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SECTION I - PROJECT OVERVIEW
Bryce Consulting was retained by the Yolo County Resource Conservation District to conduct a comprehensive compensation study of RCD classifications. This report presents the compensation survey results and includes:

· Section I  
Project Overview

· Section II  
Compensation Survey Parameters
· Section III
Compensation Survey Results
STUDY OBJECTIVES
The study consisted of the following objectives:
· Collect and analyze base salary and benefit data for the survey classifications. 
· Develop sound recommendations based on market data and internal alignment.

· Prepare and present a comprehensive report outlining the methodology and results.
SECTION II – COMPENSATION SURVEY PARAMETERS
This section of the report presents the compensation survey parameters and includes:

· Selection of labor market employers and survey classes

· Survey scope

· Survey methodology
SURVEY EMPLOYERS
The overall objective in selecting survey employers is to define as accurately as possible the RCD’s "Labor Market.”  A labor market consists of those employers with whom the RCD might compete with for employees. The criteria typically utilized in identifying those employers include the following:

· EMPLOYER SIZE - As a general rule, the more similar employers are in size and complexity, the greater the likelihood that comparable positions exist within both organizations.  Specifically, agencies of similar size to the RCD are likely to have departmental structures and organization of positions more similar to the RCD than organizations that are significantly larger or smaller in size.

· GEOGRAPHIC PROXIMITY - Geographic proximity is another factor utilized in identifying an appropriate labor market.  This factor is particularly important because it identifies those employers that the RCD must directly compete with to recruit and retain quality staff.  

· NATURE OF SERVICES PROVIDED - As a general rule, similar organizations are selected as survey employers, because they provide similar services.  This is important for the following reasons:

·    Employers who provide similar services are most likely to compete with one another for employees.

·    These employers are most likely to have comparable jobs.

·    These employers are most likely to have similar organizational characteristics.

LABOR MARKET
Table 1 displays the survey agencies identified by the District.  
	TABLE 1
SURVEY AGENCIES

	California State Parks

	Contra Costa Resource Conservation District

	Delta Conservancy

	Gold Ridge Resource Conservation District

	Marin Resource Conservation District

	Napa County Resource Conservation District

	Point Blue Conservation Science

	River Partners

	San Mateo Resource Conservation District

	Solano County Water Agency

	Solano Resource Conservation District

	Sonoma Resource Conservation District

	Suisun Resource Conservation District

	UC Davis


SURVEY CLASSES
The survey classifications are presented in Table 2.  
	TABLE 2

SURVEY CLASSIFICATIONS

	Deputy Director

	Executive Director

	Field Manager

	Field Technician 

	Financial Manager

	Office Manager

	Program Manager

	Project Assistant

	Project Manager


SURVEY SCOPE
The scope of the survey included the labor market agencies previously presented.  The data collected for each survey class included:

· Title of each comparable class

· Entry and top step monthly salary

· Cash add-ons to base salary including:

· Employer pick-up of the employee contribution for retirement for new “classic” employees
· Deferred compensation contribution made by the employer

· Longevity pay at year 10
· Certification/education pay
· Employer contributions for insurances (cafeteria, health, dental, vision, life, and long-term disability)

· Social Security/Medi-Care
· Employer contribution to Retiree Health Savings Plan

· Amount the employee pays towards the employer’s portion of retirement
· Cost of living information including date and amount of last and next increase

· Retirement practices including employer’s share, benefit, formula and plan

· Leave benefits

· Retiree health benefits

SURVEY METHODOLOGY
The survey methodology utilized by Bryce Consulting included:

· The survey agencies were sent a request to provide job descriptions, organizational charts, salary and benefit information. 

· The agencies’ websites were utilized to collect salary and benefit data and to compare job descriptions, where available. 

· The consultants followed up the survey agencies to collect additional information and seek clarification. 
In addition to the collection of base salary and benefit information, careful efforts were made to document the full range of duties and requirements of the job classes determined to be comparable to the RCD’s classes.  This included the collection of:
·   Reporting relationships

·   Functional areas of responsibility

·   The class's relationship to other classes in the series

For each classification using maximum base salary, total cash, and total compensation as the basis of comparison, the RCD’s position was compared to the labor market to determine the percentage the RCD is above or below the labor market median.  The salary recommendations were based on the median with an adjustment for varying cost of housing. The data is effective April 2021. 
SECTION III – COMPENSATION SURVEY RESULTS
This section of the report presents the compensation survey findings including base salary, total cash, and total compensation.  In addition, miscellaneous benefit data is presented including cost of living information, retirement practices, retiree health benefits, and leave benefits.

As indicated in the previous section, the survey involved the collection of compensation information for each of the survey classes from the labor market employers identified.  Table 3 displays the comparability for each survey classification.
	TABLE 3

COMPARABILITY

	Survey Classification
	Number of Comparable Classes

	Deputy Director
	3

	Executive Director
	11

	Field Manager
	4

	Field Technician
	8

	Financial Manager
	6

	Office Manager
	5

	Program Manager
	3

	Project Assistant
	3

	Project Manager
	12


BASE SALARY SURVEY RESULTS
The data has been organized into a series of tables that summarize the RCD’s relationship to the labor market for each class. The detailed market compensation survey datasheets are presented in Appendix A of this report. Table 4 summarizes for each classification how the RCD’s base salaries compare to the labor market. The following data is presented:
· Title of the RCD’s classification

· The RCD’s current maximum monthly base salary for each classification 
· The median of the labor market for maximum monthly base salary

· Percentage the RCD’s maximum base salary is above or below the median of the labor  market

	TABLE 4 

 Maximum Base Salary

	Survey Classification
	YCRCD Maximum Base Salary
	Labor Market Median
	% YCRCD IS Above or Below Labor Market Median

	Deputy Director
	$7,716
	$9,658
	-25.16%

	Executive Director
	$7,838
	$10,823
	-38.08%

	Field Manager
	$5,585
	$7,252
	-29.85%

	Field Technician
	$4,073
	$4,690
	-15.14%

	Financial Manager
	$6,101
	$6,050
	0.84%

	Office Manager
	$5,417
	$6,250
	-15.38%

	Program Manager
	$6,904
	$8,823
	-27.80%

	Project Assistant
	$3,536
	$4,247
	-20.10%

	Project Manager
	$5,585
	$6,742
	-20.72%


TOTAL CASH SURVEY RESULTS
Total cash represents the maximum base salary plus the organizations’ contribution towards the employees’ share of retirement, longevity pay, up to and including year 10, the agencies’ contribution towards deferred compensation, and certification/education pay. Table 5 displays how the RCD compares to the labor market with respect to total cash for each classification. The following data is presented:

· Title of the RCD’s classification

· The RCD’s current total cash for each classification

· The median of the labor market for total cash

· Percentage the RCD’s total cash is above or below the median of the labor market
	TABLE 5

 total cash

	Survey Classification
	YCRCD Total Cash
	Labor Market Median
	% YCRCD IS Above or Below Labor Market Median

	Deputy Director
	$7,948
	$9,663
	-21.59%

	Executive Director
	$8,073
	$11,444
	-41.75%

	Field Manager
	$5,752
	$7,641
	-32.82%

	Field Technician
	$4,196
	$4,997
	-19.10%

	Financial Manager
	$6,284
	$6,050
	3.73%

	Office Manager
	$5,579
	$6,368
	-14.14%

	Program Manager
	$7,111
	$9,441
	-32.77%

	Project Assistant
	$3,642
	$4,374
	-20.10%

	Project Manager
	$5,752
	$6,842
	-18.94%


TOTAL COMPENSATION SURVEY RESULTS
Total compensation represents the elements included in total cash plus the organizations’ contribution towards a cafeteria plan, health, dental, vision, life insurance, long-term disability, retirement health savings plan, Social Security, plus the employers’ share of retirement paid by the employee. Table 6 displays how the RCD compares to the labor market with respect to total compensation. The following data is presented:

· Title of the RCD’s classification

· The RCD’s current total compensation for each classification

· The median of the labor market for total compensation

· Percentage the RCD’s total compensation is above or below the median of the labor market
	TABLE 6

 total compensation

	Survey Classification
	YCRCD Total Compensation
	Labor Market Median
	% YCRCD IS Above or Below Labor Market Median

	Deputy Director
	$9,651
	$11,645
	-20.66%

	Executive Director
	$9,786
	$13,438
	-37.32%

	Field Manager
	$7,293
	$9,747
	-33.66%

	Field Technician
	$5,620
	$6,401
	-13.89%

	Financial Manager
	$7,864
	$8,669
	-10.24%

	Office Manager
	$7,107
	$7,105
	0.02%

	Program Manager
	$8,752
	$10,566
	-20.72%

	Project Assistant
	$5,026
	$5,746
	-14.32%

	Project Manager
	$6,866
	$8,929
	-30.05%


RELATIONSHIP TO THE MARKET

On average, for all of the survey classifications, the RCD is 21.27% behind market for base salary, 21.94% behind of the market for total cash, and 20.09% behind the market for total compensation when compared to the labor market median.  
MISCELLANEOUS BENEFIT DATA
The tables provided in Appendix B present the miscellaneous benefit data that was collected including cost of living information, retirement practices, retiree health benefits, and leave benefits.
COST OF LIVING INCREASE – APPENDIX B - TABLE 1
With respect to cost of living, the RCD’s last increase was in January 2021 in the amount of 1.3%.  The next increase is scheduled for January 2022 and is based on the Social Security index. 
With respect to the responding agencies, three of the agencies received an increase earlier in 2021 ranging from $1.00 per hour to 5%.  Five of the agencies are scheduled to receive an increase in the latter part of 2021 ranging from 2% to 3.5%. 
RETIREMENT PRACTICES – APPENDIX B - TABLE 2
The RCD provides a 3% matching to a defined contribution plan. 
Six of the survey agencies have a defined benefit plan with CalPERS. Of those agencies with a defined contribution plan, the amount provided by the agency ranges from 3% to 10%.

EDUCATION/CERTIFICATION PAY – APPENDIX B – TABLE 3
The RCD does not provide education or certification pay.  None of the survey agencies provide education or certification pay for the classifications that were determined to be comparable. 

LEAVE BENEFITS – APPENDIX B – TABLES 4 - 5

The RCD offers 80 hours of vacation leave at year 1; 120 hours at year 5; and 200 hours with 10 or more years.  The District provides 12 days of sick leave with a maximum accrual of 240 hours, 13 holidays and 80 hours administrative or management leave for exempt Project Managers.  

Three of the survey agencies have annual leave whereby vacation and sick leave are combined. Of those with separate leave banks, the labor market average is 89 hours at year 1; 123 hours at year 5; 154 hours at year 10; 164 hours at year 15; and 181 hours at year 20. Eight the survey agencies with separate leave banks provide 12 days of sick leave. The labor market average for holidays is 12 with three agencies providing administrative/management leave.
RETIREE HEALTH – APPENDIX B – TABLES 6
The RCD does not contribute to post employment retiree health benefits. Four of the survey agencies provide post-employment retiree.
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