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Item No. 4 
  

 
 
 
 

ACTION ITEM 
April 18, 2018 

 
TO: Board of Directors 
 
FROM: Administration & Finance Committee 
 (Directors Thomas, Dick, Finnegan) 
 
 Robert J. Hunter, General Manager 
 
Staff Contacts: Cathleen Harris, Administrative Services Manager 
 Katie Davanaugh, Senior Executive Assistant  
 
SUBJECT: DISTRICT BENCHMARK COMPENSATION AND BENFITS STUDY 
 
STAFF RECOMMENDATION 
 
It is recommended that the Board of Directors:  
1) Approve the proposed pay structure which includes title, classification and FLSA 

status changes and a 3.62% pay structure adjustment to the salary ranges only, 
effective July 1, 2018. 

2) Approve revisions to the District’s policy regarding Compensation and Benefits 
Surveys and Pay Structure Adjustments, as presented. 

 
COMMITTEE RECOMMENDATION 
 
Committee recommends (To be determined at Committee Meeting) 
 
DETAILED REPORT 
 
In accordance with District policy, a comprehensive compensation and benefits survey shall 
be conducted every three years to evaluate market practices and job grading.  The last 
survey was initiated in fall of 2014 and completed in May 2015. 
 
In November of 2017, the District awarded a contract to Ralph Andersen & Associates to 
perform the Compensation and Benefits Study for completion in spring 2018.  Ralph 
Andersen & Associates recently completed the District’s 2018 benchmark study and will 
review its findings at the April 11th A&F Committee Meeting.  The presentation is attached. 
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Salary Ranges/Reclassifications/Title Changes/Exempt Status: 
 
The survey results identified that overall, MWDOC’s current ranges, compared to the 
median market range maximums, are near market.  In an effort to maintain internal equity 
within the pay structure and stay competitive with the labor market, six out of 28 job 
classifications have been identified for reclassification. 
 
The following outlines the recommended range adjustments: 
 

Proposed* Classification Titles 
Current Pay 

Grade 
Current 

Range Max 
Recommended 

Range 
Recommended 

Range Max 

Accountant  8  6,914  9  7,432 

WEROC Emergency Coordinator*  8  6,914  9  7,432 

Sr. Accountant  10  7,989  11  8,589 

Public Affairs Supervisor  11  8,589  12  9,233 

Sr. Executive Assistant to Board  12  9,233  13  9,925 

Administrative Services Manager  16  12,330  17  13,255 

 
In addition, based on organizational structure, reporting relationships, career progression 
and industry guidelines, four positions are being recommended for title changes and two 
positions (Office Specialist and Principal Water Resources Planner) are being removed 
from the pay structure. 
 
The following outlines the proposed title changes:  
 

Current Classification Title  Recommended Classification Title 

WEROC Emergency Programs Coordinator   WEROC Emergency Coordinator 

WUE Program Specialist  Sr. WUE Analyst 

WUE Program Coordinator  WUE Analyst II 

WUE Program Analyst  WUE Analyst I 

 
FLSA Exemptions 
  
Consultant reviewed the Districts Exempt and Non-Exempt positions in accordance with the 
Fair Labor Standards Act and noted that some of the positions are considered to be in a 
gray area regarding FLSA exemption.  They advised that it’s never a problem to err on the 
conservative side and allocate a position as Non-Exempt even if you can allocate it as an 
Exempt position.  It was noted that all of the District’s existing Exempt positions are 
classified appropriately, but the following Non-Exempt positions could be allocated Exempt. 
 

 Sr. Accountant 
 Public Affairs Specialist 
 Network Systems Engineer 
 WUE Program Specialist 
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Based on its review, staff is recommending only the Network Systems Engineer and Sr. 
Executive Assistant to the Board be changed from Non-Exempt to Exempt status at this 
time. 
 
2018/19 Merit Pool Budget 
 
A 4% salary merit pool plus 1% for employee share of the PERS contribution is included in 
the FY 2018/19 Budget.  The proposed reclassifications and title changes will be 
implemented after July 1, 2018 and will not have an additional financial impact on the 
proposed budget.   
 
Anticipating that the market will move in July 2018, staff is recommending a 3.62% pay 
structure adjustment to the salary ranges only, which will help to stay consistent with the 
market to avoid falling behind. The average CPI-U rate for Los Angeles-Long Beach-
Anaheim for the period of February 2017 to February 2018 is 3.62%.   
 
District Benefits:  
 
The District’s health, retirement and leave benefits were reviewed and the findings 
determined that the District’s benefits are competitive with the labor market, therefore no 
changes are recommended at this time.   
 
District Policy Regarding Frequency of Compensation and Benefits Study 
 
The District’s policy currently states that the District establishes its ranges by considering 
the mean (average) of the market place.  Based on the study findings and ensuring that the 
District’s policy is consistent with industry standards; staff is recommending that a revision 
to the policy be made stating that the salary ranges will be established based on the median 
of the marketplace.  Using the median places positions at the 50th percentile, which is a 
common target for public agencies, is less susceptible to high/low data, and is a more 
stable and reliable indicator of the job market. 
 
In addition, the A&F Committee inquired whether a comprehensive salary and benchmark 
study should be performed every four years instead of three years.  Staff is recommending 
it remain every three years to stay competitive with the market and not fall behind. 
 
Furthermore, staff is recommending the timing of the annual pay structure adjustment 
survey be changed to November in order to gather data for the annual budget process.     
 
Staff is recommending the following changes to the section of the Personnel Manual 
regarding Compensation and Benefits Surveys and Pay Structure Adjustments:  
 

The compensation philosophy guiding the District's decisions related to employee 
compensation and benefits is that of desiring to provide salary ranges and benefit 
practices that are competitive with market practices.  In conducting compensation 
surveys, the District establishes its salary ranges by considering the median mean 
(average) of the marketplace. In administering benefits surveys, the District 
considers prevailing and emerging practices related to the District’s labor market.  
This approach has been adopted in an effort to attract and retain the best available 
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staff and continue in its commitment to quality service to the District's member 
agencies. 

 
Human Resources shall conduct a planned pay structure adjustment survey in  first 
calendar quarter  November of each year of the direct labor market agencies to 
determine the percentage adjustment to the Pay Structure ranges for the upcoming 
fiscal year to go into effect July 1. 
 
A comprehensive compensation and benefits survey shall be conducted every three 
years to evaluate market practices and job grading. Human Resources may conduct 
interim market analyses for newly established or modified job classifications between 
the comprehensive annual reviews. 
 

Staff is recommending the following for consideration: 
 
1) Approve the proposed pay structure which includes title, classification and FLSA 

status changes and; a 3.62% pay structure adjustment effective July 1, 2018. 
2) Approve revisions to the District’s compensation policy regarding Compensation and 

Benefits Surveys and Pay Structure Adjustments, as presented. 
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Pay 

Grade

Exempt /  

Non‐

Exempt
Job Classification

Range 

Minimum $

25th 

Percentile $

Range 

Midpoint $

75th 

Percentile $

Range 

Maximum $

R1 NE Office Assistant annually 34,395 37,386 40,400 43,414 46,428

monthly 2,866 3,116 3,367 3,618 3,869

hourly 16.54 17.98 19.42 20.87 22.32

R2 Open annually 41,251 44,863 48,475 52,087 55,700

monthly 3,438 3,739 4,040 4,341 4,642

hourly 19.83 21.57 23.30 25.04 26.78

R3 NE Database Coordinator annually 44,357 48,245 52,110 55,999 59,887

monthly 3,696 4,020 4,343 4,667 4,991

hourly 21.32 23.19 25.06 26.92 28.80

R4 NE Accounting Technician annually 47,693 51,857 56,022 60,209 64,373

monthly 3,974 4,321 4,668 5,017 5,364

hourly 22.93 24.93 26.93 28.95 30.95

R5 NE Administrative Assistant annually 51,259 55,746 60,232 64,718 69,205

monthly 4,272 4,645 5,019 5,393 5,767

hourly 24.64 26.80 28.96 31.12 33.27

R6 NE Sr. Admin Assistant annually 55,101 59,933 64,741 69,573 74,381

NE Public Affairs Assist monthly 4,592 4,994 5,395 5,798 6,198

hourly 26.50 28.82 31.13 33.45 35.76

R7 NE Records Coordinator annually 59,243 64,419 69,596 74,795 79,972

monthly 4,937 5,368 5,800 6,233 6,664

hourly 28.49 30.97 33.46 35.96 38.44

R8 NE Public Affairs Coordinator annually 63,683 69,251 74,818 80,386 85,977

monthly 5,307 5,771 6,235 6,699 7,165

hourly 30.62 33.29 35.97 38.65 41.33

R9 NE annually 68,445 74,450 80,432 86,437 92,418

NE monthly 5,704 6,204 6,703 7,203 7,702

NE hourly 32.90 35.80 38.67 41.56 44.43

NE

NE

WUE Analyst I

Executive Assistant

Assoc. Water Resources Analyst 

Accountant

WEROC Emergency Coordinator

R10 NE Public Affairs Specialist annually 73,599 80,018 86,460 92,902 99,343

NE WUE Analyst II monthly 6,133 6,668 7,205 7,742 8,279

NE WEROC Specialist hourly 35.39 38.47 41.56 44.66 47.76

NE Sr. Executive Assistant

R11 E Water Resources Analyst annually 79,120 86,023 92,948 99,873 106,798

NE Sr. Accountant monthly 6,593 7,169 7,746 8,323 8,900

hourly 38.04 41.35 44.69 48.02 51.34

R12 E Fin. Analyst/Database Analyst annually 85,033 92,487 99,919 107,373 114,804

E Network Systems Engineer monthly 7,086 7,707 8,327 8,948 9,567

NE Sr. WUE Analyst hourly 40.88 44.47 48.04 51.62 55.20

E Public Affairs Supervisor

MWDOC PAY STRUCTURE ‐ EFFECTIVE JULY 2018 (3.62% COLA adjustment)

Katie
Highlight



R13 E Accounting Supervisor annually 91,429 99,412 107,419 115,425 123,409

E Public Affairs Manager monthly 7,619 8,284 8,952 9,619 10,284

E Sr. Water Resources Analyst hourly 43.96 47.79 51.64 55.49 59.33

E Sr. Exec. Assist to the Board

R14 E WUE Program Supervisor annually 98,285 106,867 115,471 124,076 132,680

E WEROC Programs Manager monthly 8,190 8,906 9,623 10,340 11,057

E Sr. Financial Analyst/Database Analyst hourly 47.25 51.37 55.52 59.65 63.79

R15 E Sr. Engineer annually 105,647 114,896 124,145 133,371 142,619

E Accounting Manager monthly 8,804 9,575 10,345 11,114 11,885

E Governmental Affairs Mgr hourly 50.79 55.24 59.69 64.12 68.57

R16 E Principal Water Resources Analyst annually 113,562 123,501 133,440 143,379 153,317

E WUE Progam Manager monthly 9,463 10,292 11,120 11,948 12,776

hourly 54.60 59.37 64.15 68.93 73.72

R17 E Principal Engineer annually 122,097 132,772 143,448 154,146 164,821

E Administrative Services Manager monthly 10,175 11,064 11,954 12,845 13,735

hourly 58.70 63.83 68.97 74.11 79.24

R18 E Director of Public Affairs annually 131,254 142,734 154,215 165,695 177,176

E Director of Water Use Efficiency monthly 10,938 11,895 12,851 13,808 14,765

hourly 63.10 68.62 74.14 79.66 85.18

R19 E Director of Finance/IS annually 141,101 153,433 165,787 178,119 190,474

E Associate General Manager monthly 11,758 12,786 13,816 14,843 15,873

hourly 67.84 73.77 79.70 85.63 91.57

R20 E Open annually 151,661 164,936 178,211 191,486 204,761

monthly 12,638 13,745 14,851 15,957 17,063

hourly 72.92 79.30 85.68 92.06 98.44

R21 E Assistant General Manager annually 159,644 175,611 191,578 207,545 223,511

monthly 13,304 14,634 15,965 17,295 18,626

hourly 76.75 84.43 92.11 99.79 107.45

GM E General Manager (eff. 9/9/17) annually 260,614 260,614

MWDOC INTERN PAY STRUCTURE

INT NE Student Intern hourly 14.28 16.05 17.81 19.58 21.35

Annual and Monthly amounts are based on a 40‐hour work week.

If you have questions on the pay structure or classifications,

please contact Human Resources at 714.963.3058
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