.28
Vacant 30 § 138,517 5 173,146 § 6659 & 83.24
Technical Services Manager
Administrative Services Manager 51 $ 145443 5 181803 §  69.92 5 87.41
Vacant 32 $ 152,715 5§ 190,894 S 73.42 § 91.78

Attachment C
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ATTACHMENT A
PROPOSED RESOLUTION No. 2304
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RESOLUTION NQ. 2304

A RESCLUTION OF THE BOARD OF DIRECTORS OF
THE LEUCADIA WASTEWATER DISTRICGY
ADOPTING THE UPDATED COMPENSATION POLICY

Whereas, the Leucadia Wastewater District (LWD) Board of Directors last updated the
Compensation Policy on November 12, 2003; and,

Wihereas, the Board of Directors has identified “People — Assure the highest qualified
work force ...” as one its top strategic priorities; and

Whereas, the Board of Directors recognizes that employee compensation should be
consistent with the intent of LWD’s mission and vision statements, which encourage exceptional
LWD performance; and

Whereas, the Board of Directors desires to update the Compensation Policy to reflect
LWD’s current compensation concepts and practices.

NOW, THEREFORE, it is hereby resoived as follows:

1. The LWD Board of Directors adopts the updated Compensation Policy attached
hereto as Exhibit "A” and directs that it be implemented consistent with all
applicable laws and related District policies.

2. Resolution No. 2128 and Resolution No. 2260 are hereby repealed in their entirety

Passed and Adopted by the Board of Directors of the Leucadia Wastewater District this 12th day
of September 2018 by the following vote:

AYES:

NOES:

ABSENT:

ABSTAIN:

Elaine Sullivan, President

Attest:

Paul J. Bushee, Secretary /Manager

15




Exhibit A

Compensation Policy
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2)

3)

¥ Every position at LWD will have an accurate job description detailing the major
duties and responsibilities of the position and qualifications for entry into the
position.

v Each employee will be paid a base salary within the established salary range of
their position. .

v' Base wage adjustments shall be based on performance as assessed by the
employee’'s supervisor and available funding in the compensation budget.
Employee performance shall be evaluated annually as a minimum.

v The Board will consider periodic salary range adjustments in order to stay in line
with the target market-based salary objective (10% above mean).

v Salary range adjustments shall not constitute a general wage adjustment. Base
wage adjustments shall be based on merit and performance.

v Any general wage adjustments shall be at the Board of Director's sole discretion

Employee Benefits

LWD will assess and make available a package of employee benefits including
legislated and discretionary benefit programs in line with District objectives.

LWD will provide each employee with all required legal documentation and
supplementary information on the employee benefits for which they are eligible.

Benefit programs may include the major benefit categories of health and welfare, time
away from work, and retirement among other related areas, as appropriate.

An economic evaluation of the cost of each employee benefit program may be made
to determine the continuance of the program and the degree to which LWD and/or the
employee will contribute to funding of the program(s}.

Incentive Compensation Program

The purpose of LWD's Incentive Program (Program) is to encourage performance that
is above and beyond. The program is “at risk” and incentives are awarded only when
objectives of the program are achieved.

Incentive compensation will be awarded for both individual and organizational
accomplishments when specific targeted objectives or performance standards have
been met. Employees eligible for incentive compensation will be informed in writing of
the terms and conditions pertaining to the specific program.

A. Individual Incentive Program is designed to promote individual professional
development and outstanding performance.

The program consists of the following three objectives and awards:

Objective No. 1. Exceptional Service Award - Award recognizing outstanding
service and dedication. Criteria for award and evaluation are determined by
General Manager, and may vary from year to year. Recipients will be
recoghized by the Board of Directors and receive a one-time $500 incentive
award.

18







Achievement Levels

1 Year 2 Years 3 -5 Years 6+ Years
Award amount: | Award amount: | Award amount: | Award amount:
$1,000 $1,000 $1,500 TBD

Objective No. 2. Cost sharing of CSRMA’s Liability and Workers' compensation
retrospective refunds or dividends. The incentive award is fifty percent (50%) of the total
amount refunded to LWD, divided between the number of LWD employees.

Objective No. 3: The District receives recognition or awards from external or members
agencies, such as, CWEA, CASA, and CSDA. The incentive award is based on the specific
type of award. If the District receives a competitive based local award and receives the 1°
place award, then each employee is eligible for an $100 incentive award. If the District
receives a competitive based state award and recelves 1% place, then each employee is
eligible for a $300 incentive award.

Objective No. 4. Achieve highest number of consecutive years without a lost time injury.
The achievement levels are as follows:

Achievement Levels

1 Year 2 Years 3-4 Years 5.9 Years 10-14 Years 15+ Years
Award Award Award Award Award Award
Amount: Amount: Amount: Amount: Amount: Amount:
$300 $500 $1,000 $1,200 $1,500 TBD

Objective No. 5. Achieve highest number of consecutive years without a vehicle accident.
The achievement levels are as follows:

Achievement Levels

1 Year 2 Years 3-4 Years 5-9 Years 10-14 Years 15+ Years
Award Award Award Award Award Award
Amount; Amount; Amount; Amount; Amount: Amount;
$250 $375 $500 $750 $1,000 TBD

LIMITATIONS

No provisions of this Policy shall be deemed to constitute an agreement by LWD to retain any
person in its employment for any period of time.

DELEGATION OF AUTHORITY

The Board of Directors has sole authority to amend or revise this Compensation Policy.
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ATTACHMENT B
RESOLUTION Neo. 2128
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RESOLUTION NO. 2128

A RESOLUTION OF THE BOARD OF DIRECTORS
QF THE LEUCADIA WASTEWATER DISTRICT
ESTABLISHING AN EMPLOYEE
COMPENSATION POLICY

WHERFEAS, it is the mission of the Leucadia Wastewater Districi (LWD) to collect,
transport, recycle and dispose of wastewater in the safest, most reliable, most effective,
cost efficient, and environmentally sensifive manner; and

WHEREAS, the LWD employess are competent, professional and capable
individuals who male vital contributions on a daily basis to protect the public health of the
community and carry out the District fission; and

WHEREAS, the Board. of Directors recognize that the employees of the District
represent a valuable and important resource to the community; and .

WHEREAS, the Board of Directors recognize that employees should be
compensated in a competitive ‘manner that provides equitable consideration of both’
individual and staff accomplishments and performance, and :

WHEREAS, it is the intent of the Board of Directors fo provide appropriate
compensation as well as reward and recognition programs to assure that LWD has the
highest.qualified workforce able to provide superior service fo District residents,

NOW, THEREFORE, THE BOARD OF DIRECTORS OF LEUCADIA A

WASTEWATER DISTRICT DOES HEREBY RESOLVE DETERMINE AND ORDER as
follows:

1. The LWD Employee Compenséﬁon Policy attached hereto ag Exhibit "A, is
hereby approved-and adopted; and

2. To the extent any previous Resolution is mconmstent with this Resolution,
‘that inconsistency shall be nuli and void.

3.  Resolution No. 897 is repealed in its entirety.
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Resolution No. 2128
November 12, 2003
Page two

PASSED AND ADOPTED by f[hé Board. of Directors at a meeling of the LWD, held
MNovember 12, 2003 by the following vote:

AYES: Hanson, Sullivan, Humphreys,' Juliussen and Kulchin
NOES: None -
ABSENT: None

ABSTAIN: None

Sudy K, Haunsoe

Judy K. Hgnson, President

ATTEST ' M'/Q’

Mzéhae | J. Bardin, General Manager

(SEAL)
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Resolution No. 2128

Exhibit A

A LEUCADIA
% WASTEWATER
DISTRICT

EMPLOYEE COMPENSATION POLICY

I INTROBUCTION

The continued success of the Leucadia Wastewater District (LWD) is -dependent on its

ability to attract and retain the services of experienced, capable employees. To
accomplish this, WD endeavors to provide employee compensation for effective service

~and superior performance. The Board of Directors hereby communicates its commitment

to this goal through the establishment of a performance-based incentive compensation
program that will advance the interests of LWD, its ratepayers and the broader regional
commnunity at large,

1L COMPENSATION PHILOSOPHY

It is the intent of the Board of Directors that the LWD prowde performance—based‘
compensation for LWD employees in order to accomplish the following:

= Provide a level of compensation in line with the LWD mission
x  Retain employees and motivate employees to achieve superior performance

= Reward excellencé in job performance and provide incentive to achieve maximum
results both on an individual and staff-wide basis

= Have the ability to attract qualified cand1dates to meet the LWD's staffing
reqmrements

id. ELEMENTS OF COM’PENSATIQN

The LWD Compensation Program shall include the following three pmnary elements:
Base Salary - wages paid for a job performed
Incentive Pay - additional cash payments when specific goals, oiaj ectives andfor
standards are achieved or exceeded. Incentive pay may be in the form of individual

and/or staff awards

Employee Benefits - health & welfare, time away from work, retirement and telated
items .

52
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The Board of Directors shall approve annual compensation in conjunction with the

" annual budget development process. The annual- compensation budget will take into

consideration base wages, discretionary employee benefits and incentive compensation.
No increase to any component of the compensation program will be considered unless
LWD has the ability to fund the cost of such increase. The General Manager will be
responsible for implementing the annual compensation budget.

v,

GUIDELINES

BASE SALARY

Each employee will have a base salary which will cdmply with all applicable
federal, state and local wage and hour laws and regulations.

Every position at LWD will have an accurate position description detailing the
major duties and respons1b1htles of the position and qualifications for entry into
the position. :

Every posmon at LWD will have a salary range which will identify the minimum
and maximum rate of pay for all positions in that range.

Each employee wﬂl be paid a base salary within the estabhshed salary range of
their position.

Salary ranges for each position at LWD will be reflective of base salaries in
comparable sized pubhc agencies and private employers in the San D1ego County
region. Increase in the salary ranges will not mean an automatic increase in
employee base pay. General wage adjustments in conjunction with an increase in
salary ranges shall be at the sole discretion of the Board of Directoxs.

The specific base salaty of an employee will be dependent upon his/her
qualifications, demonstrated performance, accomplishment of assigned duties and
responsibilities, and ability to promote District values and other objectives as may
be established by management.

Bach employee may be reviewed for a base salary adjustment in Tine with the
anmual compensation budget. A performance evaluation may be used as an aide in’
determining eligibility for and the amount of a base salary adjustment.

INCENTIVE COMPENSATION

Incentive compensation program(s) may be approved, where appropriate, to
enhance motivation to accomplish speclﬁc targeted objectives or meet
performeance standards.
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Incentxve compensation under such programs shall only be available when goals
or standards are met or exceeded.

Incentive cémpensation may be awarded for both individual and staff
accomplishment of specific tarpeted objectives or meeting of performance
standards,

Elements of incentive compensation program(s) require the approval of the Board
of Directors.

Employees eligible for incentive compensation will be informed in writing of the
terms and conditions pertaining to the specific program.

EMPLOYEE BENEFITS

V.

"

LWD will asgess and make available a package of employee benefits including
legislated and discretionary benefit programs in line with District objectives. .

LWD will provide each employee with all required legal documentation and
supplementary information on the employee benefits for which they are eligible.

Benefit programs may include the major benefit categories of health and welfare, -
time away from work, and retirement among other related areas, as appropriate,

An economic evaluation of the cost of each employee benefit program may be

made to determine the continuarce of the program and the degree to which LWD
and/or the employee will contribute to funding of the program(s). :

LIMITATIONS

No promsmns of this Policy shall be deemed to constitute an agreement by LWD to retain
any person in its employ for any period of time.

YL

DELEGATION OF AUTHORITY

The Board of Directors of the LWD has sole authority to amend or revise this Compensation
Policy. The General Manager shall establish written procedures for the implementation and
management of the District’s compensation program.
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