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MEETING TIME:  10:00AM 
NOTE: THE COMMITTEE CHAIR MAY TAKE ITEMS OUT OF ORDER 

1 CALL TO ORDER 

2 ROLL CALL   

3 ADDITIONS/DELETIONS FROM AGENDA/ADDITIONAL DOCUMENTATION 
TO SUPPORT EXISTING AGENDA ITEMS 

4 COMMUNICATIONS TO THE PERSONNEL/HUMAN RESOURCES STANDING 
COMMITTEE 
This time is set aside for Directors and members of the general public to address any item 
not on the Agenda, but which is within the matter jurisdiction of the Committee. Each 
member of the public appearing at a Committee meeting shall be limited to three minutes 
in his or her presentation, unless the Chair, at his or her discretion, permits further remarks 
to be made. Any person addressing the Committee may submit written statements, 
petitions or other documents to complement his or her presentation. When addressing the 
Committee, the individual may, but is not required to, provide his/her name and address 
in an audible tone for the record. 

5 CONSIDERATION OF THE FINAL CPS HR CONSULTING MANAGEMENT 
COMPENSATION STUDY RESULTS AND DISCUSSION OF AN 
IMPLEMENTATION STRATEGY  

6 ADJOURNMENT   
 
 
 
 
 
 
 
 
 
 
 
 
Pursuant to Section 54954.2(a)(1) of the Government Code of the State of California, this agenda was posted at least 72 hours in 
advance of the scheduled meeting at a public place freely accessible to the public 24 hours a day.  The agenda packet and materials 
related to an item on this Agenda submitted after distribution of the agenda packet are available for public inspection in the Santa 
Cruz METRO Administrative Office (110 Vernon Street, Santa Cruz) during normal business hours. Such documents are also 
available on the Santa Cruz METRO website at www.scmtd.com subject to staff’s ability to post the document before the meeting.  
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DATE: May 1, 2018 

TO: Santa Cruz METRO Personnel/HR Standing 
 Committee 

FROM: Jolene Church, Human Resources Manager  

SUBJECT: CONSIDERATION OF THE FINAL CPS HR CONSULTING MANAGEMENT 
COMPENSATION STUDY RESULTS AND DISCUSSION OF AN 
IMPLEMENTATION STRATEGY 

I. RECOMMENDED ACTION 

That the Personnel/HR Standing Committee consider the final CPS HR Consulting 
Management Compensation Study and discuss an implementation strategy 

II. SUMMARY 

• On January 16, 2018, the Personnel/HR Standing Committee met and reviewed the 
Final CPS HR Consulting Management Classification Study results. 

• Andi Bernard, Principal Consultant for CPS HR, provided a presentation on the next 
steps of the compensation analysis stage of the Compensation Study to help 
educate the Committee in developing a compensation philosophy (i.e., market 
median, 5% below market median and 5% above market median). 

• The Personnel/HR Standing Committee reserved recommending the philosophy for 
setting pay ranges until comparison data was compiled and the Personnel/HR 
Standing Committee could how market median, 5% below market median and 5% 
above market median correlate to actual costs.  

III. DISCUSSION/BACKGROUND 

On January 16, 2018, the Personnel/HR Standing Committee met and reviewed the 
Final CPS HR Consulting Management Classification Study results. CPS also 
presented information relevant to the Committee gaining an understanding of elements 
of a compensation study. The Personnel/HR Standing Committee agreed to a 
recommendation from Staff, that the Board of Directors approve the CPS Final 
Management Classification Study Report and a strategy to move forward with the CPS 
Compensation Study, reserving its recommendation to set the philosophy for setting pay 
ranges until comparison data was compiled and the Personnel/HR Standing Committee 
could how the market median, 5% below market median and 5% above market median 
correlate to actual costs.  
Following approval of the Personnel/HR Standing Committee's recommendation to the 
Board of Directors, CPS prepared a market analysis for Santa Cruz METRO 

Santa Cruz 
Metropolitan 

Transit 
District 
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CPS HR Consulting Final Management Compensation Study 

management. Santa Cruz METRO and the SEIU had previously established the labor 
market agencies for comparison as follows:   

• Alameda-Contra Costa Transit District 

• City of Santa Cruz 

• Central Contra Costa Country Transit Authority 

• County of Santa Cruz 

• Golden Gate Transit District 

• Monterey-Salinas Transit District 

• Riverside Transit Agency 

• San Joaquin Regional Transit District 

• Santa Barbara Metropolitan Transit District 

• Santa Clara Valley Transportation Authority 

• San Mateo County Transit 
 
The market analysis included collecting data on salaries on comparable positions from 
the approved labor market agencies and other compensation data, such as quantifiable 
and non-quantifiable benefit information.  
CPS has prepared a report that reflects the comparison agency salaries. This report will 
enable the Personnel/HR Standing Committee to determine the best compensation 
methodology to adopt in setting salary ranges. At the request of the Personnel/HR 
Standing Committee, CPS has provided the compensation analysis to reflect 5% below 
market median, at median, and 5% above market median. With this information now 
provided to the Committee, staff requests that the Committee make its recommendation 
to the Board of Directors with regard to which compensation methodology is in Santa 
Cruz METRO's best interest to adopt.   

IV. FINANCIAL CONSIDERATIONS/IMPACT 

The Financial impact of the CPS Management Compensation study, if/when 
implemented, will depend on the compensation methodology chosen by the Board.  
Taking into account METRO's current staffing levels, in FY19, 5% below market median 
would cost approximately $747K.  Median would cost approximately $809K.  And 5% 
above market median would cost approximately $882K. 

5.2



Personnel/HR Committee 
May 1, 2018 
Page 3 of 4 
 
 
 

CPS HR Consulting Final Management Compensation Study 

V. ALTERNATIVES CONSIDERED 

The Committee could decline to make a recommendation to the Board of Directors, 
regarding the results of the CPS Management Compensation Study and the choice of 
compensation methodology.  Staff does not recommend this as neither a salary survey 
nor a full compensation survey has ever been performed for the Management group. 

The Committee could discuss alternatives to the results of the CPS Management 
Compensation Study, and present one or more alternatives to the Board for discussion.  
Staff supports discussion of the CPS Management Compensation Study with Board. 

VI. ATTACHMENTS 

Attachment A: CPS Final Management Compensation Study 

 

Note:  A full copy of the Contract is available on request. 

 
 
Prepared by:  Jolene E. Church, Human Resources Manager 
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VII. APPROVALS: 

Jolene Church , HR Manager 

Approved as to fiscal impact: 
Angela Aitken , Finance Manager 

Alex Clifford, CEO/General Manager 

CPS HR Consulting Final Management Compensation Study 

I 
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I.   Introduction 

CPS HR Consulting was retained by the Santa Cruz Metropolitan Transit District (District) to conduct a 

classification and total compensation study for 18 classifications. This report contains the results of the 

total compensation study only. The results of the Classification Study were submitted December 15, 

2017. 

 

The objective of the study was to determine the competitiveness of the District’s base salary and total 

compensation in the labor market. To achieve this, CPS HR utilized the District’s predetermined labor 

market of 11 comparable agencies (nine districts, one county, and one city) and collected and analyzed 

base salary and total compensation data. 

 

This Final Total Compensation Report contains the project scope and work plan, describes the 

methodologies utilized in data collection and analysis, and provides the total compensation results for 

all survey classifications.  The data for this report was collected during the months of February through 

March 2018. All salary and benefit data represented is as of March 31, 2018.   

 

District-wide averages and classification specific results are summarized in Section IV of this report. 

Survey results for each classification are presented in Appendix A.  In addition, other benefits and 

premium pay elements of interest to the District were collected and are summarized in Section V and 

details presented in Appendix B.   

 

II. Project Scope and Work Plan 

To complete the total compensation study, CPS HR Project Team completed the following tasks: 

 Project Manager, Andi Bernard, met with, and clarified the scope of work with the District’s 

Human Resources Manager, Jolene Church. 

 Reviewed District background materials including classification specifications, salary schedules, 

position control documents, organization charts, and internal alignment documentation. 

 Developed a survey instrument (presented in Appendix C) confirmed by Ms. Church on February 

23, 2018. 

 Received confirmation from the District regarding the 11 labor market agencies, classifications to 

be surveyed, and the survey instrument. 

 CPS HR determined that the most expeditious way of obtaining data was to gather as much 

information as possible from online sources and then follow-up with the surveyed agency to 
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validate data and complete missing information.  Please see below for agencies who did not 

respond.    

 Researched salary and benefits data from the respective labor market agencies, including salary 

schedules, classification specifications, benefits summaries, MOU’s and position control 

documents where available. The Project Team followed through with agencies to request further 

information or clarification on job matching and/or benefits levels.  Limited information was 

available for some agencies, and despite repeat contact, CPS HR was unable to obtain or confirm 

some data but will continue efforts to obtain the data. 

 Prepared a draft report for client review and comment. 

 Received client feedback and finalized the compensation report. 

III. Compensation Study Parameters 

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

survey.  These parameters included: 

 Confirmation of the District’s labor market position 

 Labor market agencies (comparable agencies) 

 Survey classifications (benchmark classifications) 

 Survey scope 

Labor Market Position 

CPS HR provides a labor market data analysis based on the median of the market. The labor market 

median, which is described as the “middle” of the market, is the data point at which half of the complete 

range of data (excluding the District’s data) is higher, and half of the complete range of data (excluding 

the District’s data) is lower. The median is a common market position, particularly in smaller data sets, 

because the data is less likely to be skewed by high and low paying agencies in the market. 

Labor Market Agencies 

The agencies surveyed comprise the District’s 11 labor market agencies for all 18 classifications surveyed; 

the final labor market agencies are listed below.  The labor market agencies were selected by the District.  

Factors of a balanced labor market involves the selection criteria outlined below.  

 

Agency size – In general, agencies that employ relatively similar numbers of employees may have 

similar economic demographics.  Since it is rare to find agencies that are exactly the same, 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.  

Attachment A
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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.  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.   

 

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.   

 

Competing agencies – Information regarding the agencies that the District frequently competes 

with for talent (i.e. has lost employees to or recruited employees from) is also useful in selecting 

the labor market agencies. 

 

CPS HR considered other key financial factors when considering the labor market, including the cost of 

living and cost of wages.  

 Cost of Living – Cost of living measures the amount of money needed to sustain a certain level of 

living, including basic expenses such as the cost of housing, food, and taxes in an area. Cost of 

living is often used to compare how expensive it is to live in one city versus another locale. The 

cost of living for the cities of the labor market agencies are presented in Table 1. 

 Cost of Wages – Cost of wages measures the cost of labor or the sum of all wages paid to 

employees, as well as the cost of employee benefits and payroll taxes, paid by an employer. Cost 

of wages often factors in direct and indirect (overhead) costs associated with wages paid by the 

employer. The cost of wages for the cities of the labor market agencies are presented in Table 2. 

 

The District provided the predetermined labor market to CPS HR. The labor market agencies included:  

 

1. Alameda-Contra Costa Transit District 

2. Central Contra Costa County Transit 

Authority 

3. City of Santa Cruz 

4. County of Santa Cruz 

5. Golden Gate Transit District 

6. Monterey-Salinas Transit District 

7. Riverside Transit Agency 

8. San Joaquin Regional Transit District 

9. San Mateo County Transit 

10. Santa Barbara Metropolitan Transit 

District 

11. Santa Clara Valley Transportation 

Authority

 

Table 1 presents the cost of living in the City of Santa Cruz in comparison to the cities of the other labor 

market agencies, as well as a summary of the United States average of cost of living as a point of 

reference.  CPS HR obtains this information from the Economic Research Institute (ERI)1. 

                                                      
1 The Economic Research Institute (ERI) database compiles salary, cost-of-living, and compensation survey data available with  
current market data for more than 1,000 industry sectors. Additional information for the database is available upon request. 
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Table 1: Labor Market Agencies – Cost of Living 

Comparison Agency ERI City 
Base Agency Income Levels 

$20,000 $40,000 $60,000 $80,000 $100,000 Average 

City of Santa Cruz Santa Cruz 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 

County of Santa Cruz Santa Cruz 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 

Alameda-Contra Costa 
Transit District 

Oakland 103.6% 103.4% 103.4% 103.7% 103.8% 103.6% 

Central Contra Costa 
County Transit Authority 

Walnut Creek 100.5% 101.3% 101.6% 101.9% 102.1% 101.5% 

Golden Gate Transit District San Francisco 174.9% 160.1% 155.3% 152.4% 149.3% 158.4% 

Monterey-Salinas Transit 
District 

Monterey 88.2% 90.7% 91.5% 91.9% 92.4% 90.9% 

Riverside Transit Agency Riverside 63.3% 71.1% 73.5% 75.1% 76.7% 71.9% 

San Joaquin Regional 
Transit District 

Stockton 54.7% 64.8% 68.0% 70.1% 72.2% 66.0% 

San Mateo County Transit San Carlos 98.3% 99.6% 100.0% 100.4% 100.6% 99.8% 

Santa Barbara Metropolitan 
Transit District 

Santa Barbara 91.0% 92.5% 92.9% 93.2% 93.5% 92.6% 

Santa Clara Valley 
Transportation Authority 

San Jose 121.8% 117.7% 116.3% 115.5% 114.5% 117.2% 

United States Average Nation-wide 42.2% 54.7% 58.5% 60.4% 62.0% 55.6% 

 

Table 2 presents the cost of wages paid in the City of Santa Cruz in comparison to the cities of the other 

labor market agencies, as well as a summary of the United States average of cost of wages as a point of 

reference.   

Table 2: Labor Market Agencies – Cost of Wages 

Comparison Agency ERI City 
Base Agency Income Levels 

$24,000 $36,000 $48,000 $72,000 $108,000 $144,000 Average 

City of Santa Cruz Santa Cruz 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 

County of Santa Cruz Santa Cruz 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 

Alameda-Contra Costa 
Transit District 

Oakland 115.2% 109.9% 109.0% 109.1% 108.8% 107.8% 110.0% 

Central Contra Costa 
County Transit Authority 

Walnut Creek 102.0% 107.1% 108.1% 109.2% 109.0% 108.0% 107.2% 

Golden Gate Transit District San Francisco 122.5% 113.5% 113.7% 113.8% 113.7% 113.3% 115.1% 

Monterey-Salinas Transit 
District 

Monterey 99.6% 100.1% 101.0% 102.3% 103.0% 103.2% 101.5% 

Riverside Transit Agency Riverside 98.2% 95.2% 95.7% 96.6% 97.5% 98.0% 96.9% 

San Joaquin Regional 
Transit District 

Stockton 98.6% 96.2% 96.4% 96.6% 96.6% 97.0% 96.9% 

San Mateo County Transit San Carlos 103.6% 111.4% 112.1% 113.1% 113.2% 112.7% 111.0% 

Santa Barbara Metropolitan 
Transit District 

Santa Barbara 99.4% 98.5% 98.9% 99.7% 100.5% 100.6% 99.6% 

Santa Clara Valley 
Transportation Authority 

San Jose 118.8% 110.2% 110.9% 113.8% 116.0% 116.3% 114.3% 

United States Average Nation-wide 74.5% 90.10% 89.80% 89.70% 89.70% 90.40% 87.37% 

Attachment A

5A.6



Santa Cruz Metro Transit District 
Final Total Compensation Report 

P a g e  | 6 

Survey Classifications 

The survey benchmark classifications for the study are presented below. Summary descriptions for all 

survey benchmark classifications are included in the survey instrument displayed in Appendix C. 

 

1. Assistant Maintenance Manager 

2. Assistant Operations Manager (Paratransit 

Department) 

3. Chief Financial Officer (CFO) 

4. Chief Operating Officer (COO) 

5. Database Administrator 

6. Executive Assistant 

7. Finance Deputy Director 

8. Human Resources Deputy Director 

9. Human Resources Director 

10. Information Technology and Intelligent 

Trans Systems Director 

11. Maintenance Manager 

12. Marketing, Communications and Customer 

Service Director 

13. Operations Manager - Paratransit Division 

14. Operations Manager - Fixed Route Division 

15. Planning and Development Director 

16. Purchasing and Special Projects Director 

17. Safety, Security and Risk Management 

Director 

18. Senior Database Administrator 

Survey Data Collection Scope 

Comparable Classifications – Classification Matching 

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 ability 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. 

In the process of matching comparable classifications from other agencies, CPS HR does not only rely on 

classification specifications. CPS HR references position control documents, where available, to 

specifically identify which classification, and level of classification, perform the duties of the District’s 

classification. This is particularly relevant to an agency’s organizational hierarchy where there are multi-

levels of management within a classification plan that are matched from the other agencies. This level 

of analysis is important because classification specifications may describe a certain level of work, for 

example, as the journey level, when the use of the classification series demonstrates that the majority 

of duties are assigned to a higher level, which may be described in the classification specification as an 

advanced level in the classification series. In addition, block budgeting or other fiscal tools facilitating 

series progression through multiple levels, may provide greater flexibility in the use of the classification 

structure than is evident in the content of the classification specification. To the extent possible, CPS HR 

identifies the operational use of a classification in determining whether it is a comparable job match. 
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Comparable Classifications – Required Number of Comparable Classifications 

CPS HR’s best practice is that benchmark classifications must have a minimum of three 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 

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. 

Labor Market Benefits Collected 

CPS HR collected numerous benefits and compensation practices, in addition to base salary, to complete 

the total compensation evaluation of the District in the labor market.  When measuring the market, the 

goal is to identify an agency’s competitive position in the labor market to attract and retain talent, in 

addition to promoting internal equity.  This is done by measuring those benefits that new employees 

would currently receive upon their date of hire. In addition, reported benefits and premium pay are 

those which all employees in the group would qualify for, versus premium pay provided to a limited 

group of employees, such as shift differentials, or assignment pay.  
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The benefits data collected for the study is presented in Table 3 below. 

 

Table 3: Total Compensation Benefit Data Collected 

Benefit or Pay Practice Description 

Comparable Classification Title CPS HR matched the District’s benchmark classifications to those in the 

labor market agencies.  

The methods used by CPS HR for matching classifications is discussed in 

the previous section. 

The term “No Comparable Classification” is used when CPS HR did not find 

a comparable classification within an agency to a specific benchmark 

classification. No compensation data will be presented for the benchmark 

classification for that agency. The term “Data Not Available” is used when 

CPS HR did find a comparable classification, but it is either unfunded or no 

salary could be obtained. 

Minimum and Maximum Base Salary The minimum and maximum monthly base salary. Where salary range was 

not available. 

Deferred Compensation Contribution The amount(s) the agency pays into a deferred compensation plan; in many 

cases, this is a voluntary employee benefit. 

Longevity Pay Practice The amount(s) the agency pays for years of service with the agency; for this 

analysis, CPS HR has used the 10-year level for eligible employees, as this is 

a more common achievement.  Longevity pay at the 10-year mark was 

calculated into total compensation only if it was an increase to base pay, 

not a one-time payout. 

Education Reimbursement Pay 

Practice 

The amounts the agency reimburses expenses for the acquisition of higher 

education, licenses, or certifications. 

Medical Plan Contributions Medical Insurance plan – For standards purposes, the family rate for the 

most expensive plan is measured in the market. In some agencies, a flat 

employer contribution rate is utilized, regardless of the plan selected by 

employees. 

Dental Insurance plan – For standards purposes, the family rate for the 

most expensive used plan is measured in the market. If no amount is 

entered in the datasheets, the cost may be included in the medical plan 

costs or the agency does not offer or contribute towards a dental benefit 

(the benefits summary tables will provide more detail on this). 

Vision Insurance plan - For standards purposes, the family rate for the most 

expensive plan is measured in the market. If no amount is entered in the 

datasheets, the cost may be included in the medical plan costs or the 

agency does not offer or contribute to a vision benefit (the benefits 

summary tables will provide more detail on this). 
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Benefit or Pay Practice Description 

Life Insurance – Whether the employer provides a Life Insurance policy, 

and if so, whether it is paid for by the employer or employee. 

Long-Term Disability – Whether the employer provides a Long-Term 

Disability policy, and if so, whether it is paid for by the employer or 

employee. 

Retirement Contribution Employer’s contribution to mandated retirement plans, such as the 

CalPERS. For the purposes of this study, the applicable contribution rate has 

been utilized in the total compensation calculations, although all tier rates 

(when applicable) have been captured in the benefits summary tables. For 

CalPERS agencies, the PEPRA rate is calculated. 

Social Security (Medicare and FICA) 

Contributions 

These amounts reflect the cost of the employer’s contributions to Medicare 

(1.45%) and FICA (6.20% to maximum of $118,500 for FY 2017), if the 

agency participates. 

Allowance Pay Practices These amounts reflect general policies on vehicle, phone, or other 

allowances. The amounts may not be universally applicable to all positions 

within a unit. 

Leave Practices 

 

For standards purposes, leave practices reflect leave accrual rates and 

maximums at one, five, ten, fifteen and 20 years; sick leave accrual rates 

and maximums; holiday hours, and any administrative leave allotted to 

employees. 

IV. Survey Results 

The District should be aware that all data represented is as of March 31, 2018, and does not account for 

any adjustments since that time.  

Compensation Results 

The District’s overall position within the labor market, and the averages for each classification, are 

presented in this section. Appendix A and B provide detailed results as described below. 

 Appendix A presents all study classifications with total compensation results. Classifications are 

presented in alphabetical order.  

Note: The designation of “No Comparable Classifications” is used if an agency reported no 

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

classification indicated that it was not comparable, or if the duties were significantly split among 

more than a single classification.  The designation of “Data Not Available” indicates a match was 

identified but salary could not be obtained. 
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 Appendix B presents the collected benefit information for all employee groups. An analysis of 

these benefits is presented in Section V. 

Note: The designation of “Not Applicable” (N/A) is used if an agency does not provide a benefit; 

the designation of “Data Not Available” (DNA) is used if an agency did not provide the needed 

information. 

Labor Market Agency Participation 

Several agencies chose to complete the survey document independently and/or with our Project 

Consultant via telephone without providing job descriptions and background documentation.  The 

majority of the labor market agencies did not have data readily available on their official agency 

webpage.  However, CPS HR was able to collect supporting data from agencies who were willing to 

participate openly.  Most notably, CPS HR was unable to confirm job matches and salaries, nor collect 

the medical rates from San Joaquin Regional Transit District and Santa Barbara Metropolitan Transit 

District who indirectly or directly declined to participate. For this reason, the total number of labor 

market agencies is nine. 

Labor Market Position by Classification 

This section provides a summary of the District’s position within the labor market by classification. All 

classifications met the minimum criteria of three comparable classifications.  

 

Table 6 provides the following information for base salary and Table 7 provides information for total 

compensation for each classification. The tables identify the District’s survey classification and number 

of comparable classifications identified within the analysis. The following data and calculations are 

presented for both base and total compensation. 

 

 Classification Title: the District’s classification Title 

 Number of Matches: the number of comparable matches found 

 District’s Maximum: the District’s maximum monthly salary for the survey classification  

 Market Median: the labor market median monthly maximum salary which is calculated using the 

maximum monthly salary for each of the comparable classes; that range of data is then computed 

to provide the median or mean amount. 

 Percentage District is Above/Below Market: the percentage the District’s maximum monthly 

salary is above or below the median of the labor market; this number indicates what percentage 

of the District’s salary is required to move it up or down to the market median. 

 Rank: the District’s ranking in the established labor market.  The rank is defined as the assigned 

order based on the percentile identified in the District’s labor market (labor market agencies plus 

the District).  A percentile that has been assigned to a salary value in this study is defined as the 

value of a salary below which a certain percent of the salaries in the labor market fall (i.e. if the 
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10th percentile is assigned and 10% of the labor market agencies earn less than $40k per year; 

the remaining 90% earn more than $40k per year).    

 Percentile of District in Labor Market: the District requested that 5% below and 5% above the 

median be presented therefore, the 45th and 55th percentiles have been reported for the District’s 

compensation considerations. The 45th and 55th percentiles represent 5% below and 5% above 

the District’s established labor market median.   

 The average, minimum, maximum, and standard deviation of all classifications within the District. 
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Table 6: District Percent (%) Above/Below Agency Labor Market Median by Classification – Monthly Base Salary 

      Percentile of District in Labor Market 

Classification 
# 

Matches 

District 
Maximum 
(Monthly) 

Market 
Median 

(Monthly) 

% District 
Above/Below 

Market 
Rank 45th $ 45th % 55th $ 55th % 

Actual in 
Labor 

Market 

Assistant Maintenance Manager 9 $8,694 $8,928 -2.69% 7 $8,844 -1.73% $9,828 -13.04% 33.3% 

Assistant Operations Manager (Para Transit 
Department) 

7 $8,694 $9,555 -9.90% 5 $9,007 -3.60% $9,944 -14.38% 42.8% 

Chief Financial Officer (CFO) 9 $11,558 $19,196 -66.08% 10 $17,876 -54.66% $19,281 -66.82% 0.0% 

Chief Operating Officer (COO) 9 $12,716 $17,933 -41.03% 10 $17,657 -38.86% $18,105 -42.38% 0.0% 

Database Administrator 3 $8,039 $9,426 -17.25% 3 $9,208 -14.54% $9,443 -17.47% 33.3% 

Executive Assistant 9 $6,810 $7,520 -10.43% 7 $7,411 -8.82% $7,758 -13.91% 33.3% 

Finance Deputy Director 9 $10,055 $12,978 -29.07% 9 $12,928 -28.58% $13,390 -33.17% 11.1% 

Human Resources Deputy Director 7 $8,694 $12,978 -49.28% 7 $12,204 -40.37% $13,387 -53.98% 14.2% 

Human Resources Director 9 $11,558 $15,146 -31.04% 9 $15,020 -29.96% $15,374 -33.02% 11.1% 

Information Technology and Intelligent Trans 
Systems Director 

9 $10,409 $14,832 -42.49% 10 $14,503 -39.33% $15,186 -45.89% 0.0% 

Maintenance Manager 9 $11,558 $11,178 3.29% 5 $10,664 7.73% $11,522 0.31% 55.5% 

Marketing, Communications and Customer 
Service Director 

8 $10,409 $14,177 -36.19% 7 $13,718 -31.79% $14,635 -40.60% 25.0% 

Operations Manager- Paratransit Division 7 $8,694 $12,978 -49.28% 7 $12,696 -46.03% $13,097 -50.64% 14.2% 

Operations Manager-Fixed Route Division 7 $8,694 $12,978 -49.28% 7 $12,696 -46.03% $13,097 -50.64% 14.2% 

Planning and Development Director 9 $11,558 $14,832 -28.33% 9 $14,707 -27.25% $15,130 -30.90% 11.1% 

Purchasing and Special Projects Director 9 $10,409 $14,009 -34.59% 8 $13,701 -31.62% $14,464 -38.95% 22.2% 

Safety Security and Risk Management Director 9 $8,039 $11,116 -38.28% 10 $10,829 -34.70% $11,424 -42.11% 0.0% 

Senior Database Administrator 9 $10,234 $10,182 0.51% 5 $10,060 1.70% $10,268 -0.34% 55.5% 

Average: -29.52%   -26.02%  -32.66% 20.93% 

Minimum -66.08%   -54.66%  -66.82% 0.00% 

Maximum 3.29%   7.73%  0.31% 55.50% 

Standard Deviation 19.64%   18.41%  19.05% 18.03% 
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Table 6: District Percent (%) Above/Below Agency Labor Market Median by Classification – Monthly Total Compensation 

      Percentile of District in Labor Market 

Classification # Matches 
District 

Maximum 
(Monthly) 

Market 
Median 

(Monthly) 

% District 
Above/Bel
ow Market 

Rank 45th $ 45th % 55th $ 55th % 
Actual in 

Labor 
Market 

Assistant Maintenance Manager 9 $12,948 $12,171 6.00% 5 $12,047 6.96% $13,458 -3.94% 55.5% 

Assistant Operations Manager (Para Transit 
Department) 

7 $12,948 $15,025 -16.04% 5 $13,663 -5.52% $15,390 -18.86% 42.8% 

Chief Financial Officer (CFO) 9 $16,395 $23,707 -44.60% 10 $22,307 -36.06% $24,051 -46.69% 0.0% 

Chief Operating Officer (COO) 9 $17,789 $22,796 -28.14% 9 $22,449 -26.19% $22,846 -28.43% 11.1% 

Database Administrator 3 $12,418 $13,303 -7.13% 3 $12,973 -4.48% $13,321 -7.28% 33.3% 

Executive Assistant 9 $10,681 $10,188 4.61% 5 $10,087 5.55% $11,358 -6.35% 55.5% 

Finance Deputy Director 9 $14,586 $17,257 -18.31% 9 $16,807 -15.23% $18,495 -26.80% 11.1% 

Human Resources Deputy Director 7 $12,948 $16,133 -24.59% 7 $15,470 -19.48% $16,811 -29.83% 14.2% 

Human Resources Director 9 $16,395 $18,978 -15.75% 9 $18,648 -13.74% $19,470 -18.75% 11.1% 

Information Technology and Intelligent Trans 
Systems Director 

9 $15,012 $20,207 -34.60% 9 $19,389 -29.15% $20,328 -35.41% 11.1% 

Maintenance Manager 9 $16,395 $15,388 6.14% 4 $14,687 10.42% $15,686 4.33% 66.6% 

Marketing, Communications and Customer 
Service Director 

8 $15,012 $17,919 -19.36% 7 $17,755 -18.27% $18,082 -20.45% 25.0% 

Operations Manager- Paratransit Division 7 $12,948 $17,604 -35.96% 7 $17,163 -32.55% $18,205 -40.60% 14.2% 

Operations Manager-Fixed Route Division 7 $12,948 $17,604 -35.96% 7 $17,163 -32.55% $18,205 -40.60% 14.2% 

Planning and Development Director 9 $16,395 $20,207 -23.25% 9 $19,429 -18.50% $20,328 -23.99% 11.1% 

Purchasing and Special Projects Director 9 $15,012 $18,978 -26.42% 8 $18,461 -22.97% $19,591 -30.50% 22.2% 

Safety Security and Risk Management Director 9 $12,160 $15,016 -23.49% 8 $14,427 -18.64% $15,481 -27.31% 22.2% 

Senior Database Administrator 9 $14,802 $14,853 -0.35% 6 $14,653 1.00% $15,116 -2.12% 44.4% 

Average: -18.73%   -14.97%  -22.42% 25.87% 

Minimum -44.60%   -36.06%  -46.69% 0.00% 

Maximum 6.14%   10.42%  4.33% 66.60% 

Standard Deviation 15.35%   14.38%  14.57% 19.24% 
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Labor Market Position District Wide 

The data included in this report reflects that the District is below the labor market when comparing base 

salary and total compensation medians.  When looking at the median, the District is lagging the market 

at 29.52% for base salary and 18.73% for total compensation.  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, CPS HR’s methodology is to use the market median for 

compensation considerations.  

 

The data for the 45th and 55th percentiles further demonstrate the District’s labor market position as it 

is lagging the market by 26.02% in comparison to the 45th percentile for base salary, or 5% below the 

labor market median for base salary.  This trend is continued for Total Compensation figures presented 

in the aforementioned tables where the District’s overall average actual percentile in the labor market 

is the 25.87th percentile.   

 

Table 7 and Figure 1 present the District’s position within the labor market. 

Table 7: District Position in the Labor Market 

 
Market Median 

Market 45th 
Percentile 

Market 55th 
Percentile 

Actual Percentile 
in Labor Market 

Base Salary -29.52% -26.02% -32.66% 20.93% 

Total Compensation -18.73% -14.97% -22.42% 25.87% 

 

Figure 1: District Percent Position in the Labor Market 
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V.  Benefits Summary Tables 

In addition to the base salary and total compensation data presented in the datasheets provided within 

Appendix A, CPS HR presents additional benefit information for all surveyed classifications displayed in 

table format in Appendix B.   

 

Notable benefits trends for the District’s labor market include remarkable medical, dental, vision, and 

retiree medical insurance for the majority of the comparable agencies based on the current data 

collected this far.  Four of the nine participating labor market agencies have Cost of Living Adjustments 

(COLAs) between 2% and 3% for the 2018 calendar year.  Other benefits are trending traditionally in 

comparison to the public sector.  Please see the benefits tables for more details. 

 

VI. Next Steps 

This final report provides detailed information concerning the scope of the project, the methodology 

used to complete the total compensation study, as well as the results of the study which show where 

the District stands in comparison to the labor market.  

Should you require any further information, or have questions and comments with respect to this final 

report, please do not hesitate to contact me on 916-471-3325 or via email at cbernard@csphr.us. 
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Appendix A: Datasheets
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Appendix B: Benefits Summary Tables
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Table B-1: Agency Budgeted and Actual FTEs, Step Plans, Cost of Living Adjustments, and other Pay Increase 

Agency 
Budgeted 

FTE 
Actual 

FTE 
Step 
Plan 

Step Plan 
Depends on 
classification 

Range 
Management* 

COLAs Salary Movement 

Santa Cruz Metro Transit 
District 313 309 6 No Step 1 None 

Step increases dependent on 
eligibility on salary range and 
satisfactory performance  

Alameda Contra Costa 
Transit District 

2,520 2,300 None N/A Mid-Point Unknown COLA as per Board 

Central Contra Costa 
County Transit Authority 

318 DNA None N/A Mid-Point 
7/2018, Increase 
unknown 

The Executive Director or his or 
her designee shall develop an 
annual  
 

City of Santa Cruz 865 DNA DNA DNA Mid-Point 7/2018, 2.00% COLA 

County of Santa Cruz 

2,437.65 DNA 7 Yes Mid-Point 9/2018, 2.75% 

COLA: As provided by County 
Board of Supervisors Resolution. 
Step Advancement: predicated on 
merit and length of service. 

Golden Gate Transit District 
820 DNA DNA DNA DNA 

Non-Rep 
received 3.00% 
1/2018 

DNA 

Monterey Salinas Transit 
District 

276 275 None N/A Mid-Point 
MSTEA- 7/18 
2.75% 

COLA as per Board 

Riverside Transit Agency 597 DNA DNA DNA DNA DNA DNA 

San Mateo County Transit 781 DNA DNA DNA DNA DNA DNA 

Santa Clara Valley 
Transportation Authority 

2,363 DNA DNA No Mid-Point Unknown DNA 

 

DNA = Data Not Available 
N/A = Not Applicable 
* Range Management is defined as the point on a range an agency manages salaries to in reference to internal equity and new hires. 
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Table B-2: Retirement Contribution Practices 

Agency 
Retirement 

Type 
Retirement Benefit & Formula Social Security 

Santa Cruz Metro Transit District CalPERS Miscellaneous 8.911% 
Classic: 2.50% @ 55, One-year FAC 
PEPRA: 2.00% @ 62, Three-year FAC  

Medicare 

Alameda Contra Costa Transit 
District 

ACERS N/A 34.13% 
Tier 1: 2.00% @ 55 Highest 5-year average salary 
Tier 2: 2.25% @ 60 Highest 5-year average salary 
Tier 3: 2.50% @ 65 Highest 5-year average salary 

Medicare 

Central Contra Costa County 
Transit Authority 

CalPERS Miscellaneous  7.471% 
Classic: 2.00% @ 60, Three-year FAC 
PEPRA: 2.00% @ 62, Three-year FAC 

Medicare 

City of Santa Cruz CalPERS Miscellaneous 8.876% 
Tier 1: 2.00% @ 55, One-year FAC 
Tier 2: 2.00% @ 60, Three-year FAC 
Tier 3: 2.00% @ 62, Three-year FAC 

Medicare 

County of Santa Cruz CalPERS Miscellaneous 7.974% 
Tier 1: 2.00% @ 55, Single highest year 
Tier 2: 2.00% @ 60, 3-year highest 
Tier 3: 2.70% @ 62, 3-year highest 

Medicare/FICA 

Golden Gate Transit District CalPERS Miscellaneous 10.063% 
Tier 1: 2.00% @ 55, One-year FAC 
Tier 2: 2.00% @ 60, One-year FAC 
PEPRA – 2.00% @ 62, Three-year FAC 

Medicare/FICA 

Monterey Salinas Transit District   CalPERS Miscellaneous 8.320% 
Classic: 2.00% @ 55, One-Year FAC 
PEPRA: 2.00% @ 62, Three-year FAC 

Medicare 

Riverside Transit Agency CalPERS Miscellaneous 8.018% 
Classic: 2.00% @ 55, Three-year FAC 
PEPRA: 2.00% @ 62, Three-year FAC 

Medicare 

San Mateo County Transit CalPERS Miscellaneous 7.790% 
Tier 1: 2.00% @ 55, Three-year FAC 
Tier 2: 2.00% @ 60, Three-year FAC 
PEPRA: 2.00% @ 62, Three-year FAC 

Medicare/FICA 

Santa Clara Valley 
Transportation Authority 

CalPERS Miscellaneous 9.139% 
Classic: 2.00% @55, One-year FAC 
PEPRA: 2.00% @ 62, Three-year FAC 

Medicare/FICA 
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Table B-3: Deferred Compensation, Longevity Practices, and Education/Certification Reimbursement Practices 

Agency 
Deferred Compensation 

(monthly or % of base pay) 
Longevity 

Education/Certification 
Reimbursement 

Santa Cruz Metro Transit District 457, No agency contribution 
Based on years of service: 

10+ years: 5.00% 
15+ Years: 10.00% 

Reimbursement for costs of academic or 
professional credentials, certifications, or 
degrees. No maximum. 

Alameda Contra Costa Transit 
District 

   

AFSCME 457, Agency contribution of $100 
No policy $2,500 annually 

Unrepresented 457, Agency contribution of $150 

Central Contra Costa County Transit 
Authority 

457, No agency contribution No policy No policy 

City of Santa Cruz None 
Based on years of service: 

10+ years: 2.50% 
15+ Years: 4.50% 

$500 annually 

County of Santa Cruz 457, No agency contribution 
Based on years of service: 

Prior to 12/2018 – 25 years: 3.00% 
After 12/2018 – 20 years: 3.00% 

For Licenses/Certificates required by 
Law: $600 annually 

For Licenses/Certificates at discretion of 
department manager: $600 annually 

Golden Gate Transit District 401(a) and 457, No agency contribution No policy Policy not provided 

Monterey Salinas Transit District   457 and 401(a), No agency contribution 

Paid out at 5 yr., 10 yr. and 15 yr. 

anniversary at 1% of base salary. At 20+ 

yrs. 1% paid at each anniversary (one-

time lump sum payment).  

 

$3,000 annually 

Riverside Transit Agency 
457, Agency contribution of $25/month 

or 5% base salary based on 
administrative unit 

No policy No policy 

San Mateo County Transit 457, No agency contribution No policy $4,000 annually 

Santa Clara Valley Transportation 
Authority 

457, No agency contribution No policy $2,000 annually 
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Table B-4 Allowance Pay Practices 

Agency 
Vehicle* 

(Other than mileage 
reimbursement) 

Transportation Phone Relocation Bilingual 

Santa Cruz Metro Transit District 
CEO only – vehicle 
allowance up to 
$400/mo 

All - transit pass 
 
Fixed Route and 
Paratransit Services -  
Bus pass for staff and 
dependents 

Discretionary 
allowance by GM - 
$162.50/mo 

Negotiable allowance 
by GM up to $15,000 
for expenses and 
$5,000 for temporary 
housing. 

No policy 

Alameda Contra Costa Transit 
District 

No policy Yes Yes 
Discretionary - Up to 
$10,000 

No policy 

Central Contra Costa County 
Transit Authority 

DNA No policy DNA Discretionary DNA 

City of Santa Cruz 

Discretionary 
allowance of  
$107/mo for executive 
levels 

No policy No policy No policy 
None for benchmarked 
positions 

County of Santa Cruz No policy No policy No policy No policy 
None for benchmarked 
positions 

Golden Gate Transit District2   DNA DNA DNA DNA Dependent on position 

Monterey Salinas Transit District    
 $400/mo for executive 
team 

Yes 
$40/mo for executive 
levels 

 Discretionary-per 
contract 

Dependent on position 

Riverside Transit Agency 
$250/month for 
Director Level 

Yes DNA DNA No policy 

San Mateo County Transit DNA DNA DNA DNA DNA 

Santa Clara Valley Transportation 
Authority 

No policy No policy No policy No policy DNA 

  

                                                      
2 Golden Gate Transit District: allowance pay may be within contract or individually assigned. 
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Table B-5: Medical, Dental, and Vision Insurance – Employer and Employee Contributions 
Rates reflect the most expensive family plan. 

Agency 
Medical Dental Vision 

Employer Employee Employer Employee Employer Employee 

Santa Cruz Metro Transportation District $2,311.00 $1,371 $146.70 $0.00 $25.61 $0.00 

Alameda Contra Costa Transit District $2,919.60 $324.48 $231.97 $25.75 $34.93 $3.82 

Central Contra Costa County Transit Authority 
(Medical: 95% of Kaiser plan) 

$1,926.26 $101.38 $42.84 $0.00 $28.46 $0.00 

City of Santa Cruz 
(Medical: 90% highest cost family plan) 

$2,328.15 $336.46 $126.70 $50.00 $18.74 DNA 

County of Santa Cruz 
(Medical: 90% of lowest cost family plan) 

$2,004.00 $315.08 $80.00 $48.00 $6.44 $17.84 

Golden Gate Transit District   
(Medical: 100% towards premium) 

$2,311.45 $0.00 DNA DNA DNA DNA 

Monterey Salinas Transit District     
(Medical: percentage not available) 

$1,937.20 $289.47 $0.00 $117.10 $0.00 $17.42 

Riverside Transit Agency3 
(Medical: see footnote) 

$1,624.76 $556.72 $15.86 $112.84 $0.00 $13.94 

San Mateo County Transit 
Medical/Dental/Vision: 100%, family plan cost not 
confirmed) 

$2,311.45 $0.00 $42.84 $0.00 $28.46 $0.00 

Santa Clara Valley Transportation Authority 
(Medical/Dental/Vision: 100%, family plan cost not 
confirmed) 

$3,566.78 $1,539.14 $42.84 $0.00 $28.46 $0.00 

  

                                                      
3 Riverside Transit Agency: pays for the full-time employee health premium up to the lowest HMO medical premium in CalPERS based on employee-only rate in Riverside County 
and contributes $420 towards the dependents’ monthly premiums. 
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Table B-6: Life Insurance, Long-Term Disability, Accidental Death & Dismember, and Employee Assistance Program Availability 

Agency Life Insurance 
Long-Term 
Disability 

AD&D EAP 

Santa Cruz Metro Transportation District Employer Paid Employer Paid Employer Paid Employer Paid 

Alameda Contra Costa Transit District Employer Paid Employer Paid Employer Paid Employer Paid 

Central Contra Costa County Transit 
Authority 

Employer Paid Employer Paid Employer Paid Employer Paid 

City of Santa Cruz Employer Paid Employer Paid Employer Paid Employer Paid 

County of Santa Cruz Employer Paid Employer Paid Employer Paid Employer Paid 

Golden Gate Transit District Employer Paid Employer Paid Employer Paid Employer Paid 

Monterey Salinas Transit District Employer Paid Employer Paid Employer Paid Employer Paid 

Riverside Transit Agency Employer Paid Employer Paid 
Employee 
Paid/Voluntary 

Employer Paid 

San Mateo County Transit Employer Paid Employer Paid DNA DNA 

Santa Clara Valley Employer Paid Optional Optional Employer Paid 

 
 

  

Attachment A

5A.41



Santa Cruz Metro Transit District 
Final Total Compensation Report 

P a g e  | 41 

Table B-7: Retiree Health Insurance  

Agency Retiree Health Insurance 

Santa Cruz Metro Transit District 

Medical: Employee and eligible dependents, after 5 years’ service and age 50 for Classic; or age 62 for PEPRA 

Dental and Vision: Employee and eligible dependents, after 10 years’ service and age 50 for Classic; or age 62 for 

PEPRA, and until age 65 of Retiree 

Alameda Contra Costa Transit District 
Employer pays 100% of employee premium cost;$40 reimbursement to employee if enrolled in Medicare Part-B. 

For employees who retire before age 65, employer pays $1,553.93 per month; and $927 after age 65. 

Central Contra Costa County Transit 
Authority 

Retiree Health Insurance (not RHS) is paid for by employer or PERs-  

City of Santa Cruz City contributes $133/month 

Santa Cruz County After 20 years and age 55+, county contributes $507/month employee only; or $557/month Employee & Family. 

Golden Gate Transit District DNA 

Monterey Salinas Transit District     Agency does not contribute. 

Riverside Transit Agency DNA 

San Mateo County Transit DNA 

Santa Clara Valley Transportation 
Authority 

Employer contributes $285 per month 
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Table B-8: Vacation Accrual and Cash-Out Policy 

 Year 1 Year 5 Year 10 Year 15 Max Accrual Year Annual Cash-Out Policy  
(not upon termination or 

retirement) Agency 
Annual 
Accrual 

Max 
Accrual 

Annual 
Accrual 

Max 
Accrual 

Annual 
Accrual 

Max 
Accrual 

Annual 
Accrual 

Max 
Accrual 

Annual 
Accrual 

Max 
Accrual 

Santa Cruz Metro Transit 
District 

88 264 152 456 192 576 192 576 192 @ 10 576 

Annual leave accumulated 
beyond two hundred (200) 
hours shall upon two (2) weeks 
advance written request of the 
employee, be paid to the 
employee based on the 
employee’s current base hourly 
rate. 

Alameda Contra Costa 
Transit District 

80 240 120 240 160 240 200 240 240 @ 25 240 
No cash-out 

Central Contra Costa County 
Transit Authority 

160 480 200 @ 3 600 240 720 240 720 240 @ 10 720 
Annual cash-out of 1/3 
accrued balance if use and 
balance policy met. 

City of Santa Cruz4 80 160 120 @ 6 240 120 @ 8 320 160 320 160 @ 15 320 
May cash-out 20 hours 
annually 

County of Santa Cruz 128 320 168 @ 6 420 208 @ 11 520 248 @ 16 620 248 @ 16 620 No cash-out 

Golden Gate Transit District DNA DNA DNA DNA DNA DNA DNA DNA DNA DNA DNA 

Monterey Salinas Transit 
District*5     

112 None 152 None 192 None 232 None 232@15 None 

Can cash out 24 hrs. or more 

provided they have used a 

minimum of 5 days in the 

previous year. 

 

Riverside Transit Agency 80 None 120 None 160 None 200 None 240 None No cash-out 

San Mateo County Transit6 None None None None None None None None None None N/A 

                                                      
4 City of Santa Cruz: At 11 years of service, employees accrue 8 hours each year to maximum of 160. 
5 Monterey-Salinas Transit District: provides annual leave which covers both vacation and sick leave. 
6 San Mateo County Transit: provides annual leave which covers both vacation and sick leave. 
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 Year 1 Year 5 Year 10 Year 15 Max Accrual Year Annual Cash-Out Policy  
(not upon termination or 

retirement) Agency 
Annual 
Accrual 

Max 
Accrual 

Annual 
Accrual 

Max 
Accrual 

Annual 
Accrual 

Max 
Accrual 

Annual 
Accrual 

Max 
Accrual 

Annual 
Accrual 

Max 
Accrual 

Santa Clara Valley 
Transportation Authority 

           

AFSCME 
136 @ 1 
152 @ 2 

744 184 744 184 744 216 744 232 @ 20 744 No cash-out 

Unrepresented 248 744 248 744 248 744 248 744 248 744 No cash-out 
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Table B-9: Sick Leave, Holiday, Administrative, and Personal Leave Policies 

Agency 

Sick 
Leave 

Annual 
Accrual 
(Hours) 

Sick Leave 
Maximum 

Accrual 
(Hours) 

Sick Leave Cash-Out Holiday Administrative/Personal Leave 

Santa Cruz Metro Transit District 96 Unlimited 

Cash-Out upon retirement 

Annual cash-out of 25% of 
accrued sick leave above 120 
days (960 hours). 

Annual conversion of sick leave 
accrued beyond a balance of 
96 hours may be converted to 
annual leave. 

Holiday: 
Floating: 

7 
117 

Personal Leave: 5   days/40 hours 
(chargeable to accumulated sick 
leave) 

Administrative Leave: 3.5 days (28 
hours)8 

Alameda Contra Costa Transit District 96 
Year 1: 64 
Year 2+: 

96 

Cash-Out upon retirement 
Service credit upon retirement 
Can put balance into 457 account 

or use for service credit 

Holiday: 
Floating: 

11 
0 

Administrative Leave: 5 days for all 
Exempt Unrepresented employees 

Central Contra Costa County Transit 
Authority 

120 Unlimited 

Cash-Out upon termination  
Based on years of service (>2 years-

0%; 2-5 years - 25% of balance; 
5+ years – 50%) 

Holiday: 
Floating: 

12 
DNA 

No policy 

City of Santa Cruz 96 Unlimited No policy 
Holiday:  
Floating: 

10 
3 

Administrative Leave: 80 hours annually 
(discretionary policy) 

Personal Leave: 3 days 
 

County of Santa Cruz 
48 per 
year of 
service 

1,440 

Cash-Out upon termination 
Cash-Out upon retirement 
Based on years of service: 1-5 

years-10% up to 450 max; 5-10 
yrs.-50% up to 450 max; 11+ yrs. 
75% up to 450 

Holiday: 
Floating: 

13 
0 

Administrative leave: eligible employees 
receive 40 hours for first year and 
then 80 hours subsequent years in 
eligible classification. 

Golden Gate Transit District DNA DNA DNA 
Holiday: 
Floating: 

DNA 
DNA 

DNA 

                                                      
7 Santa Cruz Metro Transit District: Floating Holidays – employees are compensated for any unused time at end of FY and cannot exceed total of 88 hours with Admin leave 
8 Santa Cruz Metro Transit District: Administrative leave increases to 80 hours in June 2019. 
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Agency 

Sick 
Leave 

Annual 
Accrual 
(Hours) 

Sick Leave 
Maximum 

Accrual 
(Hours) 

Sick Leave Cash-Out Holiday Administrative/Personal Leave 

Monterey-Salinas Transit District*9      
Annual 
Leave 

N/A N/A 
Holiday: 
Floating: 

12 
 1 

FLSA Exempt employees accrue 64 hours 

of management leave. 

 

Riverside Transit Agency 96 1,040 

Cash-Out upon termination 
Cash-Out upon retirement 
Cash-Out up to twice annually into 

deferred comp 

Holiday: 
Floating 

8 
4 

No policy 

San Mateo County Transit10 
Annual 
Leave 

N/A N/A 
Holiday: 
Floating 

7 
5 

Personal Leave: 26 days (208 hours) 

Santa Clara Valley Transportation 
Authority 

      

AFSCME 80 Unlimited 
Cash-Out upon termination 

Holiday: 
Floating: 

11 
0 

No policy 
Unrepresented 64 Unlimited 

 

 

 

                                                      
9 Monterey-Salinas Transit District: provides annual leave which covers both vacation and sick leave. 
10 San Mateo County Transit: provides annual leave which covers both vacation and sick leave. 
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Appendix C: Salary Survey
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