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Solano County Water Agency (“SCWA”) retained Boucher Law to conduct a Workforce Study to 

include an organizational analysis, classification study and total compensation study for its entire 

agency. There are three phases of this Workforce study. The three phases are as follows: 

 
Phase I Agency Organization: 

 
• Provide a complete and comprehensive analysis of SCWA’s current organizational 

structure as well as 5- and 10- year projections. 

• Review SCWA’s organizational chart to gain an understanding of the current 

structure, the distribution of labor between SCWA’s employees’ technical skills 

and abilities and how they relate to SCWA’s mission. 

• Compare the current organizational structure to peer organizations of a similar 

size with a similar mission. 

• Conduct a meeting with the Workforce Study Committee to discuss preliminary 

findings and potential changes or recommendations prior to the preparation of 

the final report. 

 
Phase II Agency Classifications: 

 
• Develop a classification structure that reflects SCWA’s overall classification and 

salary strategy that includes clear definitions of terms and the development of 

career ladders for full-time and part-time employees, including vacant positions. 

• Conduct job audits with all employees in single position classifications, a 

representative sample of employees in multiple position classification, and 

appropriate management personnel to validate the information. 

• Identify career ladders/promotional opportunities for each classification. 

• Recommend additional opportunities for career ladders/promotional 

opportunities such as formal field, technical, or management training and/or 

certification. 

• Finalize class specifications and recommend appropriate classification for each 

employee, including correction of identified discrepancies between existing and 

proposed classifications. 

• Meet with the Workforce Study Committee to discuss preliminary findings to 

identify any potential changes for recommendations prior to preparation of the 

final written report. 

• Conduct a comprehensive anonymous employee satisfaction questionnaire. 

SECTION 1 – Background/Introduction 
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Phase III Agency Total Compensation and Benefits: 

 
• Conduct a comprehensive total compensation survey using comparable survey 

agencies, using not only job titles, but duties and responsibilities based upon the 

classification specifications from the Agency. 

• Meet and consult with Workforce Study Committee to determine list of 

comparable agencies to be used in the total compensation survey. 

• Due to the complex nature and highly specialized skill sets of some agency 

employees Boucher Law will also look at comparable public sector water related 

jobs with the same essential duties and functions where appropriate. 

• Conduct a total compensation analysis to provide SCWA with an accurate 

assessment of how its compensation plan compares with the selected labor 

market agencies. 

• Conduct analysis of employer paid insurance premium contributions for health, 

dental orthodontics, vision, short- and long-term disability, long-term care, life 

and AD&D insurance. 

• Conduct an analysis of leave benefits including holidays, sick leave, management 

leave, administrative leave, family leave and vacation include analysis of FFCRA. 

• Conduct analysis for employer contributions to employee retirement plans. 

• Develop external competitive and internal equitable salary recommendations for 

each classification. 

• Conduct an internal base salary relationship analysis, including the development 

of appropriate internal relationship and equity guidelines. 

• Identify any pay compression issues and provide potential solutions. 

• Identify any extreme current individual or group compensation inequities and 

provide a recommended corrective action plan and process to remedy these 

situations. 

• Provide feedback on what other agencies are doing to compensate CalPERS PEPRA 

employees who may not receive equal employer paid benefits. 

• Conduct analysis and provide recommendations for benefits SCWA does not 

currently offer, such as longevity pay, bonus pay, EPA program, employer 

contributions to deferred compensation plan, and employer contributions to 

retirement health savings accounts. 

• Meet with the Workforce Study Committee to discuss preliminary findings to 

identify any potential changes for recommendations prior to preparation of the 

final written report. 

• Assist in the development of a strategy for implementing the compensation and benefits 

recommendations and plan. 

 

 
This report focuses on Phase III – Total Compensation Study. Separate reports have been 

submitted for Phases I and III. 
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The purpose of the total compensation study was to (i) provide SCWA with an accurate 

assessment of how its compensation plan compares with the selected labor market agencies; (ii) 

provide a compensation structure that is legally defensible, effective at recruiting and retaining 

top talent, and financially sustainable; (iii) provide a comprehensive analysis of benefits currently 

offered by SCWA and the selected labor market agencies with recommendations regarding 

potential changes. 

This Draft Total Compensation Study Report is designed to provide (i) an overview of study tasks; 

(ii) the compensation study parameters (iii) an overview of the total compensation study results; 

(iv) detailed total compensation data for each benchmark classifications; (v) detailed comparison 

of benefits offered by SCWA and the surveyed agencies; (vi) discussion of next steps. 

 

 
In conducting the total compensation study, Boucher Law: 

1. Conducted an online meeting with the Workforce Study Committee to ensure a 

comprehensive understanding of the study goals and objectives, and to receive 

their comments, feedback and concerns with respect to the study and the process. 

2. Reviewed background materials provided by SCWA’s designated contact 

in the Administration Division (Sandra Willingmyre) and on SCWA’s 

website. Materials reviewed included organization chart, job 

descriptions, salary schedule, reports from earlier total compensation 

studies conducted for SCWA, and SCWA’s Employee Handbook. 

3. Reviewed and finalized the project scope including the determination of 

the labor market agencies to be surveyed, benchmark classifications to 

be included in the survey, and the elements of total compensation to be 

surveyed. 

4. Reviewed relevant documents for each labor market agency either 

located on each agency’s website and/or provided by each agency – 

including organization charts, job descriptions/class specifications, 

position allocation information, benefits summaries, memoranda of 

understanding (MOUs), and personnel policies. 

5. Reviewed and analyzed all compensation, benefits, and other data 

collected from the websites of the labor market agencies and/or 

submitted by the labor market agencies. 

6. Based upon a detailed review of the collected or submitted data, the 

consultants contacted each labor market agency requesting clarification 

on compensation or benefits issues in order to ensure data was accurate. 

7. Prepared this draft report for client review and comments. 
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A) Parameters 

The first step in conducting a compensation survey is to determine the basic parameters for the 

survey. These parameters included confirmation of: 

• SCWA’s compensation policy 

• Labor market agencies 

• Scope of the survey 

 
B) SCWA’s Compensation Policy 

The compensation policy is a reflection of SCWA’s goals and objectives in recruiting and retaining 

qualified staff to manage and perform the functions necessary to conduct SCWA’s business. The 

selection of labor market agencies and the labor market position (the point in the labor market at 

which SCWA wishes to set its salaries, e.g., market median, mean, or another percentile) are two 

important policy decisions when developing a compensation plan. 

SCWA does not have a formal compensation policy. As determined through review of previous 

total compensation studies and discussion with the Assistant General Manager, it is SCWA’s 

practice to use either the mean (average) or median of the labor market total compensation data 

collected from salary surveys, for comparison to SCWA’s salaries. While Boucher Law has 

provided labor market data based on the mean and median, Boucher Law recommends use of the 

median for a more accurate depiction of the labor market. The labor market median, which is the 

“middle” of the market, is the data point at which half of the complete range of data is higher, 

and half of the complete range of data is lower. The market median tends to be a more stable 

representation of trends in the market since it eliminates high and low payers which can skew 

data and outcomes. For this reason, Boucher Law’s methodology is to use the market median for 

compensation. 

C) Labor Market Agencies 

In order to determine the appropriate labor market agencies to be included in this study, Boucher 

Law researched i) the labor market agencies that were included in previous total compensation 

studies conducted for SCWA and the number of comparable classifications identified at each 

agency; and ii) public agencies that provided similar services, were similar in size, were located in 

close geographical proximity, and were viewed as competitors with SCWA for talent. The 

following is a more detailed explanation of these factors. 
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• Agency size – In general, agencies that employ relatively similar numbers of employees 

may have similar economic demographics. Since it is not possible to find agencies that 

are exactly the same in terms of this particular selection criteria, the goal is to provide a 

balanced mix of larger and smaller agencies, thereby minimizing the “skewing” effect 

when either of these are used exclusively. 

 
• Geographic proximity – When considering a labor market, it is important to consider the 

geographic proximity of potential agencies, since they may be competitors in the 

recruitment market for most of SCWA’s employees. If there are not enough agencies 

within the local market with which to conduct a study, then the geographic area may be 

expanded to include agencies in other closer counties. Given the specialized services 

provided by SCWA and the resulting specialized job classifications, the survey area may 

be further expanded to include more regional, or even statewide agencies. 

 
• Industry – In general, agencies that provide the same types of services are more likely to 

have similar types of job classes, and are more likely to be recruiting from the same 

applicant pool as SCWA. For those reasons, the labor market agencies selected should 

comprise local government agencies responsible for water conservation, the distribution 

and sale of water, water quality, and habitat restoration. 

 
• Competing agencies – Information regarding the agencies that SCWA frequently 

competes with for talent (i.e., has lost employees to or recruited employees from) is also 

useful in selecting the labor market agencies. 

 
• Differences in average wages paid between geographical areas – When considering 

potential agencies that are located in more highly populated, metropolitan areas or in 

less densely populated, remote areas; it is important to consider differences in cost of 

living and respective average wages in those areas. It is uncommon to find a sufficient 

number of labor market agencies within a geographical area small enough to have the 

same average wages. Consequently, in order to reduce the impact of differences in 

average wages from different geographical areas, the goal is to provide a balanced mix of 

agencies from equal, higher and lower paying areas. Boucher Law collected information 

from the Salary.com website regarding the differences in average wages between the City 

of Vacaville (where SCWA) is located and the location of other labor market agencies. 

 
After extensive research of other water agencies, review of previous compensation studies 

conducted for SCWA, discussion with SCWA management, discussion with the workforce study 

committee, and consideration of the above factors; Boucher Law recommended that data from the 

ten labor market agencies listed on Table 1 on the following page be used in SCWA’s total 

compensation study. 
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TABLE 1 

SOLANO COUNTY WATER AGENCY 
TOTAL COMPENSATION STUDY LABOR MARKET AGENCIES 

  
 

Agency 

 
 

Industry/ 

Services 

 
 

FTE’s 

 
 

2020/2021 

Budget 

 
 

2020/2021 

Revenue 

 
 

Location 

 

Distance 

from 

Vacaville 

Difference 

in average 

wages as 

compared 

to 

Vacaville 

 Solano 

County 

Water 

Agency 

Wholesale 

Water, 

Habitat 

Restoration 

20 $39,796,000 $39,796,941 Vacaville   

1 City of 

Vacaville, 

Utilities Dept - 

Water 

Retail 

Water 

Sewer 

25.42 $22,163,109 $22,600,000 Vacaville 0 miles 0.0% 

2 Contra Costa 

Water 

District 

Wholesale 

and Retail 

Water 

303.5 $163,801,000 $181,800,000 Concord 35.1 miles + 0.7% 

3 Solano 

Irrigation 

District 

Retail 

Water (ag 

and 

domestic) 

and hydro 

power 

81 $9,913,084 $10,629,812 Vacaville 0 miles 0.0% 

4 Yuba County 

Water Agency 

Retail 

Water 

(Irrigation) 

and hydro 

power 

81 $73,6262,00 0 $69,955,412 Marysville 66 miles  
-5.4% 

5 Sonoma 

County 

Water 

Agency 

Wholesale 

and Retail 

Water 

232 $51,746,149 $82,620,025 Santa 

Rosa 

64.5 miles  
-1.9% 

6 Zone 7 Water 

Agency 

Wholesale 

Water 

108.5 $118,600,000 $136,167,330 Livermore 64.3 miles + 5.1% 

7 Napa County 

Flood Control 

& Water 

Conservation 

District 

Watershed 

Mngmt. 

Wholesale 

Water, 

Flood 

Control 

11 $1,691,000 DNA Napa 28.3 miles - 1.2% 
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TABLE 1 (CONTINUED) 

SOLANO COUNTY WATER AGENCY 

TOTAL COMPENSATION STUDY LABOR MARKET AGENCIES 

  
 

Agency 

 
 

Industry/ 

Services 

 
 

FTE’s 

 
 

2020/2021 

Budget 

 
 

2020/2021 

Revenue 

 
 

Location 

 

Distance 

from 

Vacaville 

Difference 

in average 

wages as 

compared 

to 

Vacaville 

8 Mojave 

Water 

Agency 

Wholesale 

Water 

40 $49, 

217,974 

$57,818,956 Apple 

Valley 

433 miles - 4.7% 

9 City of 

Fairfield, 

Public Works 

Department 

Retail Water 

Water 

Conserva- 

tion 

186 $46,900,000 DNA Fairfield 10.3 miles + 0.6% 

10 Bay Area 

Water Supply 

and 

Conservation 

Agency 

Wholesale 

Water 

Water 

Conserva-

tion 

10 $17,000,000 DNA San 

Mateo 

73.9 miles + 9.3% 

 Average for 

all ten 

agencies 

 112.9     +.25% 

 
 
 
 
 
 
 
 
 
 
 

 

Boucher law was unable to secure cooperation from the Bay Area Water Supply and 

Conservation Agency (BACWA) in order to obtain job descriptions, salary schedules, or benefits 

information. Boucher Law spoke with a contact at BACWA who was responsible for human 

resources matters and the contact explained that she was too busy to provide the preliminary 

job descriptions. After further phone calls and emails with no response, Boucher Law 

recommended that BACWA be replaced as a labor market agency. Boucher Law recommended 

that Santa Clara Valley Water District (SCVWD) be added as the tenth survey agency, to replace 

BACWA. While SCVWD is a much larger agency with over 800 employees, some of the services 

provided by SCVWD mirror those provided by SCWA and therefore SCVWD has many 

comparable job classifications. Table 2 on the following page provides the updated list of 

recommended survey agencies. 
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TABLE 2 

SOLANO COUNTY WATER AGENCY 

TOTAL COMPENSATION STUDY FINAL LABOR MARKET AGENCIES 

  

 
Agency 

 

Industry/ 

Services 

 

 
FTE’s 

 

2020/2021 

Budget 

 

2020/2021 

Revenue 

 

 
Location 

 

Distance from 

Vacaville 

Difference 

in average 

wages as 

compared to 
Vacaville 

 Solano County 

Water Agency 

Wholesale 

Water, 

Habitat 

Restoration 

20 $39,029,549 $39,796,941 Vacaville   

1 City of 

Vacaville, 

Utilities Dept - 

Water 

Retail Water 25.42 $22,163,109 $22,600,000 Vacaville 0 miles 0.0% 

2 Contra Costa 

Water District 

Wholesale 

and Retail 

Water 

303.5 $163,801,000 $181,800,000 Concord 35.1 miles + 0.7% 

3 Solano 

Irrigation 

District 

Retail Water 

(ag and 

domestic) 

and hydro 
power 

81 $9,913,084 $10,629,812 Vacaville 0 miles 0.0% 

4 Yuba County 

Water Agency 

Retail Water 

(Irrigation) 

and hydro 

power 

81 $73,6262,000 $69,955,412 Marysville 66 miles  
-5.4% 

5 Sonoma 

County Water 

Agency 

Wholesale 

and Retail 

Water 

232 $51,746,149 $82,620,025 Santa Rosa 64.5 miles  
-1.9% 

6 Zone 7 Water 
Agency 

Wholesale 
Water 

108.5 $118,600,000 $136,167,330 Livermore 64.3 miles + 5.1% 

7 Napa County 

Flood Control 

& Water 

Conservation 

District 

Watershed 

Mngmt. 

Wholesale 

Water, 

Flood 
Control 

11 $1,691,000 DNA Napa 28.3 miles - 1.2% 

8 Mojave Water 

Agency 

Wholesale 

Water 

40 $58,763,966 $57,818,956 Apple 

Valley 

433 miles - 4.7% 

9 City of 

Fairfield, 

Public Works 
Department 

Retail Water 

Water 

Conserva- 
tion 

186 $46,900,000 DNA Fairfield 10.3 miles + 0.6% 

10 Santa Clara 

Valley Water 

District 

Wholesale 

Water, 

including 

treated and 
recycled 

824 $610,000,000 $506,616,928 Santa Clara 85.6 miles + 12.7 

 Average for all 

ten agencies 
 194.3     +.59% 
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D) Benchmark (Survey) Classifications 
 

Benchmark (survey) classes, as displayed in Table 2, are generally selected utilizing the following 

criteria: 

• The survey classifications should have a significant relationship to other classes in their 

occupational group. This ensures that they will make good reference points in relating 

and establishing salaries for other classes within their occupational group. 
 

 
 

E) Survey Scope 

The data that was collected from each agency included: 
 

• Title of each comparable classification 

accurate comparisons for the survey classes. 

 

in all agencies. 

 

to the benchmark classifications to maintain internal equity. 

 
Account Clerk II 

Accountant II 

Associate Hydrologist 

Associate Management Analyst 

 

General Manager 

Manager of Administrative Services 
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• Minimum and maximum monthly salaries for each comparable class 

• Cash add-ons including deferred compensation, longevity pay, and employer pick 

up of employee contribution to retirement. 

• Details of employer health programs including: 

o Cafeteria plan practices 

o Maximum employer contribution to most commonly used medical, 

dental and vision plans 

• Leave practices including: 

o Vacation accrual at 10 years of service 

o Management/Administrative Leave 

o Holidays 

o Sick Leave 

o Other Leaves 

o Vacation and Sick Leave Cash Out 

• Employer retirement practices, including: 

o Type of program offered 

o Benefit offered [e.g., 2%@55, etc.] for latest classic tier (employee hired 

just before 1/1/2013) 

o Benefit formula [e.g., average of three years, single highest year] for 

latest classic tier 

o Agency contribution to the retirement plan, not including Unfunded 

Accrued Actuarial Liability (UAAL) 

o Percentage, if any, of employer’s portion paid by the employee. 

• Participation in Social Security 

• Car Allowance 

• Tuition Reimbursement 

• Special Pays such as On-Call, Call-Out, Shift Differentials, etc. 

• Flexible Schedules 

• Future standard pay increases 
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As indicated in the previous section, the survey involved the collection of base salary and 

total compensation data for the selected benchmark classifications from each of the 

selected public sector labor market agencies. All data collected and reported by Boucher 

Law is based on an effective date of April 1, 2021. 

When identifying the classification at a labor market agency that is comparable to SCWA’s 

benchmark classification, Boucher Law does not just go by job titles, which can often be 

misleading. To identify an appropriate match, we review the job description/class 

specification, reporting relationships, classifications above and below the match, and 

information regarding budgeted positions. If Boucher Law found that an agency did not 

have a comparable classification, if a review of the duties and responsibilities assigned to 

a potentially similar classification indicated that it was not comparable, or if a review of 

budgeted positions revealed that there were no positions currently budgeted for a 

potentially comparable classification; the designation of “No Comparable Classification” 

was utilized. 

When conducting a salary survey, the intent is to provide general market trends by 

comparing the span of control, duties and responsibilities, and knowledge, skill and 

abilities requirements to determine whether these are comparable enough to utilize as a 

match. With a balanced labor market and the use of whole job analysis, it is reasonable 

to assume that while some matches will have slightly higher responsibilities and some 

matches will have slightly lower responsibilities, the overall scope of duties and 

responsibilities of the combined matches will be balanced. The use of the labor market 

median as the market comparison point further minimizes the possibility of data being 

skewed by higher or lower paying agencies. 

The following are some specific considerations made by Boucher Law when identifying 

comparable classifications at the labor market agencies. 

Associate Water Resources Technician – Boucher Law matched classifications that i) are 

responsible for performing a variety of skilled, semi-skilled, and manual labor duties in 

the areas of water management, flood management, water quality, and/or habitat 

restoration/management functions; including the operation of heavy equipment and ii) 

require possession of Class A Drivers’ License within six months. 

Executive Assistant/Public Information Specialist – Due to the unique combination of 

responsibilities for this classification, Boucher Law matched labor market agency 

classifications that were consistent with the Executive Assistant aspects. Boucher Law 

consistently found that within the labor market agencies, classifications responsible for 

executive assistant duties had a higher salary range than classifications responsible for 

public information duties. 

 



Total Compensation Study – Draft Report 

Page 12 

SOLANO COUNTY WATER AGENCY Total Compensation Study 

 

 

 

General Manager – Boucher Law matched classifications that had overall responsibility 

for operation and management of the agency and reported directly to a governing board. 

The Chief Executive Officer at Santa Clara Valley Water District was not considered a 

match due to the fact that this agency is significantly larger in staff size and budget and 

significantly broader in operations. 

Policy & Legislative Affairs Program Manager – Boucher Law looked for classifications 

that were responsible for the overall policy and legislative affairs of the Agency at a 

strategic level, but did not have responsibility for the supervision or management of staff. 

Manager of Administrative Services – Boucher Law matched classifications that were 

responsible for planning and overseeing the work of staff performing difficult and 

complex professional, technical, and administrative support related to accounting, 

finance, human resources, risk management, information technology, and general 

administration. Where the responsibilities for accounting, finance, human resources, risk 

management and/or information technology were split between different classifications 

and/or units, Boucher Law matched the classification at the comparable level responsible 

for accounting and finance as this is typically the classification that drives the salary range. 

The Chief Financial Officer at Santa Clara Valley Water District was not considered a match 

due to the fact that this agency is significantly larger in staff size and budget and 

significantly broader in operations. 

Streamkeeper – Boucher Law matched classifications that had significant 

responsibility for overseeing the monitoring, preservation and enhancement of the 

environment and natural resources that the agency is responsible for; for 

developing, overseeing and administering restoration projects; and for maintaining 

cooperative relations with landowners, government and regulatory agencies, and 

various public and private groups.  While the Streamkeeper classification currently 

does not have direct supervisory responsibility, this position does have 

responsibility for directing the work of staff on various projects and there is the 

possibility of this position having direct supervisory responsibility in the future, 

therefore, Boucher Law considered classifications with lead or supervisory 

responsibility as a match. 

Boucher Law’s practice is that benchmark classifications must have a minimum of four (4) 

classification matches to be analyzed. In most studies, it is common to have some classes 

for which limited market data exists. 

There are many reasons a benchmark class may not have enough comparable data 

including: 

• Differences in the delivery of services 

• Differences in span of control 

• Differences in organizational structure 

• Differences in operational size 

• The classification is not commonly found in other agencies 

• Agency does not provide that service 
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Internal Equity Considerations – Insufficient Number of Comparable Classifications 

Because a compensation plan is developed through the analysis of external market data and 

internal relationships, the absence of sufficient labor market data for a particular classification 

does not mean that no salary recommendation can be developed, since many salary 

recommendations are ultimately based upon internal equity with other classes. 

The following four (4) benchmark classifications had fewer than four classification matches. As a 

result, Boucher Law does not recommend basing any salary decision on market data for these 

classifications. Any salary recommendations for these classifications should be based on internal 

equity with other classes. 

• Associate Hydrologist 

• Associate Water Resources Planner 

• Associate Water Resources Specialist 

• Policy & Legislative Program Manager 
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A) Base Compensation 

 
Table 4 presents a summary of the market top monthly (base) salary findings. For each 

benchmark classification, the number of matches (agencies with a comparable position), SCWA’s 

maximum monthly salary, the labor market median and mean monthly salary, and percent above 

or below the median and mean maximum monthly salary market is listed. Detailed information 

for each survey benchmark classification is provided in the data sheets in Appendix A. 

 
TABLE 4 

SOLANO COUNTY WATER AGENCY 

TOTAL COMPENSATION STUDY – BASE COMPENSATION SUMMARY 
 

 
Classification 

 
 

# of 

matches 

Base Salary 

SCWA’s 

Base Salary 

Maximum 

Median of 

Market 

Maximums 

SCWA’s% to 

Market 

Median 

 
Market 

Mean 

SCWA’s % to 

Market 

Mean 

Account Clerk II 9 n/a $5,311 n/a $5,584 n/a 

Accountant II 10 $8,098 $8,201 -1.27% $8,442 -4.25% 

Administrative Assistant II 10 $5,351 $5,244 2.00% $5,831 -8.96% 

Associate Management Analyst 5 n/a $8,820 n/a $8,543 n/a 

Associate Hydrologist 2 n/a $8,351 n/a $8,351 n/a 

Associate IT Specialist 9 n/a $8,518 n/a $8,131 n/a 

Associate Water Resources 

Engineer 
7 $9,151 $11,258 -23.02% $11,285 -23.32% 

Associate Water Resources 

Planner 
3 n/a $9,991 n/a $10,268 n/a 

Associate Water Resources 
Specialist 

3 $7,345 $9,005 -22.60% $9,448 -28.64% 

Associate Water Resources 

Technician 
6 $6,662 $6,912 -3.76% $6,939 -4.16% 

Executive Assistant/Public 

Information Specialist 
9 n/a $8,583 n/a $8,340 n/a 

General Manager 6 $15,434 $23,280 -50.84% $22,553 -46.13% 

Manager of Admin. Services 7 $9,609 $14,662 -52.59% $14,576 -51.69% 

Water Resources Program 
Manager 

5 $9,609 $10,601 -10.32% $11,671 -21.46% 

Streamkeeper 4 $10,695 $13,554 -26.73% $13,608 -27.23% 

   Average -21.01%  -23.98% 

 
The data provided in Table 4 reflects that SCWA is below the relevant labor market when 

comparing base salary overall. When looking at the median, SCWA is trending 21.01% below 

market for classifications with four or more matches. When looking at the mean, SCWA is 
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trending below the market by 23.98% for classifications with four or more matches. With the 

exception of Administrative Assistant II, SCWA’s base salary is below the relevant labor market 

for all benchmark classifications. 

 
B) Total Compensation 

 
Table 5 below represents a summary of the labor market total compensation findings. For each 

benchmark classification, the number of matches (agencies with a comparable position), SCWA’s 

maximum total compensation, the labor market median and mean maximum total compensation, 

and percent above or below the labor market median and mean maximum total compensation is 

listed. Detailed information for each survey benchmark classification is provided in 

the data sheets in Appendix A. 

 
TABLE 5 

SOLANO COUNTY WATER AGENCY 

TOTAL COMPENSATION STUDY – TOTAL COMPENSATION SUMMARY 
 

 
Classification 

 
 

# of 

matches 

Total Compensation 

SCWA’s 

Maximum 

Total Comp. 

Median of 

Market 

Total Comp 

SCWA’s % to 

Market 

Median 

Mean of 

Market Total 

Comp 

SCWA’s % to 

Market 

Mean 

Account Clerk II 9 n/a $8,071 n/a $8,442 n/a 

Accountant II 10 $11,515 $11,216 2.60% $11,716 -1.74% 

Administrative Assistant II 10 $8,233 $8,011 2.70% $8,711 -5.81% 

Associate Management Analyst 5 n/a $12,062 n/a $12,129 n/a 

Associate Hydrologist 2 n/a $11,115 n/a $11,115 n/a 

Associate IT Specialist 9 n/a $11,101 n/a $11,437 n/a 

Associate Water Resources 

Engineer 
7 $12,773 $14,594 -14.25% $15,001 -17.44% 

Associate Water Resources 

Planner 
3 n/a $14,006 n/a $13,859 n/a 

Associate Water Resources 

Specialist 
3 $10,616 $12,221 -15.31% $12,770 -20.30% 

Associate Water Resources 

Technician 
6 $9,800 $9,969 -1.73% $10,252 -4.61% 

Executive Assistant/Public 

Information Specialist 
9 n/a $11,892 n/a $11,602 n/a 

General Manager 6 $20,780 $29,784 -43.33% $28,740 -38.31% 

Manager of Admin. Services 7 $13,321 $20,860 -56.50% $20,936 -57.17% 

Water Resources Program 

Manager 
5 $13,321 $15,749 -18.23% $15,586 -17.01% 

Streamkeeper 4 $14,619 $17,875 -22.27% $18,577 -27.07% 

   Average -18.65%  -21.11% 

 
While SCWA was able to somewhat improve its position in the relevant labor market based 

on total compensation, the data provided in Table 5 reflects that SCWA remains below the 

relevant labor market when comparing total compensation overall. When looking at the median, 

SCWA is trending 18.65%% below market for classifications with four or more matches. When 

looking at the mean, SCWA is trending below the market by 21.11% for classifications with  
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four or more matches. However, simply looking at SCWA’s overall average percentage 

above or below the market would be misleading. When looking at individual classifications it is 

evident that SCWA’s competitiveness in the market is dependent on the classification. 

There is variation in the percentage above or below the market between different benchmark 

classifications. For example, the benchmark classification of Administrative Assistant II is 2.70% 

above the median and the benchmark classification of Manager of Administrative Services is 

56.50% below the median. 
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Detailed information regarding the benefits offered by each labor market agency is provided in 

the Benefits Tables in Appendix B. Below is a summary of the benefits information collected and 

a comparison with the benefits offered by SCWA. 

 
A) Retirement Benefits 

 
Retirement Type – SCWA and all of the labor market agencies surveyed offer a defined 

benefit retirement plan. Seven of the labor market agencies offer retirement benefits 

through CalPERS and three of the labor market agencies offer retirement benefits through 

the relevant County pension plan or their own pension plan. The retirement benefit data 

reported in Table B1 is based on the latest Classic Tier in the relevant pension system 

(employees hired prior to 1/1/2013 with no prior service in a reciprocal pension system). 

 
Employer Pick Up of Employee’s Contribution to Retirement – SCWA picks up the full 

employee contribution to CalPERS (7%) for employees in the latest Classic Tier. None of 

the agencies surveyed pick up the full employee contribution. Four out of the ten 

agencies surveyed pick up some portion of the employee’s contribution for employees in 

select bargaining units. The other six labor market agencies do not pick up any portion of 

any employee’s contribution to retirement. The employer pick up is a significant benefit 

and has been included in the total compensation calculation. 

 
Employee Pick Up of Employer’s Contribution to Retirement – SCWA employees in the 

CalPERS Classic Tier do not pick up any portion of the employer’s contribution. At five 

of the ten agencies surveyed, employees in select bargaining groups pick up some portion 

of the employer’s contribution to retirement. 

 
Agency Retirement Rate – Each agency’s reported retirement rate is the total employer 

contribution for fiscal year 2020/21, presented as a percentage of an employee’s base 

pay. This rate is determined through actuarial analysis. For agencies participating in 

CalPERS retirement, the percentage reflected in Table B1 is reported as the Normal Cost 

(without Unfunded Accrued Actuarial Liability) on the CalPERS website. For the labor 

market agencies participating in a pension system other than CalPERS, the percentage 

reflected in Table B1 is reported in the actuarial report for the relevant pension fund as 

the Normal Cost. SCWA’s retirement rate of 11.031% is slightly higher than the median 

retirement rate of 10.286% and the average retirement rate of 10.295%. Each agency’s 

retirement rate has been included in the total compensation calculation. For agencies 

where the employee picks up a portion of the employer’s contribution, the agency’s 

retirement rate was reduced by the amount of the employee pick up for purposes of the 

total compensation calculation. For example, Napa County Flood and Water’s retirement 

rate of 7.998% was reduced to 5.236% for purposes of the total compensation calculation. 

 



Total Compensation Study – Draft Report 

Page 18 

SOLANO COUNTY WATER AGENCY Total Compensation Study 

 

 

 

Retirement Benefit – SCWA provides a retirement benefit formula of 2%@55 for 

employees in the latest classic tier. Three of the ten labor market agencies provide an 

enhanced retirement formula that results in a higher benefit, four of the agencies provide 

a retirement formula that results in a lower benefit, and three agencies provide the same 

retirement formula.  SCWA and all of the labor market agencies provide a 

retirement benefit of 2%@62 retirement benefit formula for employees in the 

PEPRA (Public Employees’ Pension Reform Act) tier (hired on or after January 1, 

2013 with no prior service in an agency with CalPERS retirement or reciprocal 

retirement system). 

 
Social Security – SCWA does not participate in Social Security. This is consistent with the 

relevant labor market. Only two of the labor market agencies participate in Social Security. 

Social Security contributions were included in the total compensation calculations on 

the data sheets in Appendix A. 

 
B) Longevity Pay – Data was collected on any Longevity Pay benefits offered to employees 

at ten years of service. Neither SCWA nor any of the labor market agencies offer ongoing 

Longevity Pay in the form of a percentage of base pay. Solano Irrigation District provides 

a one-time payment of 5% of annual salary at ten years of service. Napa County Flood & 

Water provides a one-time $500 payment at ten years of service. Since only two agencies 

offer any form of Longevity Pay, a separate benefits table was not created for this benefit. 

 
C) Contribution to Deferred Compensation – SCWA does not make an employer 

contribution to employees’ deferred compensation accounts. Seven of the ten agencies 

surveyed make some contribution to deferred compensation either for all regular 

employees or for regular employees in select bargaining units. The employer contribution 

is either a flat amount or a percentage of base pay. The percentage of base pay ranges 

from 1% to 8.24%. Many of the employer contributions require an employee match. 

 
D) Retiree Health Benefits – Three of the ten agencies contribute to a Retiree Health Savings 

Plan. Seven of the agencies offer some form of health insurance benefits for retirees, 

with various formulas and criteria. SCWA’s practice of offering health insurance benefits 

for retirees is consistent with the agencies surveyed. 

 
E) Leave Benefits 

 
Holidays, Vacation, Sick Leave - SCWA’s holiday, vacation, and sick leave benefits are 

consistent and competitive with the agencies surveyed. SCWA’s vacation buy back policy 

is consistent with three of the survey agencies and more generous than the rest. SCWA 

does not offer any form of sick leave buy back, while six of the survey agencies do offer 

some form of sick leave incentive or buy-back. 

 
Management/Administrative Leave - SCWA’s Management Leave practices are 

consistent with industry practice. Four out of the ten agencies surveyed also offer 

administrative or exempt leave for employees outside of management. Four of the ten 

agencies surveyed offer Personal Leave or Flex Time Leave. 

 
F) Insurance Contributions – The health, dental, and vision insurance employer 

contributions reported in table B3 reflect the employer contributions for full-family 

coverage for the most commonly selected plan. These employer contr ibutions are 

included in the total  compensat ion calculations on the data sheets in 
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Appendix A. SCWA’s monthly employer contribution for health insurance 

($1,692.37) is lower than the labor market average of $1,869. SCWA’s monthly 

employer contribution to dental insurance ($147.39) is higher than the labor market 

average of $132.00. Seven of the ten labor market agencies provide vision insurance. 

SCWA does not offer vision insurance. SCWA may want to consider providing vision 

insurance as the cost is relatively low. 

 
G) Tuition Reimbursement - SCWA’s tuition reimbursement benefit that does not include a 

maximum annual limit is greater than any of the survey agencies, which all place a limit 

on tuition reimbursement. 

 
H) Car Allowance – SCWA offers a car allowance of $500 per month for the General Manager 

only. Only two of the survey agencies reported a car allowance. Contra Costa Water 

District provides a car allowance of $475 per month for Unrepresented Management and 

Sonoma County Water Agency provides a car allowance of $465 per month for 

Department Heads (General Manager). These car allowances were factored into the total 

compensation for the General Manager only. 

 
I) Special Pays – SCWA does not provide for on-call or call-back pay, while the majority of 

the labor market agencies (seven out of ten) do. However, if SCWA does not require any 

of its employees to be on call or report to work outside of scheduled work hours, these 

special pays are not applicable. A wide range of other special pays are listed in Table B4. 

Of special note are the performance related pays provided by Mojave Water and Santa 

Clara Valley Water. The City of Vacaville offers additional Administrative Leave as a 

“Performance Bonus”. However, Boucher Law learned through discussion with the City 

of Vacaville that all employees receive this additional Administrative Leave. The 

1.45% of base pay reimbursement for Medicare at SCWA, the Hourly Cash 

Allowance at Sonoma County Water Agency, and the 6.2% of base pay in lieu of 

Social Security at Yuba Water Agency were included in the total compensation 

calculations on the data sheets in Appendix A. 

 

Boucher Law did not find any survey agencies that reported changes in benefits specifically 

for employees in PEPRA retirement tiers, as a result of the differences in retirement benefits 

and employee contributions. However, it is significant to note that SCWA is the only agency 

that continues to pay the full employee contribution to retirement for employees in the 

Classic Tier. It is also significant to note that the majority of the agencies surveyed make some 

type of contribution to deferred compensation for all employees or employees in select 

bargaining units. In terms of any changes to benefits, SCWA may want to consider reducing 

its pick up of the employees’ retirement contribution and then contributing some amount to 

employees’ deferred contribution accounts to provide a benefit that is more equally 

advantageous to all employees. 
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A) Benchmark Classifications 
 

The following benchmark classifications had a minimum of four or more matches in the labor 
market agencies surveyed: 
 
• Administrative Assistant II 
 
• Account Clerk II 
 
• Accountant II 
 
• Associate Management Analyst 
 
• Executive Assistant/Public Information Officer 
 
• Associate Water Resources Engineer 
 
• Water Resources Program Manager 
 
• Associate Water Resources Technician 
 
• Associate Information Technology Specialist 
 
• Manager of Administrative Services 
 
• General Manager 
 
For the benchmark classifications above that are in SCWA’s salary schedule, Boucher Law 
recommends that the base salary range be moved to the salary range within SCWA’s salary 
structure that brings it closest to the median labor market total compensation.   
 
For those classifications above that are new, recommended classifications (not currently in 
SCWA’s salary schedule), Boucher Law recommends placing each classification in the salary 
range that brings it closest to the median labor market total compensation.   
 
Salary recommendations for all current and recommended job classifications are provided in 
Table 5 on Pages 23 to 25. 
 

B) Internal Salary Alignment 
 

For classifications that weren’t designated as a benchmark or did not have a sufficient number 
of matches in the labor market agencies, the recommended salary range will be based on 
internal salary alignment. For classifications in the same classification series, when a market 
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adjustment is granted to one class in a series, the other classes in the series are also typically 
adjusted accordingly to maintain internal equity.  In recommending salary adjustments for 
classifications within a series, Boucher Law reviewed the current percentage salary differentials 
between levels within a classification series at SCWA as compared to common percentage 
differentials.  Common percentage differentials between levels within a series are as follows: 
 

• The differential between an entry-level and journey-level class in a series (I/II or 

Assistant/Associate) is generally 5% to 15% 

• A lead or advanced journey-level (III or Senior-level) position is generally placed 5% to 

15% above the lower experienced level 

• A full supervisory position is normally placed at least 10% to 20% above the highest 

level supervised, depending upon the breadth and scope of supervision 

• A manager position is normally placed at least 15% - 25% between above assigned 

classifications (depending on the scope of the assignment) 

Salary differentials between levels at SCWA vary in some cases, depending on the 
classification series. 
 

• The differential between the entry-level and journey-level classes is currently 10% for all 

classification series.  Boucher Law recommends retaining this as the standard 

differential. 

 

• The lead or advanced journey-level is 15% above the journey-level for the Water 

Resources Engineer and the Water Resources Specialist series.  The lead/advanced 

journey level is 10% above the journey level for the Water Resources Technician level.  

Boucher Law recommends a 10% standard differential between the lead/advanced 

journey level and the journey level. 

 

• The full supervisory level is 17.5% above the journey level for the Water Resources 

Specialist series.  The full supervisory level is 10% above the journey level for the Water 

Resources Engineer series. Boucher Law recommends a standard differential of 15% 

between the full supervisory level and the lead/advanced journey level.   

Internal relationships between classifications that are not part of a series have been analyzed 
carefully, keeping in mind scope of work, level of responsibility, consequence of error, nature of 
contacts, supervision received and exercised, and the criticality of the work to the mission of the 
agency.   
 
The intended benchmark classification for the new, proposed Water Resources Planner and 
Hydrologist classification series did not have a sufficient number of matches.  Based on our 
analysis of the scope of work, level of responsibility, knowledge and skills required, nature of 
contacts, and criticality of work; Boucher Law recommends that the salary ranges for the Water 
Resources Planner classification series and the Hydrologist classification series be aligned with 
the Water Resources Specialist classification series.   
 
The Policy and Legislative Program Manager classification is not part of a classification series 
and did not have a sufficient number of matches with the labor market agencies surveyed.  
While this classification does not have responsibility for the supervision or management of staff, 
the assigned responsibilities are highly strategic in nature and involve the setting and 
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influencing of policy at the organizational level internally and the state level externally.  For this 
reason, Boucher Law recommends that the salary range for this classification be set at 20% 
above the Water Resources Program Manager and just slightly below (approximately 5% below) 
the Manager of Administrative Services. 
 
Finally, Boucher Law recommends setting the Manager of Engineering salary range at 20% 
above Supervising Water Resources Engineer and that the Manager of Water Resources salary 
range be set equal to the Manager of Engineering salary. The Manager of Engineering and the 
Manager of Water Resources positions have similar responsibilities for the management and 
strategic planning of key areas related to the mission of the agency and have a comparable size 
professional and technical staff, including subordinate supervisory positions. 
 

C) Implementation Considerations 
 
When any salary increases based on the relevant labor market are approved, there are 
additional decisions that need to be made: 
 

1. Movement of Incumbents to the New Salary Range -  There are two options for the 

movement of incumbents, they can either i) be moved to the step within the new salary 

range that is the same as the step they are at in their current salary range (i.e. Step 4 in 

the current salary range and Step 4 in the new salary range) or ii) be moved to the step 

in the new salary range that is closest to their current salary without a decrease in pay 

(i.e. Step 4 in the current salary range and Step 1 in the new salary range), in which 

case there would be the potential for additional future step increases. 

 

2. Implementation of Salary Increases - When weighing the need to adjust salaries 

and/or benefits in order to recruit and retain talent with the associated costs and the 

impact on the agency’s budget, SCWA may wish to adjust salaries over time. If the 

availability of funding is limited, the compensation implementation may be carried out 

over months or years. When this occurs, classifications that are the furthest below the 

market average should receive the greatest and/or earliest salary increases to minimize 

disparity.  Salary increases to bring classifications in line with the labor market should be 

separate and apart from any planned cost of living increases (where applicable). 
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TABLE 5 
SOLANO COUNTY WATER AGENCY 

TOTAL COMPENSATION STUDY - SALARY RECOMMENDATIONS 

GROUP CLASSIFICATION 
CURRENT 

RANGE 

CURRENT 
MAX 

MONTHLY 
SALARY 

PROPOSED 
RANGE 

PROPOSED 
MAX 

MONTHLY 
SALARY 

% 
INCREASE 

OR 
DECREASE 

RATIONALE 

Administrative 

Administrative 
Assistant I 

n/a n/a 8 $4,853.11 n/a 
approx. 10% 
below Admin 
Asst II 

  

Administrative 
Assistant II 

12 $5,350.55 12 $5,350.55 0% 
Market & 
Range 
Placement 

           

  

Account Clerk I n/a n/a 8 $4,853.11 n/a 

approx. 10% 
below 
Account 
Clerk II 

  
Account Clerk II n/a N/A 12 $5,350.55 n/a 

Market & 
Range 
Placement 

                

  
Accountant I 25 $7,345.14 25 $7,345.14 0% 

approx. 10% 
below 
Accountant II 

  
Accountant II 29 $8,098.02 29 $8,098.02 0% 

Market & 
Range 
Placement 

  
Senior Accountant n/a n/a 33 $8,928.06 n/a 

approx. 10% 
above 
Accountant II 

                

  

Asst Management 
Analyst 

n/a n/a 27 $7,712.40 n/a 

approx. 10% 
Below Assoc 
Management 
Analyst 

  

Assoc 
Management 
Analyst 

n/a n/a 31 $8,502.92 n/a 
Market & 
Range 
Placement 

  

Senior 
Management 
Analyst 

n/a n/a 35 $9,374.47 n/a 

approx. 10% 
Above Assoc 
Management 
Analyst 

                

  

Exec 
Assistant/Public 
Info Off 

n/a n/a 31 $8,502.92 n/a 

Market & 
Range 
Placement 
 

                

Engineering 

Asst WR Engineer 30 $8,300.47 36 $9,608.83 15.76% 

approx. 10% 
Below Assoc 
WR 
Engineer 
 

  

Assoc WR 
Engineer 

34 $9,151.26 40 $10,593.73 15.76% 

Market & 
Range 
Placement 
 

  

Senior WR 
Engineer 

40 $10,593.73 44 $11,679.59 10.25% 

approx. 10% 
above Assoc 
WR 
Engineer 
 



Total Compensation Study – Draft Report 

Page 24 

SOLANO COUNTY WATER AGENCY Total Compensation Study 

 

 

 
 

GROUP CLASSIFICATION 
CURRENT 
RANGE 

CURRENT 
MAX 
MONTHLY 
SALARY 

PROPOSED 
RANGE 

PROPOSED 
MAX 
MONTHLY 
SALARY 

% 
INCREASE 
OR 
DECREASE 

RATIONALE 

Engineering 
(contd) 

Supervising WR 
Engineer 

44 $11,679.59 50 $13,520.58 15.76% 

approx. 15% 
above 
Senior WR 
Engineer 

                

Water 
Resources 

Asst WR 
Specialist 

21 $6,662.26 31 $8,502.92 27.63% 

approx. 10% 
below Assoc 
WR 
Specialist 

  

Assoc WR 
Specialist 

25 $7,345.14 35 $9,374.47 27.63% 

approx. 10% 
differential 
between 
Assoc and 
Senior WR 
Specialist 

  

Senior WR 
Specialist 

31 $8,502.92 39 $10,335.35 21.55% 

approx. 
12.5% 
differential 
between 
Senior WR 
Spec and 
WR Prog 
Mngr, 
approx. 10% 
above Assoc 
WR 
Specialist 

  

WR Program 
Manager 
(currently Water 
Conservation 
Coordinator)  

36 $9,608.83 44 $11,679.59 21.55% 
Market & 
Range 
Placement 

  

Supervising WR 
Specialist 

38 $10,089.27 45 $11,964.46 18.58% 

approx. 15% 
above 
Senior WR 
Specialist 

                

  

Asst WR Planner n/a n/a 31 $8,502.92 n/a 

approx. 10% 
below Assoc 
WR Planner 
 

  

Assoc WR 
Planner 

n/a n/a 35 $9,374.47 n/a 

set equal to 
Assoc WR 
Specialist 
 

  

Senior WR 
Planner 

n/a n/a 39 $10,335.35 n/a 

approx. 10% 
above Assoc 
WR Planner 
 

           

  

Asst Hydrologist n/a n/a 31 $8,502.92 n/a 

approx. 10% 
below Assoc 
Hydrologist 
 

  

Assoc Hydrologist n/a n/a 35 $9,374.47 n/a 

set equal to 
Assoc WR 
Specialist 
 

  

Senior Hydrologist n/a n/a 39 $10,335.35 n/a 

approx. 10% 
above Assoc 
Hydrologist 
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GROUP CLASSIFICATION 
CURRENT 

RANGE 

CURRENT 
MAX 

MONTHLY 
SALARY 

PROPOSED 
RANGE 

PROPOSED 
MAX 

MONTHLY 
SALARY 

% 
INCREASE 

OR 
DECREASE 

RATIONALE 

  Water 
Resources 
(contd) 

Asst WR 
Technician 
(Currently WR 
Technician I) 

17 $6,042.86 18 $6,193.94 2.50% 

approx. 10% 
below Assoc 
WR 
Technician 

 

Assoc WR 
Technician 
(Currently WR 
Technician II) 

21 $6,662.26 22 $6,828.81 2.50% 
Market & 
Range 
Placement 

 

Senior WR 
Technician 

25 $7,345.14 26 $7,528.77  2.5% 
approx. 10% 
above Assoc 
WR 
Technician 

 

Supervising WR 
Technician 

n/a n/a 32 $8,715.49 n/a 

approx. 15% 
above 
Senior WR 
Technician 

        

 

Streamkeeper n/a $10,695.47 50 $13,520.58 26.41% 
Market & 
Range 
Placement 

           

  

Policy & Leg 
Affairs Program 
Manager  

n/a n/a 52 $14,196.61 n/a 

approx. 20% 
above WR 
Program 
Manager, 
approx. 5% 
below 
Manager of 
Admin  Serv 

           

Information 
Technology 

Asst Information 
Tech Specialist 

n/a n/a 24 $7,170.25 n/a 

approx. 10% 
below Assoc 
Information 
Tech 
Specialist 

  

Assoc Information 
Tech Specialist 

n/a n/a 28 $7,905.21 n/a 
Market & 
Range 
Placement 

           

Management 

Manager of Admin 
Services 

36 $9,608.83 54 $14,906.44 55.13% 
Market & 
Range 
Placement 

  

Manager of Water 
Resources 
(Currently Princ 
WR Specialist) 

49 $13,190.81 58 $16,434.35 24.59% 
Set equal to 
Manager of 
Engineering 

  

Manager of 
Engineering 
(Currently Princ 
WR Engineer) 

50 $13,520.58 58 $16,434.35 21.55% 

approx 20% 
above 
Supervising 
WR 
Engineer 

  

Assistant General 
Manager 

53 $14,542.87 63 $18,582.90 27.78% 

approx 
12.5% 
above 
highest 
Manager  

  

General Manager n/a $15,434.00 n/a $22,224.96 44.00% 

Market, 
approx. 20% 
above Asst 
General 
Manager 
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This report provides detailed information concerning the scope of the project, the methodology used 
to complete the total compensation study, the results of the study which show where SCWA is 
positioned in comparison to the labor market, and recommendations regarding changes to salary 
ranges and benefits. Boucher Law welcomes comments and questions in response to this draft report. 
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Table B1 

SOLANO COUNTY WATER AGENCY 

TOTAL COMPENSATION STUDY 

RETIREMENT PRACTICES 

 

AGENCY 
Retirement 

Type 

Employer 
Retirement 

Pick Up 

Employee 
Retirement Pick 

Up 

Agency 
Retirement Rate1

 

Retirement 
Benefit 

Retirement 
Formula 

Social Security 
Participant 

Solano County Water 
Agency 

 

PERS 
 

7% 
 

0% 
 

11.031% 
 

2%@55 
Single 

Highest Year 

 

No 

 
City of Fairfield 

 
PERS 

0% - Admin & Tech 
2.5% - Prof. & Conf. 

0% - Admin & Tech 
5.25% - Prof 

2.75% - Conf. 

 
11.764% 

 
2.5%@55 

Three Year 
Average 

 
No 

 

City of Vacaville 
 

PERS 
 

0% 
0% - Admin & Tech 
1% - Prof. & Mgmt 

 

9.591% 
 

2%@552
 

Single 
Highest Year 

 

No 

Contra Costa Water 
District 

CCWD 
Retiree’s 

Assoc 

1% - Admin 
3% - Prof 

0% - 2% - Mgmt3 

 

0% 
 

9.66% 
 

2.35%@55 
Single 

Highest Year 

 

Yes 

 

Mojave Water 
 

PERS 
 

0% 
 

0% 
 

11.746% 
 

2%@55 
 

DNA 
 

No 

Napa County Flood and 
Water 

 

PERS 
 

0% 
 

1.762% 
 

7.998% 
 

2%@60 
Three Year 

Average 

 

No 

 
 
 

1 Rate for latest classic tier. Does not include Unfunded Accrued Actuarial Liability 
2 Retirement Benefit for employees hired after 1/1/2013 with reciprocity. Benefit for employees hired on or before 12/31/2012 – 2.7%@55 
3 Less than 7 years of service – 0%, 7 to 9 years of service – 1%, ten or more years of service – 2% 
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SOLANO COUNTY WATER AGENCY 

TOTAL COMPENSATION STUDY 

RETIREMENT PRACTICES 

 

AGENCY 
Retirement 

Type 

Employer 
Retirement 

Pick Up 

Employee 
Retirement Pick 

Up 

Agency 
Retirement Rate4

 

Retirement 
Benefit 

Retirement 
Formula 

Social Security 
Participant 

 

Santa Clara Water 
 

PERS 
 

0% 
 

3.5% 
 

10.911% 
 

2%@60 
Three Year 

Average 

 

No 

 

Solano Irrigation 
 

PERS 
 

0% 
 

0% 
 

8.794% 
 

2%@60 
Three Year 

Average 

 

No 

 
 
 

 
Sonoma County Water 

 
 

 
County 

Retirement 
(37 Act) 

 
 
 

 
0% 

3.3% for UUAL, 
plus 2/3 of 
actuarially 
determined 

difference between 
average retirement 
rate and one half 
the total normal 

cost calculated as 
a percentage 

 
 

12.11% (Employer 
Normal Cost after 

Member 
contributions) 

 
 
 

 
3%@60 

 
 
 

Single 
Highest Year 

 
 
 

 
Yes 

Yuba County Water PERS 5% 0% 11.031% 2%@55 
Single 

Highest Year 
No 

 
Zone 7 Water 

County 
Retirement 

(37 Act) 

3%- IT Spec, Exec. 
Asst., Finance 

Manager, General 
Mngr 

0% - all others 

 
0% 

 
9.34% 

 
2.43%@65 

 

Three Year 
Average 

 
No 

 
 
 
 
 

4 Rate for latest classic tier. Does not include Unfunded Accrued Actuarial Liability 
 
 
 
 
 
 



 

 

TABLE B2 

SOLANO COUNTY WATER AGENCY TOTAL 

COMPENSATION STUDY 

EMPLOYER DEFERRED COMPENSATION CONTRIBUTIONS AND RETIREE HEALTH BENEFITS 

 

AGENCY 

 

DEFERRED COMPENSATION CONTRIBUTION 

CONTRIBUTION 

TO RETIREE 

HEALTH SAVINGS 

PLAN? 

PROVIDE RETIREE HEALTH 

INSURANCE? 

(See pages 42-61 for details)  

 Admin Tech Prof Mgt  

Solano County Water n/a n/a n/a n/a n/a Employer currently pays 
$1,041.67/month for all retirees 

(amount based on CalPERS 
formula) 

 
 

City of Fairfield 

$64/mo. + 1% of 

salary (Adm); 

8.24% with EE 

contrib. of 

4.1% (Ex Asst) 

 

 
$64/mo. + 

1% of salary 

 
 

8.24% 

 
 

-- 

 
 

$50/mo.1 

 

 
Yes, but retirees pay full 

premium.   

 
City of Vacaville 

1% - Admin 

6% - Sec to City 

Mngr 

 
1% 

 
6% 

 
6% 

Employer 

contribution for 

Employees hired 

on or after 

12/1/2018 ranges 

from $600/year to 

$1,200/year 

depending on 

years of City 

service 

 

Tier 3 - Hired on or after 12/1/18 - 
minimum monthly employer 
contribution as required by 
CalPERS under the public 

Employees’ Medical and Hospital 
Care Act (PEMHCA) plus 

$100/month to $200/month 
depending on years of service 

 
Hired prior to 12/1/18 -  

 
 

Contra Costa Water 

 
 

NA 

 

 
Match up to 

3% 

 

 
Match up to 

3% 

Match 2% for 

0-3 yrs.; 3% 

for 4-5 yrs.; 

4% for 6-8 

yrs.; 5% for 9 

yrs. + 

NA Fully paid medical benefits for 
retirees who meet the vesting 

requirements (hired prior to 2011 – 
no vesting requirements, hired 

after 2011 – 5 years service reqd., 
hired after 1/1/16 – 10 years 

service required. 

Mojave Water 5% 5% 5% 5% NA Retired on or before 1/1/2006 - 
$200/month 

Retired after 1/1/2006 - $500 
month 

 
1 Sick leave hours accumulated beyond the indicated thresholds are converted to this program on an annual basis (see details). 



 

 

TABLE B2 (Continued) 

SOLANO COUNTY WATER AGENCY TOTAL 

COMPENSATION STUDY 

EMPLOYER DEFERRED COMPENSATION CONTRIBUTIONS AND RETIREE HEALTH BENEFITS  

 

AGENCY 

 
DEFERRED COMPENSATION CONTRIBUTION 

CONTRIBUTION 

TO RETIREE 

HEALTH SAVINGS 

PLAN? 

PROVIDE RETIREE HEALTH 

INSURANCE? 

(See pages 42-61 for details) 

 Admin Tech Prof Mgmt   

Napa County Flood 

and Water 

NA – Admin 

$1000/yr - Exec 

Asst 

 
NA 

 
NA 

 
$1000/yr 

 
NA 

 
20 more years of continuous 
full-time service - eligible for 

County-paid single party health 
coverage  

All employees -eligible for 1 
month County-paid single party 

health coverage for each 8 hours 
of sick leave in excess of 120 

hours, up to maximum of 1,248 
hours 

Santa Clara Valley 
Water 

$1200/yr $1200/yr $1200/yr -- NA Eligible retirees hired prior to 
March 1, 2007, with 10 or more 

years of service receive 
medical coverage for self or 

self plus dependent (depending 
on years of service) 

Eligible retirees hired after 
March 1, 2007 with 15 or more 

years of service receive 
medical coverage for self or 

self plus dependent (depending 
on years of service) 

Solano Irrigation 
NA NA NA NA NA 10 years or more of uninterrupted, 

full-time service - 50% of the 
District’s monthly contribution for 

an “Employee Only” plan. 

15 years or more of 
uninterrupted full-time service - 
100% of the District’s monthly 
contribution for an “Employee 

Only” 



 

 

 

TABLE B2 (Continued) 

SOLANO COUNTY WATER AGENCY TOTAL 

COMPENSATION STUDY 

EMPLOYER DEFERRED COMPENSATION CONTRIBUTIONS AND RETIREE HEALTH BENEFITS 

 

AGENCY 

 

DEFERRED COMPENSATION CONTRIBUTION 

CONTRIBUTION 

TO RETIREE 

HEALTH SAVINGS 

PLAN? 

PROVIDE RETIREE HEALTH 

INSURANCE? 

 Admin Tech Prof Mgt  

 

Sonoma County Water 

NA - Admin 

1.9% + 1% with 

EE match (Exec 

Secretary) 

 

NA 

 

NA 

 

3% + 1% with 
EE match 

 

See footnote1 

$500 per month if hired before 
1/1/2009 with at least ten years 

of service 

Yuba County Water NA NA NA NA NA After 10 years of service and upon 
retirement, 

ANNUITANT medical coverage is 
paid for Employee +1 (up to a 
maximum of $1,700/month) 

Zone 7 Water NA NA NA 3% - GM 

NA – all others 

NA Retirees with 10 or more years 
of Alameda County Employee 
Retirement (ACERA) service 
credit or service-connected 
disability receive a Monthly 

Medical Allowance (MMA) to 
partially offset their monthly 

medical costs. The amount of 
offset is based on years of 

ACERA service credit and a 
contribution amount 

determined annually by the 
ACERA Board of Retirement 

 
 
 

 

1 $2400 lump sum, then $.58/pay status hr. for EEs hired after 1/1/09 with 2 yrs consecutive svc (SEIU & WC); EEs hired after 1/1/2009 with two years 

consecutive service receive $2,400 lump sum, then $.88 per pay status hour. (Mgmt & Dept Heads) 



 

 

TABLE B3 
SOLANO COUNTY WATER AGENCY 

TOTAL COMPENSATION STUDY 
LEAVE PRACTICES 

AGENCY HOLIDAYS VACATION DAYS 2 MAXIMUM VACATION ACCRUAL VACATION BUY BACK 

  
Admin Tech Prof Mgt Admin Tech Prof Mgt 

 

Solano County Water 13 20 20 20 20 40 40 40 40 
80 hrs/yr if 80 hrs used in 

previous 12 months 

 
City of Fairfield 

 

13 

21 (Ad); 

20 (Ex 

Ast) 

 

21 

 

20 

 

-- 

2x 

annual 

accrual 

2x 

annual 

accrual 

2x 

annual 

accrual 

 

-- 

32 hrs/yr. (FEA); 

55 hrs/yr. (FGMA & CONFM) – if 

min. balance of 80 hours 

maintained 

City of Vacaville 14 16 16 16 16 40 40 40 40 80 hrs./yr. 

 
Contra Costa Water 

 
12 

 
19 (Ad) 

 
23 

 
23 

 
23 

2x 

annual 

accrual 

2x 

annual 

accrual 

2x 

annual 

accrual 

2x 

annual 

accrual 

 
NA 

Mojave Water 13 20 20 20 20 DNA DNA DNA DNA DNA 

 
Napa County Flood and 

Water 

 

12 

 

20.15 

 

20.15 

 

20.15 

 

20.15 

 

50 

 

50 

 

50 

 

67 

40 hrs. if 80 hrs. are used & 80 

hrs. remain; 

80 hrs. if 80 hrs. are used & 80 
hrs. remain (Mgmt) 

 
Santa Clara Valley Water 

 
12 

 
18 

 
18 

 
18 

 
18 

3x 

annual 

accrual 

3x 

annual 

accrual 

3x 

annual 

accrual 

3x 

annual 

accrual 

80 hrs. or 100% of annual 

accrual, whichever is greater 

 
Solano Irrigation 

 
12 

 
15 

 
15 

 
15 

 
15 

 
45 

 
45 

 
45 

 
60 

40 hrs. if balance is over 140 

hrs.; 80 hrs. if balance is over 

140 hrs. (Mgmt) 

Sonoma County Water 14 21.06 21.06 21.06 21.06 35 35 62.53 62.5 NA 

 
Yuba County Water 

 
13 

 
26 

 
26 

 
26 

 
26 

2x 

annual 

accrual 

2x 

annual 

accrual 

2x 

annual 

accrual 

2x 

annual 

accrual 

 
NA 

 
Zone 7 Water 

 
15 

 
15 

 
15 

 
15 

 
15 

2x 

annual 
accrual 

2x 

annual 
accrual 

2x 

annual 
accrual 

2x 

annual 
accrual 

5 days; 10 days if accruing at 

least 20 days/yr.; 
15 days (ACMEA) 

 
 
 
 
 

2 Vacation Accrual after ten years of service 
3 Vacation & Admin. Leave combined 



 

 

TABLE B4 
SOLANO COUNTY WATER AGENCY 

TOTAL COMPENSATION STUDY 
LEAVE PRACTICES 

 

AGENCY 
SICK 

LEAVE 
DAYS 

 

SICK LEAVE BUY BACK 
MANAGEMENT/ADMIN 

LEAVE 
BEREAVEMENT 

LEAVE 

 

OTHER LEAVE 

Solano County Water 12 NA 
48 hrs/yr (Supervisors and 

Managers) 
5 days 

NA 

City of Fairfield 12 25% of unused balance NA 
5 days Personal Leave: 32 hrs. (FEA) 

Personal Leave: 144.86 (Prof. & Conf.) 

 
City of Vacaville 

 
12 

50% with a balance of at 

least 30 days and only 4 days 

used 

 
60 hrs./yr. (Mgmt) 

5 days  
NA 

Contra Costa Water 12 
Up to 20 hrs. as part of 

Attendance Recog. Prog. 
56 hrs. (Exempt)2; 

110 hrs. (Mgmt & Exec Sec) 

Yes 
NA 

Mojave Water 12 DNA DNA 
DNA 

Flex Time: 40 hrs. 

Napa County Flood and 
Water 

12.35 NA 80 hrs. (Mgmt. & Conf.) 
5 days 

Personal Leave: 19 hrs. 

 
 
 
 

Santa Clara Valley Water 

 
 
 

 
12 

Cash out up to 480 hrs. at 

50% upon retirement; cash 

out 480 hrs. at 25% upon 

resignation with 10+ yrs. of 

svc. or layoff; EEs with a 

minimum 1 yr. of svc. who 

have used less than 27 hrs. 

during 12 mos. may cash out 

24 hrs. 

 
 

 
20 hrs. (Eng. Soc. exempt) 

32 hrs. (Mngmt) 

 
 
 

 
3 days 

 
 
 

 
Personal Leave: 24 hrs. 

 
Solano Irrigation 

 
12 

40 hrs./yr. if over 240 hr. 

balance 

40 hrs. (Prof.); 

80 hrs Management Leave 

60 hrs Admin Leave (Exempt) 

3 days  
NA 

Sonoma County Water 12 NA 60 hrs (Mgmt) 4 days 
SEIU Supervisory Leave: 8 days; 
Paid Parental Leave: 320 hrs. 

Yuba County Water 15 45% with 10 yrs. of svc. 40 hrs. (Mgmt) 
3 days 

NA 

Zone 7 Water 13 NA NA 
5 days (SEIU & 

ACMEA) 
NA 

 
 



 

 

TABLE B3 
SOLANO COUNTY WATER AGENCY 

TOTAL COMPENSATION STUDY 
INSURANCE CONTRIBUTIONS – FULL FAMILY COVERAGE 

AGENCY HEALTH INSURANCE DENTAL INSURANCE VISION INSURANCE 

 
Admin Tech Prof Mgt Admin Tech Prof Mgt Admin Tech Prof Mgt 

Solano County Water $1692.37 $1692.37 $1692.37 $1692.37 $147.39 $147.39 $147.39 $147.39 NA NA NA NA 

 
City of Fairfield 

$1881.71 

(Admin); 

$1681.97 (Ex 
Asst) 

 

$1881.71 

 

$1681.97 

 

-- 

 

$111.38 

 

$111.38 

 

$111.69 

 

-- 

 

$13.25 

 

$13.25 

 

$13.25 

 

-- 

City of Vacaville $1798.14 $1798.14 $1798.14 $1798.14 $139.29 $139.29 $139.29 $139.29 $17.35 $17.35 $17.35 $17.35 

Contra Costa Water $2115.49 $2115.49 $2115.49 $2115.49 $169.90 $169.90 $169.90 $169.90 $17.21 $17.21 $17.21 $17.21 

Mojave Water $1195.84 $1195.84 $1195.84 $1195.84 $122.90 $122.90 $122.90 $122.90 $23.66 $23.66 $23.66 $23.66 

Napa County Flood and 

Water 
$1840.46 $1840.46 $1840.46 $1840.46 $88.30 $88.30 $88.30 $88.30 NA NA NA NA 

Santa Clara Valley Water $1659.34 $1659.34 $1659.34 $1659.34 $210.36 $210.36 $210.36 $210.36 $23.10 $23.10 $23.10 $23.10 

 
Solano Irrigation 

$1700 

(Genl); 

$1525 
(Unrep) 

 

-- 

 

$1525 

 

$1525 

 

$117.86 

 

-- 

 

$117.86 

 

$117.86 

 

NA 

 

-- 

 

NA 

 

NA 

Sonoma County Water $2100 $2100 $2100 $2100 $68.24 $68.24 $68.24 $68.24 $16.44 $16.44 $16.44 $16.44 

Yuba County Water $2433.18 $2433.18 $2433.18 $2433.18 $169.30 $169.30 $169.30 $169.30 $26.85 $26.85 $26.85 $26.85 

 
 
 

Zone 7 Water 

Cafeteria 

Plan: 

$1100/yr 

(SEIU & 

BTC); 

Health: 

$1965/mo. 

(SEIU & BTC) 

 

Cafeteria 

Plan: 

$3300/yr. 

(ACMEA) 

 
Health: 

$1910/mo 

 

Cafeteria 

Plan: 

$1200/yr. 

(Local 21) 

 
Health: 

$1900/mo 

 
Cafeteria 

Plan: 
$3300/yr. 
(ACMEA) 

 
Health: 

$1910/mo 
 

 
 

 
 
 

 
$123.88 

 
 
 

 
$123.88 

 
 
 

 
$123.88 

 
 
 

 
$123.88 

 
 
 

 
NA 

 
 
 

 
NA 

 
 
 

 
NA 

 
 
 

 
NA 



 

 

TABLE B4 
SOLANO COUNTY WATER AGENCY 

TOTAL COMPENSATION STUDY 
TUITION REIMBURSEMENT AND CAR ALLOWANCE 

AGENCY MAXIMUM TUITION REIMBURSEMENT PER YEAR CAR ALLOWANCE 

 
Admin Tech Prof Mgt 

 

Solano County Water No Max No Max No Max No Max $500/month – GM only 

City of Fairfield $4000 $4000 $4000 -- NA 

City of Vacaville $2000 $2000 $2000 $2000 NA 

Contra Costa Water $3000 $3000 $3000 $3000 $475/mo (Unrep Mgmt) 

Mojave Water DNA DNA DNA DNA DNA 

Napa County Flood 
and Water 

$300 $300 $300 $300 NA 

Santa Clara Valley 
Water 

$2500 $2500 $2500 -- DNA 

Solano Irrigation $450 -- $750 $1000 NA 

 
Sonoma County Water 

 
$500; 

$600 – Supv. 

 
$500; 

$600 – Supv. 

$1500 – 

Engineers 

$500; $650 – 

Supv (SEIU) 

$1700; 

$1850 (Dept 

Head) 

 

$465/month – Dept Head only 

Yuba County Water $1200 $1200 $1200 $1200 NA 

 
 

Zone 7 Water 

 

 
$700 

 

 
$700 

$700; 

$650 + $200 for 

professional 

memberships 

(Local 21) 

 

 
$700 

 

NA 



 

 

TABLE B4 
SOLANO COUNTY WATER AGENCY 

TOTAL COMPENSATION STUDY 
SPECIAL PAYS 

AGENCY ON CALL PAY CALL OUT PAY BILINGUAL PAY OTHER SPECIAL PAYS 

 
Solano County Water 

 

NA 

 

NA 

 

NA 

5% Class A driver’s license pay - 

Technicians 

All employees are reimbursed for 

Medicare ~1.45% of wages. 

 
City of Fairfield 

 
On Call Friday evening to Monday 

morning: 12 hrs straight time. 
(Admin & Tech) 

 
1 ½ time (Admin & Tech) 

$75/mo. (Prof); 

$100/mo. (Admin 

& Tech) 

 
Boots: $175/yr. (Prof. & Conf.) 

 
City of Vacaville 

 
Yes 

 
Yes 

NA Performance Bonus: 2 days Admin 

Leave (Prof); 5 days Admin Leave 

(Mgmt) 

Contra Costa Water Yes (Acct Clerk & Field 
Supervisors) 

Yes (Acct Clerk) 
NA 

Clerical Skills Cert. Training - $120/yr. 

 
Mojave Water 

 
DNA 

 
DNA 

 
DNA 

Pay for Performance program – allows 

for pay above top of the range for 

superior performance. 

Napa County Flood 
and Water 

3 hrs. @ straight time (Admin & 
Prof) 

NA 
$60-80/ 

biweekly 
(Admin & Prof) 

NA 

 

Santa Clara Valley 
Water 

 
1 hr. for first 5-8 hrs.; ½ hr. pay for each 

add’l 5-8 hrs. within same 24-hr period; 

8 hrs. pay for entire weekend 

 
Minimum of 2 hrs (Eng. 

Soc.); minimum of 2 hrs @ 1 

½ time (EA) 

$75/mo. Shift differential: 

7.5% swing; 10% graveyard; 15% 12-hr 

nights (EA) 

On the Spot Awards. Recognition 

Awards Program 

Solano Irrigation NA 2 hrs. @ 1 ½ time (Genl) NA NA 

 
 
 

Sonoma County Water 

 
 

 
$4.75/hr. (SEIU) 

 
 

Minimum of 2 hrs. @ 1 ½ 

time (SEIU & WCE) 

$1.15/hr. Shift differential: 

5% evenings; 10% night (SEIU) 

Boots: $170 every 2 yrs (WCE) 

Hourly Cash Allowance: All employees 

receive $3.45/hr. per pay status hr. 

excluding overtime, up to a maximum 

of eighty (80) hours in a pay period 

Yuba County Water NA NA 
NA 

All employees receive 6.2% of pay 
in lieu of Social Security 

Zone 7 Water 
1/8 of regular pay (SEIU); 

1 hr. for each 8 hrs. (Trades) 

2 hrs. @ 1 ½ time (SEIU & 

Trades) 

$40/pp (SEIU & 

ACMEA) 

Shift differential: 5% for night or split 

shift (SEIU & Bldg Trades) 



 

 

Details Regarding Retiree Health Benefits 

Sonoma County Water Agency – SEIU, WCE 

19.1 Retiree Medical Coverage 

An eligible retiree and eligible dependent(s) (as defined below) may be enrolled in a County offered 

medical plan as described in Section 19.2 but is allowed only to enroll either as a subscriber in a County 

offered medical plan or, as the dependent spouse / domestic partner of another eligible County 

employee / retiree, but not both. If an employee/retiree is also eligible to cover their dependent child / 

children, each child will be allowed to enroll as a dependent on only one employee or retiree’s plan (i.e., 

a retiree and his or her dependents cannot be covered by more than one County offered health plan). 

An eligible dependent is (as defined in each plan document / summary plan description): 

Either the retiree’s spouse or domestic partner; or 

A child based on your plan’s age limits or a disabled dependent child regardless of age. 

19.2 County Contribution Toward Retiree Medical Plans – Employees Hired Before January 1, 2009 

Eligibility:  In order to be eligible for this benefit, the retiree must have: 

• Completed at least ten (10) years of consecutive regular full-time paid County of Sonoma service 

employment. The equivalent worked or purchased regular part-time County service time can be 

counted toward the ten (10) years. However, any miscellaneous purchased service time such as 

extra-help, contract, and leave of absence service time does not count toward this eligibility 

requirement, and 

• Have been a contributing member of the Sonoma County Employees’ Retirement Association 

(SCERA) for the same time period, and 

• Retire directly from Sonoma County service. 

Current retirees receiving a County contribution for retiree medical based on eligibility at the time of 

their retirement who do not meet the ten (10) year requirement as listed above are grandfathered in at 

the eligibility at the time of their retirement. 

Laid-Off & Restored Employees: Employees who were employed by the County prior to January 1, 2009, 

but who were laid off thereafter shall be eligible for the benefits described in this Article 19.2 (County 

Contribution toward Retiree Medical Plans – Employees Hired Before 1/1/2009) provided that they are 

subsequently restored to County employment, pursuant to Civil Service Rule 11.4, rejoin the County 

retirement system, and are otherwise eligible for retiree medical benefits under this Section. The break 

in service caused by the layoff shall be bridged upon restoration such that, although no service time is 

earned during the break, consecutive service is restored for eligibility for this benefit. To the extent 

allowed by law they shall not be eligible for the benefits described in Section 19.3 (County Contribution 

toward Retiree Medical Plans – Employees Hired On or After 1/1/2009, Effective 1/1/2009). 

County Contribution 

The County shall contribute toward the cost of County offered medical plans for any eligible retiree, 



 

 

whether or not the retiree covers eligible dependent(s), $500.00 per month. The retiree is responsible 

for all costs (including premiums) that exceed the total County contribution. 

Additional Dependents 

Retirees eligible under this Section, may enroll eligible dependent(s) in the County offered medical plan 

elected by the retiree but the retiree is responsible for all premium costs in excess of the County’s 

contribution. 

19.3 County Contribution Toward Retiree Medical Plans – Employees Hired On or After January 1, 

2009 – Effective January 1, 2009 

For employees hired on or after January 1, 2009, the County shall contribute to a Defined Contribution 

retiree medical benefit plan for each eligible employee in the form of a deposit into Health 

Reimbursement Arrangement (HRA) account, as described below. Any eligible retiree and eligible 

dependent(s), as defined below, may enroll in a County offered medical plan, but the retiree is 

responsible for all costs (including County offered retiree medical plan and Medicare Part B premiums). 

Eligibility 

An employee must have been a contributing member (or a contribution was made on their behalf) of 

the Sonoma County Employees’ Retirement Association (SCERA) for the eligibility period described 

below. 

Regular full-time employees and part-time employees in an allocated position of 0.5 full-time equivalent 

or greater, hired on or after January 1, 2009 are eligible to receive a County HRA contribution, if they 

have completed two (2) full years of consecutive Sonoma County regular service (excluding overtime) in 

pay status. 

If an employee separates employment before meeting the eligibility requirement, the employee shall 

receive no benefit. 

Laid-Off & Restored Employees: Employees who were employed by the County on or after January 1, 

2009, but who were laid off thereafter shall be eligible for the benefits described in this Article 19.3 

(County Contribution toward Retiree Medical Plans – Employees Hired On or After 1/1/2009, Effective 

1/1/2009) provided that they are subsequently restored to County employment, pursuant to Civil 

Service Rule 11.4, rejoin the County retirement system, and are otherwise eligible for retiree medical 

benefits under this section. The break in service caused by the layoff shall be bridged upon restoration 

such that, although no service time is earned during the break, consecutive service is restored for 

eligibility for this benefit. 

County Contribution 

Initial County Contribution 

On the first pay date following completion of the eligibility requirements, regular full-time employees 

shall receive a lump sum contribution of $2,400 deposited into an HRA account established in their 

name. Thereafter, contributions will be made each pay period based on the actual hours worked during 

that pay period. 



 

 

The lump sum contribution amount for regular part-time employees shall be pro-rated based on their 

allocated position only (e.g., a regular employee in a 0.5 full-time equivalent allocated position will 

receive a lump sum contribution of $1,200 deposited into their HRA account). 

Regular County Contribution 

 

After the initial contribution (defined above) is made, the County shall contribute $0.58 per pay status 

hour (no more than eighty (80) hours biweekly), not including overtime, for each eligible employee. For 

a full time employee, this equates to approximately $100 per month or $1,200 per year, after the initial 

eligibility period is met. 

Access to Account Balance 

Participants may access the balance in their HRA account upon termination of employment and 

attainment of age 50, or upon retirement from the Sonoma County Retirement System, whichever is 

earlier. 

Participants may defer accessing the account balance to any time beyond the earliest date described in 

(a). 

Amounts that remain in the account balance are available to reimburse the participant for the same 

permitted medical expenses for the spouse and any other dependent covered under the retiree medical 

plan, however, federal regulations do not permit the inclusion of expenses for domestic partners. 

Survivors of Eligible Retirees With Account Balances 

Spouses and eligible dependent children or dependent adults that are disabled may continue to access 

account balances after the death of the retiree. 

Domestic partners are not permitted access to the account balances of the participant by virtue of 

restrictions in the federal regulations that govern these types of accounts. 

Forfeiture of Account Balance 

If an active employee dies prior to retirement, the amount of account balance is available to 

participating spouses and dependents to reimburse them for medical expenses permitted under the 

relevant section of the Internal Revenue code. 

Account balances in part or in total for active participants or retirees without any eligible spouse or 

dependent or unused account balances after the death of the last eligible spouse or dependent will be 

forfeited and returned to all other active and retired participants in the form of a dividend allocated in 

direct proportion to the amount to be distributed divided by the total account balance for all 

participants applied to each individual account balance. These distributions will occur within one 

hundred twenty (120) days after the annual certified audit of the plan is submitted to the administrator 

and the County.  

 

This benefit will be subject to regulation under Section 105(b) of the Internal Revenue Code and subject 

to revenue rulings for these types of plans as promulgated. 

 



 

 

 

 

19.4 Surviving Dependent – County Contribution for Employees Hired Before January 1, 2009 

Upon the death of a retiree enrolled in a County offered retiree medical plan, the County will continue 

to pay the County’s contribution toward the medical plan premium costs as follows: 

One eligible surviving dependent will be allowed to continue their coverage if the surviving dependent 

meets each of the following criteria: 

Has been an eligible dependent of a retiree who was eligible to receive a contribution toward a County 

offered retiree medical plan under Section 19.2 prior to the death of the retiree, and 

Either be enrolled or have waived coverage at the time of the retiree's death. 

Any additional surviving eligible dependent(s) enrolled under the retiree's medical plan at the time of 

the retiree's death, may continue participation in the County offered medical plan but remain 

responsible for all premium costs in excess of the County contribution. 

19.5 Surviving Dependents 

County Contribution for Employees Hired On or After 1/1/2009 Upon the death of a retiree enrolled in 

the Defined Contribution retiree medical benefit plan (as defined in Section 19.5), eligible surviving 

dependents may continue participation in the County offered medical plan but remain responsible for 

all costs (including premiums). 

To be eligible, a surviving dependent must either be enrolled or have a waiver on file with the County, at 

the time of the retiree's death. 

This benefit will be subject to regulation under Section 105(b) of the Internal Revenue Code and subject 

to revenue rulings for these types of plans as promulgated. 

19.6 Additional HRA - Eligibility 

An employee must be a contributing member (or a contribution is made on their behalf) of the Sonoma 

County Employees’ Retirement Association (SCERA). 

Regular full-time employees and part-time employees in an allocated position of 0.5 full-time equivalent 

or greater are eligible to receive a County HRA contribution. 

19.6.1 Additional HRA - Biweekly Contribution 

Effective February 23, 2010, through August 5, 2013, (end of pay period closest to Board adoption) for 

each eligible employee in paid status, the County contributed ten dollars ($10) each pay period into each 

employee’s individual HRA account. 

 

 



 

 

 

 

Sonoma County Water Agency – Salary Resolution 

15.2 County Contribution toward Retiree Medical Plans - Employees Hired Before January 1, 2009 and 

Retired On or After July 1, 2016 (Amended 7/12/11, 12/11/18) 

Eligibility. To be eligible for this benefit, the retiree must have: 

Completed at least 10 years of consecutive regular full-time paid County of Sonoma service 

employment. The equivalent worked or purchased regular part-time County service time can be counted 

toward the 10 years. However, any miscellaneous purchased service time such as Extra Help, contract, 

and leave of absence service time does not count toward this eligibility requirement, and 

Have been a contributing member of the Sonoma County Employees’ Retirement Association (SCERA) 

for the same time period, and 

Retire directly from County service. 

Laid-Off & Restored Employees (Amended 7/12/11): Employees who were employed by the County 

prior to January 1, 2009, but who were laid off thereafter shall be eligible for the benefits described in 

this Article 15.4 provided that they are subsequently restored to County employment, pursuant to Civil 

Service Rule 11.4, rejoin the County retirement system, and are otherwise eligible for retiree medical 

benefits under this Section. The break in service caused by the layoff shall be bridged upon restoration 

such that, although no service time is earned during the break, consecutive service is restored for 

eligibility for this benefit. To the extent allowed by law they shall not be eligible for the benefits 

described in Section 15.6 (County Contribution toward Retiree Medical Plans - Employees Hired On or 

After January 1, 2009 - Effective January 1, 2009). 

County Contribution. The County shall contribute toward the cost of County offered medical plans for 

any eligible retiree whether or not the retiree covers eligible dependent(s), up to $500 a month. The 

County’s contribution amount is subject to change at any time by amendment to this resolution by the 

County Board of Supervisors. 

Additional Dependents.  Retirees eligible under this section may enroll eligible dependent(s) in the 

County offered medical plan elected by the retiree but the retiree is responsible for all premium costs in 

excess of the County’s contribution.  

15.3 Medicare Part B Reimbursement 

The County’s reimbursement of the retiree’s Medicare Part B premium will continue for those hired 

before January 1, 2009. Effective January 1, 2009, the amount will be frozen at the 2008 rate of $96.40. 

This reimbursement is in addition to the County’s contribution for the retiree’s medical plan premium as 

described above. 

15.4 County Contribution toward Retiree Medical Plans - Employees Hired On or After January 1, 2009 

- Effective January 1, 2009 (Amended 7/12/11) 



 

 

For employees hired on or after January 1, 2009, the County shall contribute to a Defined Contribution 

retiree medical benefit plan for each eligible employee in the form of a deposit into Health 

Reimbursement Arrangement (HRA) account, as described below. Any eligible retiree and eligible 

dependent(s), as defined below, may enroll in a County offered medical plan, but the retiree is 

responsible for all costs (including County offered retiree medical plan and Medicare Part B premiums). 

Eligibility 

An employee must have been a contributing member (or a contribution was made on their behalf) of 

the Sonoma County Employees’ Retirement Association (SCERA) for the eligibility period described 

below. 

Regular full-time employees and part-time employees in an allocated position of.5 full-time equivalent 

or greater, hired on or after January 1, 2009 are eligible to receive a County HRA contribution, if they 

have completed two (2) full years of consecutive Sonoma County regular service (excluding overtime) in 

pay status. 

If an employee separates employment before meeting the eligibility requirement, the employee shall 

receive no benefit. 

Laid-Off & Restored Employees. Employees who were employed by the County on or after January 1, 

2009, but who were laid off thereafter shall be eligible for the benefits described in this Article 15.6 

provided that they are subsequently restored to County employment, pursuant to Civil Service Rule 

11.4, rejoin the County retirement system, and are otherwise eligible for retiree medical benefits under 

this Section. The break in service caused by the layoff shall be bridged upon restoration such that, 

although no service time is earned during the break, consecutive service is restored for eligibility for this 

benefit.   

County Contribution (Amended 6/12/19)  

Initial County Contribution: 

On the first pay date following completion of the eligibility requirements, regular full-time employees 

shall receive a lump sum contribution of $2,400 deposited into an HRA account established in their 

name. 

The lump sum contribution amount for regular part-time employees shall be pro-rated based on their 

allocated position only (e.g., a regular employee in a 0.5 full-time equivalent allocated position will 

receive a lump sum contribution of $1,200 deposited into their HRA account). 

Regular County Contribution 

Effective July 2, 2019, after the initial contribution (defined above) is made, the County shall contribute 

$0.88 per pay status hour, not including overtime, for each eligible employee. For a full time employee, 

this equates to approximately $152 per month or $1,830 per year, after the initial eligibility period is 

met. 

Access to Account Balance 

Participants may access the balance in their HRA account at age 50 or upon retirement from the Sonoma 

County Retirement System, whichever is earlier. 



 

 

Participants may defer accessing the account balance to any time beyond the earliest date described in 

(a). 

Amounts that remain in the account balance are available to reimburse the participant for the same 

permitted medical expenses for the spouse and any other dependent covered under the retiree medical 

plan, however, federal regulations do not permit the inclusion of expenses for domestic partners. 

Survivors of eligible retirees with account balances 

Spouses and eligible dependent children or dependent adults that are disabled may continue to access 

account balances after the death of the retiree. 

Domestic partners are not permitted access to the account balances of the participant by virtue of 

restriction in the federal regulations that govern these types of accounts 

Forfeiture of account balance 

If an active employee dies prior to retirement, the amount of account balance is available to 

participating spouses and dependents to reimburse them for medical expenses permitted under the 

relevant Section of the Internal Revenue Code. 

Account balances in part or in total for active participants or retirees without any eligible spouse or 

dependent or unused account balances after the death of the last eligible spouse or dependent will be 

forfeited and returned to all other active and retired participants in the form of a dividend allocated in 

direct proportion to the amount to be distributed divided by the total account balance for all 

participants applied to each individual account balance. These distributions will occur within 120 days 

after the annual certified audit of the plan is submitted to the administrator and the County. 

This benefit will be subject to regulation under Section 105(b) of the Internal Revenue Code and subject 

to revenue rulings for these types of plans as promulgated. 

15.5 Surviving Dependent – County Contribution Beginning June 1, 2009 for Employees Hired Before 

January 1, 2009 

Upon the death of a retiree enrolled in a County offered retiree medical plan, the County will continue 

to pay the County’s contribution toward the medical plan premium costs in the same manner as if the 

retiree had survived. 

An eligible surviving dependent will be allowed to continue their coverage under the same 

circumstances and with the same County contribution as if the retiree had survived. To be eligible, a 

surviving dependent must meet each of the following criteria: 

Have been an eligible dependent of a retiree who was eligible to receive a contribution toward a County 

offered retiree medical plan under Sections 16.4. prior to the death of the retiree, and 

Either be enrolled or have waived coverage at the time of the retiree's death. 

Any additional surviving eligible dependent(s) enrolled under the retiree's medical plan at the time of 

the retiree's death, may continue participation in the County offered medical plan but remain 

responsible for all premium costs in excess of the County contribution. 



 

 

15.6 Health Reimbursement Account - Surviving Dependent – County Contribution for Employees 

Hired On or After January 1, 2009 

Upon the death of a retiree enrolled in the Defined Contribution retiree medical benefit plan (as defined 

in Section 15.6), an eligible surviving dependent may continue participation in the County offered 

medical plan but remains responsible for all costs (including premiums). 

To be eligible, a surviving dependent must either be enrolled or have a waiver on file with the County, at 

the time of the retiree's death. 

This benefit will be subject to regulation under Section 105(b) of the Internal Revenue Code and subject 

to revenue rulings for these types of plans as promulgated. 

15.7 Dental and Vision Benefits for Elected Department Head Retirees 

Effective for those retiring on/after December 10, 2002, an elected Department Head who has served a 

minimum of (8) years of Sonoma County service shall be eligible for dental and vision benefits for the 

retiree and any eligible dependents under the same circumstances and upon the same conditions that 

apply to his/her eligibility to receive medical benefits in effect just prior to retirement, and after a 

service retirement from their respective office, except that having met the eligibility requirement as 

stated and if the member’s term of office involuntarily ceases prior to the earliest date of eligibility for 

retirement the elected Department Head may defer election to receive such benefits until the first day 

of eligibility to receive a benefit from the Sonoma County 

 

City of Vacaville – VCEA, VMO, L39, AMG, DH 

6.8 OPEB Trust 

The City established a Trust with CalPERS for purposes of funding City-wide retiree healthcare costs. 

Employees will make direct contributions to the trust in the following annual amounts: 

• Tier 1 employees = $600.00/year (contribution rate of $23.08 per pay period) 

• Tier 2 employees = $600.00/year (contribution rate of $23.08 per pay period) 

• Tier 3 employees = $0.00 

Employee contributions to the Trust shall be discontinued upon full funding of the City’s actuarial 

liability for retiree medical costs. 

6.9 Post Retirement Health Benefits 

Tier 3: Employees hired on or after December 1, 2018 will receive the minimum monthly employer 

contribution as required by CalPERS under the public Employees’ Medical and Hospital Care Act 

(PEMHCA) upon CalPERS retirement from the city of Vacaville. In addition, the following amounts will be 

paid directly to retired employees when they are enrolled in a CalPERS offered plan; 

• Completion of year 10 through year 14 = $100/month 

• Completion of year 15 through year 19 = $150/month 

• Completion of 20 years of service or more = $200/month 



 

 

In no event shall the PEMHCA minimum plus the additional City paid amount exceed 100% of the single 

rate premium of the CalPERS plan chosen by the retired employee. 

In addition the city shall establish a “Bridge Gap” plan via an RHS account through a qualified vendor 

chosen by the City for Tier 3 employees while active with the following contributions: 

• Upon completion of initial probationary period through 5th year of City service: 

o Employee contribution = $600/year ($23.08/pay period) 

o Employer contribution = $600/year ($23.08/pay period) 

• Upon completion of 5 years of City service: 

o Employee contribution = $720/year ($27.69/pay period) 

o Employer contribution = $840/year ($32.31/pay period) 

• Upon completion of 7 years of City service: 

o Employee contribution = $840/year ($32.31/pay period) 

o Employer contribution = $960/year ($36.92/pay period) 

• Upon completion of 10+ years of City service: 

o Employee contribution = $960/year ($36.92/pay period) 

o Employer contribution = $1,200/year ($46.15/pay period) 

• Employees shall “vest” in the plan upon completion of five (5) years of City service. An employee 

that separates from City service prior to completion of five (5) years shall be entitled to only the 

employee contribution amount in their individual account. 

• Initial probationary period is defined as that probationary period when an employee is first 

hired and does not apply to probationary periods upon promotion. 

Tier 1 and Tier 2: Employees hired prior to December 1, 2018 are covered under Resolution No. 2018-

093 or Resolution No. 2018-094. 

 

CONTRA COSTA WATER DISTRICT  

Post-Retirement Medical Benefits 

 

The District will provide lifetime retiree medical benefits to eligible employees and their spouses 

or State of California Registered Domestic Partners (RDP) as follows:  

 

District-Service Vesting Requirements  

 

There is no minimum vesting requirement for employees hired prior to September 1, 2011 to be 

eligible for retiree medical plan benefits: Employees must meet all retirement eligibility 

requirements including retiring within 120 days of separation from active District employment.  

 

Five-Year CCWD Service Vesting Period for Employees Hired on or after September 1, 2011 

through December 31, 2015:  

 

Employees hired on or after September 1, 2011 through December 31, 2015 shall be subject to a 

five (5) year District-service vesting period to be eligible for retirement medical upon retirement 



 

 

within 120 days of separation from active District employment. Reciprocal agency service does 

not count toward this 5-year vesting requirement.  

 

Ten-Year CCWD Service Vesting Period for Employees Hired on or after January 1, 2016:  

 

Effective January 1, 2016, employees hired on or after this date shall be subject to a ten (10) 

Year District-service vesting period to be eligible for retirement medical upon retirement within 

120 days of separation from active District employment. Reciprocal agency service does not 

count toward this 10-year vesting requirement.  

 

Employees who do not meet the above District-service vesting requirements, but who are 

eligible for District retirement annuity benefits based on established reciprocity, are eligible to 

receive partially-paid retirement medical benefits based on the corresponding PEMHCA 

percentage amount provided at the time. The percentage of the PEMHCA minimum is provided 

as long as the retiree or their surviving spouse/RDP is enrolled in and pays their portion of their 

CalPERS medical plan premium. Should the District no longer contract with CalPERS for medical 

benefits, PEMHCA requirements do not apply and the percentage of the PEMHCA minimum 

would no longer be provided to the retiree and/or their surviving spouse/RDP.  

 

Fully or partially paid medical benefits based on the employee/retiree District-service vesting 

tiers above, extends to the payment of medical benefits for and by eligible surviving 

spouses/RDPs.  

 

Surviving Spouse/RDP Benefit  

 

Lifetime spousal/RDP medical insurance coverage is available for eligible employees who meet 

retirement and District-service vesting requirements. After the retiree’s death, if the 

employee/retiree selected the unmodified option and predeceases their spouse/RDP, the 

surviving spouse/RDP is eligible to receive medical benefits until he/she reaches the age of 65. 

After the retiree’s death, if the retiree selected a joint and survivor option at the time of 

retirement, naming their spouse/RDP as joint annuitant, medical coverage will continue for the 

lifetime of the spouse/RDP. Such benefits shall be integrated with Medicare for the rest of the 

spouse’s and/or RDP’s lifetime. Failing to select a joint and survivor option at the time of 

retirement will result in only the eligible retiree being provided with District-paid medical 

benefits.  

 

Core Plan Selection  

 

Subject to the eligibility requirements of CalPERS and the District, for all employees who retire 

within 120 days of separation from active District employment, the District will provide a 

medical plan benefit of either the: 1) core plan the retiree was on at the time of their retirement 

provided they remain in the same core plan and enroll in Medicare (when eligible) and 

applicable supplemental medical insurance as required; or 2) initial core plan a retiree selects 

post-retirement if they had no District-sponsored medical insurance at the time of retirement 



 

 

and if they had not selected any non-core plan post-retirement. These benefits are fully or 

partially paid based on District-service vesting requirements. If an eligible retiree chooses to 

enroll in a different core plan than the core plan selected at time of retirement or a different 

core plan than the initial core plan selected postretirement, the District will pay up to the cost of 

the family Kaiser plan premium.  

 

 

 

 

 

 

 

Non-Core Plan Selection  

 

Subject to the eligibility requirements of CalPERS and the District, for all employees who retire 

within 120 days of separation from active District employment, and who retire with a non-core 

plan or select a non-core plan post-retirement, the District will pay the cost of the non-core plan 

up to the highest of the three core plans for the retiree’s applicable selection (employee only, 

employees +1, employee +2), capped at the Kaiser family (employee +2) plan rate.  

Medicare Integration  

Once the retiree and/or spouse/RDP reaches the age of 65, they are required to enroll in 

Medicare at their own expense and any supplement insurance plan offered by CalPERS. Medical 

plan insurance benefits shall be integrated with Medicare for the rest of the retiree and their 

spouse/RDP lifetimes and the District will continue to fund medical insurance: 1) up to the 

highest of the two core plans for the retiree’s applicable selection for the retiree, the retiree’s 

same spouse or same RDP and eligible dependents at the time of retirement, if still married, in 

the same RDP, and having the same eligible dependents for those employees who meet the 

applicable District-service vesting requirements for fully-paid benefits; or 2) the corresponding 

PEHMCA percentage amount provided at the time for those who do not meet the applicable 

District-service vesting requirements for fully-paid benefits. There are currently only two 

Medicare core plans. 

Employee Contributions to Other Post-Employment Benefits (OPEB)  

Unrepresented Employees will continue making contributions to the OPEB Trust via payroll 

deductions with a current employee contribution rate of 4% of basic compensation. These 

contributions will be made on a pre-tax basis. The first pay period beginning in January 2021 

employees will pay 50% of normal cost of the OPEB benefit based on the most recent fiscal year 

actuarial valuation, but in no event shall the amount of the contribution be increased or 

decreased by more than 0.2% (two tenths of one percent) of base salary in any year. Any change 

in contribution rate, based on the most recent fiscal year actuarial valuation, will be effective 

the first pay period beginning in January of each calendar year thereafter. Further, the parties 

agree that the District retains the sole responsibility of funding the remainder of the Annual 

Required Contribution (ARC) for the OPEB program, which includes the portion of the Normal 

Cost not addressed by Employee OPEB Contributions. Should the District, for any reason, not 



 

 

fully fund the remaining portion of the ARC, it will not cause the employee contribution to be 

increased to more than what is described above. For transparency purposes, an annual audited 

accounting of all contributions (employee and employer) shall be completed, and funding 

progress will be reported and made generally available.  

 

 

 

SOLANO IRRIGATION DISTRICT – GENERAL, PROFESSIONALS, 

UNREPRESENTED 

RETIREE HEALTH INSURANCE 

Employees are eligible for retiree health insurance benefits as follows:  

• 10 years or more of uninterrupted, full-time service = 50% of the District’s monthly contribution for an 

“Employee Only” plan to be used towards a health plan, or  

• 15 years or more of uninterrupted, full-time service = 100% of the District’s monthly contribution for 

an “Employee Only” plan to be used towards a health plan. 

 

YUBA COUNTY WATER AGENCY – IBEW1245, UNREPRESENTED 

After completing 10 years of service with the Agency, and upon retirement, ANNUITANT medical 

coverage is paid for Employee +1 (up to a maximum of $1,700/month). 

After ten years of continuous employment with YCWA and upon retirement in accordance with the 

provisions of CalPERS, an employee is eligible for retiree healthcare coverage through YCWA. At this 

time, YCWA pays the full cost for regular full-time employees and the pro-rated cost for part-time 

benefitted employees of health insurance for the eligible employee and his/her dependents under the 

YCWA-sponsored low cost plan. 

 

NAPA COUNTY FLOOD CONTROL AND WATER CONSERVATION DISTRICT 

– PSE 

46.9 Retirement Health Benefits  

(a) Sick Leave Conversion (i) County shall pay one (1) month single-party health (at the most commonly 

enrolled active employee plan rate) or dental coverage upon retirement for each eight (8) hours of 

accumulated sick leave in excess of one hundred twenty (120) hours, up to a maximum of one thousand 

two hundred forty-eight (1,248) hours. Employees exceeding the one hundred twenty (120) hour 



 

 

threshold may apply all sick leave hours up to the maximum towards this benefit. (ii) An employee shall 

make a one (1) time only choice of receiving either health or dental coverage to commence upon 

retirement under this provision; sick leave conversion may not be banked to obtain such coverage at a 

time later than upon retirement from County. (iii) For qualifying retirees electing to participate in a 

CalPERS PEMHCA health plan, County shall contribute an amount equal to the most commonly enrolled 

active employee premium for Subscriber only which shall be deemed to include County contribution for 

such retirees as mandated under PEMHCA. Retirees may switch plans during the CalPERS open 

enrollment period. As used herein, retirement means that an employee has both been separated from 

active permanent service with County and filed documents with the California Public Employees’ 

Retirement System (“PERS”) to begin receiving monthly benefits within the time period specified under 

PERS law (e.g., currently one hundred and twenty (120) days).  

(b) Long-Term Service Conversion In lieu of any other health coverage provisions set forth in this Article 

46.9, a retiring employee may elect the following: An employee who retires with twenty (20) years or 

more of continuous, full-time County service (County service is also considered continuous if an 

employee is reinstated pursuant to Article 51.1) shall be eligible for County-paid single party health 

coverage (at the most commonly enrolled active employee plan rate) until Medicare Supplemental 

Qualifying Age. For qualifying retirees electing to participate in a 37 CalPERS PEMHCA health plan, 

County shall contribute an amount equal to the most commonly enrolled active employee premium for 

Subscriber only which shall be deemed to include County’s contribution for such retirees as mandated 

under PEMHCA. Retirees may switch plans during the CalPERS open enrollment period. 

 (c) Coverage Paid by Retiree An employee who retires from County service shall be eligible for health 

coverage in the CalPERS PEMHCA health plan in which they were enrolled upon retirement at their own 

expense, less the amount County is legally mandated to contribute under PEMHCA. Such coverage shall 

be available to currently retired employees and future retirees upon the exhaustion of health coverage 

benefits provided under Article 46.9(a) and 46.9(b) therein, and to employees who retire but who do 

not have sufficient sick leave to qualify for health coverage benefits under Article 46.9(a). To qualify 

under this provision a retired employee must have both separated from active permanent service with 

County and filed documents with the California Public Employees’ Retirement System (“PERS”) to begin 

receiving monthly benefits within the time period specified under PERS law (e.g., currently one hundred 

and twenty (120) days). 

MOJAVE WATER AGENCY  

13.08. Retirement, Disability and Death Benefits: Each regular full-time and regular part-time employee 

who has worked more than 1,000 hours in a fiscal year is covered under the State of California’s “Public 

Employee’s Retirement System.” 

The employee will pay the entire employee cost share. 

The Agency also pays for retiree health benefits coverage if the employee retires with the Agency. 

Benefits are provided as follows: 

Retirement date on or before June 1, 2006………………………………………………..$200 
Retirement date after June 1, 2006…………………………………………………………….$500 
 



 

 

CITY OF FAIRFIELD – Clerical & Technical (FEA) 

E. Retiree Medical 

The decision by the employee to participate or not in the Retiree Medical Benefit Plan is irrevocable. 

1. The City has established the ICMA Vantage Care Retiree Medical Expense Program. The Retiree 
Medical Expense Program has the following attributes: tax-free treatment of health benefits, 
tax-deferred treatment of earnings and payments, ability to charge any health premiums and 
unreimbursed health costs (not just City health plans), assets remaining after employee’s death 
go to spouse/dependents. 
 
Effective the first full pay period in January 2009, the City shall contribute $50.00 per month per 
employee toward this program. 

 
FEA may change the threshold number of hours of sick leave a) upon implementation of the 
program, and b) in future years by notifying the Human Resources Department by December 1. 
 

2. Notwithstanding any other provision of the MOU, an employee shall receive an “early 
distribution” on the compensation of unused accumulated sick leave to which the employee is 
entitled upon separation pursuant to Section 7.E., by multiplying the hours over the amounts 
shown in the schedule below by the pay rate then in effect. Such amount shall be contributed by 
the City to the Retiree Medical Expense Program (see above) established pursuant to Section 
16.A. as of the first regular paycheck in December: 
   Years of Service Credit                             Sick Leave Hours Balance 
     Up to 11 years                                                      960 hours 
     Over 11 years & under 15 years                        800 hours 
     15 years and over                                                 640 hours 
 
“Years of service credit” mean years of continuous full-time employment with the City of 
Fairfield. In future years, the FEA may change the sick leave hour balance amounts by notifying 
the Human Resources Department by December 1, provided that the Sick Leave Hours balance 
for 15 years and over be no less than 640 hours, the Sick Leave Hours Balance for over 11 years 
and under 15 years be no less than 800 hours, and the Sick Leave Hours Balance for up to 11 
years be no less than 960 hours. 
 
At the time the employee’s sick leave separation payoff is computed pursuant to Section 7.E., 
the early distribution hours previously advanced shall be added to the sick leave hours 
remaining at separation, and the sum shall be multiplied by the sick leave percentage credit 
computed pursuant to Section 7.E. to determine the eligible sick leave hours to be paid to the 
employee. The “early distribution” hours previously advanced shall be subtracted from the 
eligible sick leave hours and (a) if the difference is positive, then the hours advanced are less 
than the amount to which the employee is entitled, and the dollar value of these hours based on 
the pay rate at separation shall be transferred to the Retiree Medical Expense Program from the 
employee’s sick leave balance at separation, or (b) if the difference is negative, then the hours 
advanced are more than the amount to which the employee is entitled, and it is agreed that to 
compensate for this overpayment that the dollar value of these hours based on the pay rate at 
separation shall first be subtracted from any level payoff to which the employee would be 



 

 

otherwise entitled (only vacation hours earned on or after implementation of this early 
distribution provision will be subject to such offsets. (The vacation policy for participants will be 
altered to permit the vacation offset.) 

3. During the term of the Memorandum of Understanding, the City shall continue the contribution 
of $40.00 per month toward health insurance costs of retired City employees from FEA 
classifications who retired prior to July 1, 1990 with 20 years of City service. 

4. For employees who elect to participate in the Retiree Medical Benefit Plan, all of the 
accumulated sick leave credit (see Section 7.E.) will remain with the City to pay health and 
dental premiums for the retiree and dependents. 

a. In the event the retired employee dies the spouse shall have 60 days to elect to 
continue coverage. The decision of the spouse to terminate coverage is irrevocable. 

b. In the event of a death of a retired employee’s surviving spouse, any dependent who is 
participating in the city plan at the time of death of the retired employee’s surviving 
spouse, may continue on the City health insurance plan at his/her own cost under 
COBRA regulations only, subject to plan restrictions and conditions. 

c. Upon exhaustion of the sick leave credit account, the retiree and/or surviving spouse 
may continue health and dental coverage by paying the premiums directly to the City. 

d. Retirees who do not qualify for the retiree medical benefit plan may continue health 
and dental coverage by paying the premiums directly to the City. 

e. For all retirees, once health and dental coverage is terminated, it cannot be later 
reinstated. 

 

CITY OF FAIRFIELD – Professional (FGMA) 

RETIREE MEDICAL EXPENSE PROGRAM: The City contributes $50 per month to the ICMA VantageCare 

Retiree Health Savings Plan. Sick leave hours accumulated beyond the minimum threshold of 500 hours 

will be converted to this program on an annual basis. 

Retiree Medical: Employees may continue enrollment in City retiree health plans at their option, and at 

their cost, upon retirement. Employees will be allowed a one-time irrevocable election at the time of 

retirement to elect retiree coverage. Retirees may be enrolled in either the health or dental plans, or 

both. Retirement shall mean employees who retired from the City of Fairfield with a PERS retirement at 

the time of separation and who remain continuously retired under PERS. 

Retirees are responsible for paying the full cost of the premium by the due date set by the City. If 

payment is not timely received, the retiree and any spouse or dependent, shall be terminated from the 

program without right to re-enroll at a later date. 

Retirees must enroll in a Medicare-supplement plan when they become eligible for Medicare, presently 

at age 65. Failure to enroll in a Medicare-supplement plan will result in termination from the program. 

The Medicare premium is the responsibility of the retiree. 

In the event of a death of a retired employee, the surviving spouse and dependents who are 

participation in the city plan at the time of death of the retired employee, may continue on the City 

health insurance plan at his/her own cost under COBRA regulations only, subject to plan restrictions and 

conditions. 



 

 

For all retirees, once health and dental coverage is terminated, it cannot be later reinstated. 

 

SANTA CLARA VALLEY WATER DISTRICT – EMPLOYEE ASSOCIATION, 

ENGINEER SOCIETY, PMA 

Section 2. Retiree Health Benefits  

A. This section does not apply to those District employees who retired from the District prior to July 1, 

1988.  

B. Eligibility requirements for retiree medical coverage are as follows:  

1. Eligible retirees hired prior to March 1, 2007:  

a. Eligible retirees with a minimum of ten (10) years (20,800 hours) of continuous District service 

will receive medical coverage.  

b. Eligible retirees with a minimum of fifteen (15) years (31,200 hours) of continuous District 

service will receive medical coverage for the employee plus one eligible dependent.  

2. Eligible retirees hired on or after March 1, 2007:  

a. Eligible retirees with fifteen (15) years (31,200 hours) of continuous service will receive 

medical coverage. 

 b. Eligible retirees with twenty (20) years (41,600 hours) or more years of continuous service 

will receive medical coverage for the employee plus one eligible dependent.  

 C. A retired employee has the option to continue coverage for additional eligible dependents by paying 

the premium to the District. 

 An eligible District retiree is defined as: 

 a. An employee who retired from the District on and after July 1, 1988, and is eligible for 

California Public Employees’ Retirement System (CalPERS) service retirement (age fifty (50) or 

over with a minimum of five (5) years of CalPERS service credit); and  

b. An employee with a minimum of ten (10) years (20,800 hours) of continuous District service; 

or  

c. An employee with a minimum of five (5) years (10,400 hours) of continuous District service 

who is eligible for CalPERS disability retirement. 

J. The retiree health benefits provided to eligible District retirees will be the same health benefits that 

the District provides its active regular full time employees. Except as noted below, retiree premium 

sharing will be based on the premium sharing percentage required of active employees on the same 

premium amounts that apply to the medical plans for active employees, or retiree rates, whichever is 

less. Retiree premium sharing shall not apply to employees hired by the District prior to December 30, 

2006. 



 

 

 Section 3. Medicare Enrollment 

 As of August 1, 2007, all current retirees not yet 65 years of age and Medicare eligible and all future 

retirees who are Medicare eligible, must enroll themselves in Medicare when they reach the eligibility 

date for Medicare (presently at age 65). Their Medicare eligible dependents, who are enrolled in the 

District’s health plan, must also enroll in Medicare upon their eligibility date. Failure to enroll in 

Medicare Part B will result in termination of retiree medical benefits. The District will reimburse the 

ongoing Medicare Part B cost incurred by the retiree and/or dependent. The method of reimbursement 

shall be developed by the District, but reimbursements shall be made no less frequent than quarterly. 

The District will also include this assumption in conducting its actuarial analysis to estimate the impact 

on reducing the unfunded liability. 

 

ZONE 7 WATER AGENCY 

ACERA retired members, dependents, and survivors have the opportunity to enroll in medical, dental, 

and vision plan coverage. Additionally, members may be eligible for subsidies to offset the costs of these 

plans. 

Monthly Medical Allowance (MMA)  

Retirees with 10 or more years of ACERA service credit or service-connected disability and who are 

enrolled in an ACERA-sponsored medical plan receive a Monthly Medical Allowance (MMA) to partially 

offset their monthly medical costs. The offset is based on years of ACERA service credit and a 

contribution amount determined annually by the ACERA Board of Retirement. This benefit is only 

available for payment toward an ACERA-sponsored medical plan including individual plans through Via 

Benefits. The cost of private insurance is not covered. 

There is no MMA offset provided to:  

• Retirees with less than 10 years of ACERA service (except service connected disability retirees)  

• Non-member payees (i.e., surviving or former spouses/domestic partners and/or beneficiaries)  

• Dependents ACERA retirees are responsible for 100% of the costs associated with covering these 

individuals. 

Once you become Medicare-eligible, to continue your enrollment in an ACERA sponsored Medicare plan 

(including plans through Via Benefits), you are required to pay your Medicare Part B premium to 

Medicare. Medicare may either deduct the premium from your Social Security check or bill you directly 

on a quarterly basis. To help offset this cost, ACERA currently provides eligible retired members (not 

their dependents) with the lowest standard premium reimbursement amount for their Medicare Part B 

premium. To qualify, you must have 10 or Individual Plans & Retirees Who Return to Work If you return 

to work for one of ACERA’s participating employers and you are enrolled in an individual plan either 

through Via Benefits or Kaiser Permanente (outside California), you will not be eligible to receive the 

Monthly Medical Allowance (MMA) for your medical coverage during this “return to work period.” Thus, 

you would be responsible for paying the individual coverage premiums and would not receive a subsidy 



 

 

from ACERA though a Health Reimbursement Account (HRA). Visit www.acera.org/ employers for a list 

of ACERA’s participating employers. Check Your Service Credit You can see the amount of ACERA service 

credit you earned during your career in your ACERA account at www.acera.org/wms. Health Plan Costs 

24 more years of ACERA service or a Service Connected Disability Retirement. 

Medicare and Acera. 

Medicare is a health insurance program administered by the U.S. government for people age 65 or 

older, under age 65 with certain disabilities, and any age with End-Stage Renal Disease (permanent 

kidney failure requiring dialysis or a kidney transplant).  Qualified Medicare-eligible ACERA members, 

dependents, and survivors can select a medical plan through ACERA that works in conjunction with the 

federal Medicare system. 

Individual Plans Medicare MMA 

For Plans 

• Via Benefits Medicare Plans 

• Kaiser Permanente Senior Advantage Medicare plans outside California 

MMA Will Cover 

• Monthly premiums 

• Copays 

• Deductibles 

 

Years of ACERA Service Portion of MMA MMA Amount 

0-9 years No MMA $0 

10-14 years 1/2 $221.64 

15-19 years 3/4 $332.46 

20+ years Full $443.28 

Group Plans MMA 

For Plans 

• Kaiser Permanente HMO in California 

• Kaiser Permanente Senior Advantage in California (Medicare) 

• UnitedHealthcare SignatureValue HMO 

• UnitedHealthcare SignatureValue Advantage HMO 

MMA Will Cover 



 

 

• Monthly premiums 

Years of ACERA Service Portion of MMA MMA Amount 

< 10 years No MMA $0 

10+ years 1/2 $289.33 

15+ years 3/4 $433.99 

20+ years Full $578.65 

Dental and Vision Plans 

ACERA’s dental and vision plans provide participants with access to coverage through a nationwide 
network of providers. Monthly premiums are subsidized and enrollment is mandatory for retirees who 
have: 

1. 10+ years of ACERA service credit 

2. Service-connected disability 

3. Non-service-connected disability retirement prior to 2/1/2014 

Retired members with less than 10 years of ACERA service credit and other payees may enroll in a 
voluntary plan which offers the same coverage, but no subsidy is available. 

 

 


