AGENDA ITEM # E.4 		GMCSD AGENDA TOPIC – EMPLOYEE BENEFITS 

This brief is being provided to inform the board, staff and public of the details of an agenda item that requires no action from the board.  The President of the Board will provide board members, staff, and the public the opportunity to ask questions about this topic when this agenda item is announced.    
Date:  December 11, 2020
Originator:  General Manager
Purpose of Brief: Address a concern expressed by 2020 Auditor
Supporting Documents Included:   Yes   - Scroll down to review the supporting documentation
**********************************************************
1. Agenda Topic Brief or Update:        
Issue:  Our 2020 Audit highlighted that personnel expenses increased 22% over last year.  Personnel costs include compensation, payroll taxes, and benefits. Auditors recommended that we examine alternatives to our benefits schedule, possibly capping the flexible spending program.   
Factors: Increased personnel expenses were primarily due to bringing on a new Operator 1 to address District deferred maintenance requirements, support major infrastructure improvements, and to allow the Lead Operator to move into more of a manager role. Contributing factors include cost of living raises for staff and the associated increase in payroll taxes and benefits. 
Background:  In 2015 after going through three CSD Administrators in 5 years, and seeing competitive opportunities pressure our field staff, the GM recognized the need to provide more competitive compensation packages to retain qualified and experienced staff.  At the request of the GM, the board appointed a Benefits Review Committee to conduct a compensation and benefits study of similar local agencies to determine whether GMCSD  employees were property categorized, to ensure compensation was commensurate with other local agencies, and to review and implement a benefits program to retain employees. The committee determined that employee needs varied considerably and a “one size fits all” benefit program did not meet study objectives.  The GM recommended providing a flexible spending program based on 30% of employee compensation, providing employees the option of taking their benefits in the form of (or combination):
· Pre-tax retirement account
· Health spending account
· Premium medical policy
· Dental plans
· Vision plans 
· Taxable income plus up
As initially approved and implemented in 2015, the 30% benefit applied to all compensation (base, overtime (OT), and on-call) which in effect results in a benefit increase with each cost of living or merit pay raise and increases in OT pay. In 2019 we removed on-call time from the schedule to simply benefits calculations. Since implementation, the District has added two full-time entry-level field operators which has resulted in a steep increase in budgeted benefit commitments. 


Existing Policy. Three GMCS Policies relate to this issue: 
· GMCSD Policy 2080: Employee Status
· Defines “regular”, “temporary”, “full-time” and “part-time” employee categorizations
· GMCSD Policy 2110: Health and Welfare Benefits
· Requires the District to assist full-time employees in obtaining medical, dental, and vision insurance
· Requires the District to provide Worker’s Compensation Insurance
· GMCSD Policy 2150: Compensation
· Requires periodic (no less than every three years) competitive wage data reviews
· Sets compensation policy at hiring and step advances
· Provides guidance for salary advancement within range and requires performance evaluations prior to advancement
· Provides promotion guidance
· Includes schedule A, approved competitive wage and salary ranges for defined positions.
· Defines ranges both with and without benefits
· Defines the current benefit about as a 30% add on to competitive hourly rates
Supporting Documents (attached): 
· GMCSD Policy 2080: Employee Status
· GMCSD Policy 2110: Health and Welfare Benefits
· GMCSD Policy 2150: Compensation
· GMCSD Policy 2150 Schedule A, Competitive Wage and Salary Ranges
Recommendation:
As a stopgap measure, I froze benefits at current levels which has marginal impact on the current budget but will provide time to review and modify as necessary our benefits policies. I do not believe there has been any substantial change in either the need or justification for providing benefits as our policies have worked as designed to retain a stable and very competent CSD staff.  However financial realities dictate that we review the related policies to ensure benefits are sustainable and justifiable in today’s market. Considering the auditor’s comments,  I recommend the policy committee complete an independent review of the related policies with an eye towards developing a documented benefits plan which is fair and equitable to District employees, but provides cost controls to support annual budgeting requirements.  Actions to be considered: 
· Establishing benefits on base compensation – exempting OT and On-call time from benefits calculations
· Capping benefits pending a three-year review aligned with competitive wage and data reviews
· Offering a formal retirement plan for employee participation
· Placing limitations on the cash benefits option (encouraging use of retirement, insurance, and spending plan options)
2. Anticipated Impacts to the District - (Consider financial impact, change in procedures, customer and staff communication):   Potentially will provide minor cost savings for the district, but more important a written policy should clarify benefit expectations and provide more stability for personnel expenses in the annual budgeting process. 
3. Anticipated Impacts to the Customer – Standby, Residential, Commercial:   No direct impact. 
4. Next Steps for this Topic: 
a. Conduct and updated Compensation and Wage Data Review
b. Refer related policies to the Policy Review Committee for consideration and possible revision
Attachments: 
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2150.3

2150.4

Compensation at Hiring.

2150.31 New Employees. All newly appointed employees shall be paid at the first step of the
approved salary range for the approved position to which the employee is appointed except as provided
elsewhere herein.

2150.3.2 Advanced Step Hiring. If the General Manager and/or the Policy Oversight Committee of
the Board finds that qualified applicants cannot be successfully recruited at the first step of the salary
range or if the applicant has demonstrated by virtue of prior directly related job experience, knowledge
and skills that are clearly above the first step of the salary range, a request may be made to the Board of
Directors to authorize an appointment at an advanced step of the salary range. Whenever advanced-
step hiring is approved, an existing employee being paid at a lower salary step in the same range may
be considered for advancement provided that hisher demonstrated job knowledge, experience and
performance is deemed compatible with the step at which the new employee is appointed.

2150.3.3 Former Employees. A person who previously held a full-time position from which the
person was separated in good standing may, when re-employed in a position that is substantially the
same as the job and pay range held at separation, be appointed at the same salary rate which was paid
at the effective date of the person's termination, provided such re-employment occurs within twelve (12)
months from the date of said termination.

Salary Advancement Within Range.

2150.41 Performance Evaluation Required. The General Manager, may request the Board of
Directors to authorize an individual salary advancement within the salary range only after evaluating the
employee's performance and determining that it is satisfactory andfor merited. This determination shall
be noted on a performance evaluation form to be placed in the employee's file, with a copy given to the
employee.

215042  Period of Employment Required for Salary Advancement. Unless otherwise specified
herein, each employee shall, in addition to receiving a satisfactory performance evaluation, complete
the following required time of employment to be considered eligible to receive a salary advancement:

2150.4.21 New Employees. A person hired as a new employee may be considered for a
salary advancement no sooner than twelve (12) months following the appointment date.

2150.4.22 Promotion or Demotion. An employee who is promoted or demoted may be
considered for a salary advancement no sooner than twelve (12) months from the date of
promotion or demotion.

2150.4.2.3 Voluntary Demotion. If an employee voluntarily demotes to a position at a
lower salary range, the employee’s date for consideration of a salary advancement shall not
change.
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2150.4.24 Change-in-Range Allocation. If the salary range for an employee's position is
changed, the employee's date for consideration of salary advancement date shall not
change.

2150.4.25 Position Reclassification. An employee whose position is reclassified to a
position having the same or lower salary range shall have no change in date for
consideration of a salary advancement. An employee whose position is reclassified to a
position having a higher salary range shall have a new date established for consideration of
a salary advancement which is twelve (12) months following the effective date of the
position reclassification.

2150.4.26 Non-Merit Step Adustments. An employee whose salary step is adjusted to a
higher step for reasons other than regular merit advancement shall have a new date for
consideration of a salary advancement effective twelve (12) months from the date of said
adjustment.

2150.4.3 Effective Date. Anemployee's salary increase shall take place on the first day of the pay
period in which hisher salary advancement date falls. The General Manager, or other authorized
authority, may delay authorizing the salary advancement up to 90 days beyond the employee's salary
advancement date without affecting the normal salary advancement date. In case of such a delay, the
employee's salary advancement shall be effective the first day of the pay period following the General
Manager's, or other authorized authority's, authorization. If authorization for a salary advancement is
delayed beyond 90 days from the employee's salary advancement date, the employee shall not be eligi-
ble for consideration of a salary increase until his/her next normal salary advancement date.

21505 Promotion. Employees promoted to a position with a higher salary range may be paid either at the
minimum rate of the new range or at an appropriate level within the new range commensurate with the expected
level of performance by virtue of the employee’s demonstrated skills, knowledge and directly related experience,
whichever is greater. Any such promotion shall result in an appropriately sized salary advancement to recognize
the promotion.

2150.6 Approved Competitive Wages and/or Salary Ranges. Based upon the Annual Competitive Wages and
Salary Ranges Review described in Section 2150.2, above, the Gold Mountain Community Services District
Board of Directors will from time to time approve wages and/or salary ranges for use with District employees in
approved positions. The currently approved wages and/or salary ranges, and date of such approval, are attached
to this Policy 2150 as Schedule A.
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GOLD MOUNTAIN COMMUNITY SERVICES DISTRICT
APPROVED COMPETITIVE WAGE & SALARY RANGES FOR DEFINED POSITIONS

JOBTITLE

GENERAL MANAGER with benefits
WIO benefits

COMPTROLLER with benefits
WIO benefits

OFFICE ADMINISTRATOR with benefits
WIO benefits

UTILITY OPERATOR1  with benefits
WIO benefits

UTILITY OPERATOR2  with benefits
WIO benefits

MAINTENANCE WORKER with benefits
WIO benefits

NOTES: Hourly rates shown for all positions are determined by adding
in lieu of voluntary benefits”. Note: Mandatory (legal) benefits (disability ins., Soc. Sec., W.C., etc.)
account for an additional 10% of wages and are not reflected in base hourly rates.
Comptroller wages estimated by Board without local survey

POLICY 2150, COMPENSATION

SCHEDULE A
UPDATED 2015
MINIMUM MEDIAN
$32.36 $37.20
$42.07 $48.36
$20.00 $30.00
$26.00 $39.00
$16.75 $20.35
$21.78 $26.46
$16.40 $20.83
$21.32 $27.08
$1.1 $24.04
$21.44 $31.25
$13.33 $14.13
$17.33 $18.37
30.00%

MAXIMUM

$42.22

$54.89

$40.00
$52.00

$21.43
$27.86

21.97
$28.56

26.96
$35.05

$15.28
$19.86

Hire date Jan 2009
Comp rates 2015

New job 2015,
Comp Rates 2015

New job 2011
Comp Rates 2015

New job 2011
Comp Rates 2015

New job 2015
Comp Rates 2015

Comp Rates 2015

to “base competitive hourly rates”
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Gold Mountain Community Services District

POLICY HANDBOOK

POLICY TITLE: Employee Status
POLICY NUMBER: 2080

2080.1 A "Regular full ime" employee is one who has been hired to fill a regular, full-time position and
works 30 or more hours per week in any job classification and has completed their probationary period. The
standard probationary period to qualify as a “regular full time employee” is 90 days of continuous

service. For District positions that may require a State of California “water” or “sewer” certification, the
‘probationary” time may be extended at the discretion of the General Manager up to the required
“certification” completion period defined by the appropriate State of California Agency.

2080.2 A "Regular part-time" employee is one who is hired to work within any regular job classification
and works less than 30 hours per week but more than 30 days in a year and has completed their
probationary period. The standard probationary period to qualify as a “regular part time employee” is 90
days of continuous service. The part-time employee works whenever the District's workload increases to a
level that regular employees cannot accommodate. He/she also may be required to work standby as
discussed in Policy 2010, "Hours of Work and Overtime "

2080.3 A "Temporary" employee is one who is hired to complete a specific task that may or may not fall
within a specific regular job classification. The duration of the work assignment of a temporary employee
may range from one day to a maximum of 30 days of continuous service with an extension of such
temporary status subject to approval of the District General Manager.

2080.4 In each of the employment status types described above in Sections 2080.1 through 2080.4, other
District policies, including but not limited to, Policy 2010, “Hours of Work and Overtime”, Policy 2150,
“Compensation”, Policy 2190, “Drugs and Alcohol Abuse”, Policy 2200, ‘Pre-Employment Physicals”, and Policy
2291, “Vehicle Usage, Part-time, Seasonal” will apply.
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Gold Mountain Community Services District

POLICY HANDBOOK

POLICY TITLE: Health and Welfare Benefits
POLICY NUMBER: 2110

21101 Employee Health and Welfare. The district will assist full time employees in obtaining and maintaining
medical, dental, and vision insurance. Expenses associated with this assistance will be considered a component
of the total compensation package for the employee. The type and amount of assistance provided, whether it is
the current monetary compensation or district provided insurance will be reviewed and adjusted annually as
influenced by changes in local competitive employee health and welfare programs.

2110.2 Workers' Compensation Insurance. All District employees will be insured against injuries received while on
the job as required by State law.

2110-1
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POLICY HANDBOOK

POLICY TITLE: Compensation
POLICY NUMBER: 2150

21501 This policy shall apply to all regular and part-time District employees.
2150.2  Annual Competitive Wage and Salary Range Review.

2150.21  The General Manager, acting with the Policy Oversight Committee of the Board, shall have
the competitive wage data reviewed periodically, no less than every three years and may make
recommendations to the Board of Directors, as follows, and as may be appropriate:

2150.2.1.1  Adjustments to the currently approved wages and/or salary ranges based
upon competitive data results; andfor

2150.2.1.2 Proposals for a size of merit program to be administered within approved
salary ranges, based upon demonstrated performance, and based upon competitive data
results: and/or

2150.2.1.3 Proposals for a cost of living adjustment based upon competitive data results;

2150.2.1.4 Nothing within this policy shall suggest mandated annual salary adjustments
ofany kind, unless it can be based upon competitive data results and is approved by the
Board of Directors;

2150.2.1.5 “Competitive data” or “Competitive results” will be defined from time to time by
the Board of Directors as to those organizations or sources that the Board feels will provide

the best competitive fit for the types of jobsand  hiring needs of the District. For District

operational positions, it has been deemed that our closest sources of competitive data is

represented by the following: Plumas Eureka CSD; Chester PUD; Quincy CSD and certain

defined positions in the County of Plumas; for non-operational positions, some of the same

competitive sources named above may be used as well as other related positions within

Plumas County, both in the public and private sectors, which demonstrate desirable job

duties, scope and complexity of work.
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