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Report No: 

Meeting Date: 

Alameda-Contra Costa Transit District 

STAFF REPORT 
TO: Finance and Audit Committee 

AC Transit Board of Directors 

FROM: David J. Armijo, General Manager 

14-191b 

October 22, 2014 

SUBJECT: Amendments to Board Policy No. 201-Personnel Policies for Unrepresented 

Employees 

ACTION ITEM 

RECOMMENDED ACTION(S): 

Consider adoption of Resolution No. 14-044, adopting a new salary structure for unrepresented 
employees and related amendments to Board Policy No. 201 - Personnel Polices for 
Unrepresented Employees. 

EXECUTIVE SUMMARY: 

As the District prepares for the transition to a merit-based pay system for unrepresented 
employees, staff is proposing that a new salary structure be adopted to replace the current 
Grade and Step system with a structure that can accommodate a merit-based pay plan once this 
plan is fully developed by the District and approved by the Board . The proposed salary structure 
was developed with the assistance of an outside consulting firm. The new salary structure 
includes 10 salary grade levels for non-executive unrepresented employees and four salary 
grade levels for unrepresented employees in executive management classifications. Th is 
structure will provide the necessary flexibility for the District to implement a merit-based salary 
plan for unrepresented employees, which currently is not available under the existing salary 
structure. 

BUDGETARY/FISCAL IMPACT: 

There is no fi scal impact related to the adoption of this new salary structure as employees will 
be placed in the new salary structure with no change to their current salary. 

BACKGROUND/RATIONALE: 

The Board has expressed a desire for the District to adopt a merit-based pay plan for 
unrepresented employees. Under the current Grade and Step salary structure, it is virtually 
impossible to implement an effective merit pay plan because more than half of the 
unrepresented employees (32 of 60) are at the top step of their pay grade and within two years 
75% (i.e. 45 of 60) of all unrepresented employees will be at top step of their pay grade. 
Without the possibility for salary growth there are only very limited options to reward 
performance through a merit-based pay plan. 
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As a result, prior to implementing a merit-based plan, a new pay structure needs to be 
developed that can accommodate such a plan by allowing room for individual salary growth 
based on an unrepresented employee's performance. To accomplish this task, the District 
enlisted the assistance of a compensation consulting firm to review the District's pay structure 
and suggest modifications that represent best practices for compensation. 

Consultant's Recommendations 

There were three key findings from this study. First, the mid-points of the District's current 
salary structure were generally low and should be moved "closer to the 50'h percentile 
(median) of the market".1 Second, there are currently too many salary grades for non-executive 
employees. Third, the current salary grades are only 20% wide and should be expanded. 

To address these issues the consultant recommended a 10 grade salary structure2 for non
executive employees, centered on new mid-points that were closer to the 50'h percentile of the 
market. Around these new mid-points, new minimum and maximum salaries were developed 3 

to achieve the recommended 50% salary growth in each pay grade. 4 

The consultant also recommended a four grade salary structure for executive employees that 
included mid-points closer to the 50'h percentile of the market and a 50% salary range within 
each grade. 

Implementation ofthe Recommendations 

Some unanticipated problems were identified with the implementation of the Recommended 
Salary Structure developed by the consultant. 

No Room for Salary Growth 

An effective merit-based system depends on adequate room for salary growth to reward good 
performance. Unfortunately, the maximum salary proposed by the consultants for the new 
grades 140 and 150 is actually lower than the current maximum salary for the equivalent 
classifications under the current pay structure (i.e. grades 7 and 8), which means that three of 
the seven employees in these classification who are currently at top step will see the maximum 
salary for their position drop if the consultant's recommendation is adopted. 

1 The consultant noted that at the "top levels" the District "lags the market more significantly" and the newly 
recommended mid-points were described as "incremental adjustments which brings AC Transit closer to the 
market, but does not prescribed dramatic increases." 

2 This was accomplished by eliminating the current Grades 1 and 5 (no current classifications were in these 
grades); merging Grades 6 and 7 (into new 140) and Grades 11 and 12 (into new 180); and distributing Grades 
13, 14, and 15 over two grades (new 190 and 200) rather than three. 

3 These are calculated by adjusting downward 25% from the mid-point to determine the minimum salary for the 
grade and upward 20% from the mid-point to determine the maximum salary for the grade. 

4 See Attachment 2 for the Recommended Salary Structure proposed by the consultant. 
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In addition, the proposed new pay grades through the current grade 9 do not provide sufficient 
room for future salary growth to allow implementation of an effective merit-based pay plan.5 

Currently there are 22 employees in grade 2 through grade 9 classifications. Nine of these 
employees are at the top step and would be affected by this problem. 

Upon close review of the consultant's report it became clear that the reason for the problem 
with potential salary growth was that the consultant's recommendation was based on older 
salary data collected in 2013. As a result, the baseline numbers used by the consultant to 
produce the new salary structure understated the District's current salary structure by 8.3% on 
average. 6 

Solution 

Once this reliance on outdated information was discovered a relatively easy solution presented 
itself. The consultant's model for the new pay structure could be rebuilt by increasing the 
proposed mid-points on the new salary grades by 8.3% to account for the error. Thereafter the 
new minimum and maximum points can be established using the formula identified previously 
(i.e. 25% below the mid-point for the minimum and 20% above the mid-point for the 
maximum). 7 

Placement of Existing Classifications in the New Wage Structure 

Under the salary structure developed by the consultant, the relationship between existing and 
proposed grades was identified as follows: 9 to 160, 10 to 170, 11 & 12 to 180, 13 to 190. 

The first problem under this heading arose when the consultant recommended placement of 
certain classifications on the new pay structure in a lower grade than the relationship between 
the existing and new salary grades outlined above called for. 

In particular, there were 13 classifications that were placed at a lower grade on the new pay 
structure than one would have expected, yet only five of these 13 classifications (identified in 
bold typeface below) were bench marked by the consultant. 

Current Classification Proposed 
Grade Grade 
10 General Services Mgr. 160 

Maintenance Superintendent 160 
Project Manager 160 
Real Estate Manager 160 
Transportation Superintendent 160 

5 See Attachment 3 
6 See Attachment 4 that compares the District's current salary plan to the outdated data used by the consultant 

and demonstrates the average 8.3% difference. 
7 See Exhibit A to Resolution 14-044 (Attachment 1) for the updated Salary Structure developed using this 

solution. 
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Senior Advisor8 

Internal Audit Manager 
Media Affairs Manager 
Payroll Manager 
Contract Services Manager 
Manager of Systems Analysis 

11 Mgr. of Safety & Environmental Engineering 
Protective Service Manager 
Training & Education Manager 
Human Resources Manager 
Senior Project Manager 
Retirement System Manager 

12 Budget Manager 
Capital Planning & Grants Manager 
Treasury Manager 

13 Controller 
Attorney Ill 

Marketing & Communications Director 
Director of Service Development & Planning 
Procurement & Materials Director 
Director of Capital Projects 
Director of Information Technology 
Director of Labor Relations 
Director of Management and Budget 
Director of Systems & Software Development 

160 
170 
170 
170 
170 
170 
170 
170 
170 
180 
180 
180 
170 
170 
180 
180 
180 
190 
190 
190 
190 
190 
190 
190 
190 

In summary, six of the current grade 10 classifications were placed at the lower Grade 160 and 

five at the expected Grade 170 on the new salary structure. Similarly, five of nine grade 11 & 12 

positions were placed at the lower Grade 170 and the remaining four were placed at the 
expected Grade 180. Finally, eight of ten grade 13 positions were placed at the expected Grade 

190 but the remaining two were placed at the lower Grade 180 level. 

The report suggests that this placement was done as a leveling mechanism between jobs at the 

District but there is no comprehensive analysis to support these decisions. The proposed 
changes would result in the disruption of long standing relationships between these 

classifications. In addition, the data for the five bench marked classifications does not appear to 
support the proposed downgrades. 

All five benchmarked classifications were significantly behind the market at the P75 level (i.e. 
75th percentile of the market), ranging from 8.5% to 19.1% behind at this level. Three of the five 

classifications were behind the market at the median, PSO, level, ranging from 3.6% to 8.9% 

behind the market. With respect to the other two classifications, the Attorney Ill classification 

was essentially at the market at the PSO level (0.3% ahead) and the Transportation 

Superintendent classification was ahead at the PSO level by only 4. 7% (somewhat of a surprise 

8 Formerly budgeted as a Project Manager. 
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given the difficulty the District is having recruiting for Transportation Superintendents). Despite 
no empirical evidence that these classifications were overpaid as compared to the market, a 
recommendation was made to downgrade these classifications as compared to their peer 
classifications at the District. 

The proposed placements for these 13 classifications also gave rise to a second problem. Some 
of the placements ignored the overall purpose of the new salary structure, which is to 
accommodate sufficient salary growth for an effective merit-based pay plan. 

For example, six current Grade 10 classifications were placed in the new Grade 160, with a 
proposed maximum salary of $117,600. There are currently 11 employees in these six 
classifications, eight of whom are at top step earning $121,524, and one who is at step 6 
earning $117,989. In other words, for nine of the 11 employees affected by this change their 
proposed maximum salary is less than they are earning now, which effectively rules out any 
merit-based incentives for these employees. 

Similarly, one of the two current Grade 12 employees placed in the new Grade 170 is at top 
step and earning $141,409, yet the proposed maximum for Grade 170 is $134,400. The other 
grade 12 employee is currently at step 5 and earning $133,284, leaving virtually no room for 
salary growth (i.e. 0.8%). This is true as well for employees in those classifications currently in 
Grade 11 that were placed at Grade 170. Two of three of these employees are at top step and 
as a result only have only 2.4% room for salary growth above their current top step. Likewise, 
the new maximum salary for those Grade 13 classifications placed in Grade 180 is only 1.4% 
higher than their current top step. Again, this effectively rules out any merit-based pay 
incentives for employees in these classifications. 

Solution 

These 13 classifications should be initially placed on the new salary structure with their peer 
classification at the expected salary grade level. If desired, this placement can be followed up 
by a benchmarking study of comparable local agencies with respect to these 13 classifications 
to determine that they are appropriately placed. 

With respect to the salary issues identified above, this would be rectified somewhat by the 
placement along with peer positions. It would be completely rectified if the District were to 
adopt the revised salary structure discussed above. 

Compaction 

The placement of the Director of Service Planning and Development and the Director of Bus 
Rapid Transit classifications at the new Grade 200 level creates a potential compaction problem 
as both classifications report to an executive at the E1 level. The same is true for the currently 
vacant Grade 15 Director of Environmental Technology classification. The maximum salary for 
the Grade 200 classifications is only 2.2% lower than the maximum salary for the E1 
classifications. The District's personnel policies call for at least a 5% gap between the salaries of 
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the supervisor and subordinate. Placing these three classifications at the 200 level 
unnecessarily creates a potential compaction issue. In addition, the proposed placement of 
these three classifications also ignores the consultant's recommendation for a two-step "gap" 
between classifications in the supervisory chain. The E1 level is the next "step" in the salary 
plan above the 200 level. 

Solution 

Placement of these three classifications at the Grade 190 level provides adequate room for 
salary growth without creating any compaction issue. In addition, the other Directors placed at 
the 190 level have a similar span of control as these three classifications. 

It should be noted that two other Director level classifications were placed at the 200 level 
(Director of Transportation, Director of Maintenance) but both of these have a much broader 
span of control and both report to an executive at the E3 level, eliminating any possibility of 
compaction. 

Updated Placement Recommendation 

The updated placement recommendation for active classification on the new salary schedule 
can be found at Exhibit B to Resolution 14-044. This includes all of the currently active 
unrepresented classifications. 

In addition, Attachment 5 lists all of the inactive or currently unused unrepresented 
classifications and their proposed placement on the new salary structure should they become 
active again at some future date. 

Summary 

To summarize, the District is proposing a new pay structure that will lay the foundation for the 
implementation of a merit based pay system in the future. The new pay structure eliminates 
annual step increases as there are typically no fixed steps in a merit based pay plan. This 
structure should provide potential for salary growth for all unrepresented employees based on 
their performance. 

In the interim, while a merit-based pay plan is being developed, the proposed pay structure is 
flexible enough to accommodate an across the board wage increase approved by the Board 
without disturbing the framework of the salary structure. 

Upon approval by the Board of the new salary structure, employees will be transferred at their 
current salary level to the new salary structure. The adoption of the proposed structure will not 
increase unrepresented employee salaries. 
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Related Amendments to Policy 201 

To accommodate the implementation of the proposed pay structure some changes to Board 
Policy 201 are required. These are outlined below. 

SECTION 2.1 SALARY GRADES 

This section has been revised to broadly describe the new salary structure. Language 
referencing grades and steps has been removed to allow unrepresented employees to move to 
a merit-based pay plan once developed by the District and approved by the Board. 

SECTION 2.3 STEP INCREASES 

This amendment eliminates the annual step advances that are part of the current salary plan. 

SECTION 2.5 PROMOTIONS (formally 2.6) 

This amendment replaces the requirement for an automatic 4.75% salary increase for 
employees receiving promotions with a requirement that their new salaries be based on the 
analysis by Human Resources staff of their applicable education and experience (i.e. 
appropriate placement within the salary grade). 

SECTION 2.6 EXTENUATING CIRCUMSTANCES (formally 2.7) 

Language referencing steps has been removed from this section. 

ADVANTAGES/DISADVANTAGES: 

The advantage to adopting the proposed new pay structure at this time is that it lays the 
foundation for the transition to a merit-based pay system over the next several months and 
establishes a framework that allows all unrepresented employees an opportunity to receive 
salary improvements in subsequent years based on their performance. 

There are no identified disadvantages to adopting the new salary plan structure at this time. 

ALTERNATIVES ANALYSIS: 

There are two alternative for the Board. The first would be to make no changes and retain the 
current Grade and Step system, which would effectively forestall the implementation of a 
merit-based pay system. The second would be to implement the proposal submitted by the 
consultant "as-is", with the attendant problems outlined above. 
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PRIOR RELEVANT BOARD ACTIONS/POLICIES: 

On February 26, 2014, the Board adopted Resolution No. 14-010, establishing Board Policy No. 

201; Personnel Policies for Unrepresented Employees. 

ATTACHMENTS: 

1: Resolution No. 14-044 and related exhibits. 

2: Original recommended salary structure from consultant. 

3: Comparison of consultant's maximum salaries to current maximum salaries. 

4: Comparison of current data against the outdated information used by consultant. 

5: Chart of salary placement by classification-inactive/unused classifications. 

Department Head Approval: Tom Prescott, Acting Chief Administrative Services Officer 

Reviewed by: Denise C. Standridge, Interim General Counsel 

Prepared by: Tom Prescott, Acting Chief Administrative Services Officer 
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ALAMEDA-CONTRA COSTA TRANSIT DISTRICT 
RESOLUTION NO. 14-044 

A RESOLUTION ADOPTING A NEW PAY STRUCTURE FOR UNREPRESENTED 
EMPLOYEES AND RELATED AMENDMENTS TO BOARD POLICY 

NO. 201- PERSONNEL POLICIES FOR UNREPRESENTED EMPLOYEES. 

WHEREAS, the Board of Directors of the Alameda Contra Costa Transit District has from 
time-to-time adopted Board Policies and Resolutions related to the policies and procedures 
that apply to the employment of unrepresented District employees; and 

WHEREAS, the General Manager has from time-to-time recommended amendments to 
Board Policies that apply to the employment of unrepresented District employees; and 

WHEREAS, the Board of Directors approved the adoption of Board Policy No. 201 on 
February 26, 2014; and 

WHEREAS, the Board of Directors has reviewed and considered the recommendation of 
the General Manager to create a new pay structure for unrepresented employees that will 
permit the adoption of a merit based pay plan in the future; and 

WHEREAS, the Board of Directors has considered the recommendation of the General 
Manager to amend Article 2 Compensation of Board Policy No. 201 to accommodate the new 
pay structure; 

NOW THEREFORE, the Board of Directors of the Alameda-Contra Costa Transit District 
does hereby resolve as follows: 

Section 1. The new pay structure attached hereto as Exhibit A is hereby approved 
and the former Grade and Step pay structure is hereby abolished. 

Section 2. The placement of unrepresented classifications on the new pay structure 
as detailed in Exhibit B is hereby approved. 

Section 3. The amendments to Article 2 Compensation of Board Policy No. 201 
attached hereto as Exhibit C, are hereby adopted. 

Section 4. This resolution shall become effective immediately upon its passage by 
four affirmative votes of the Board of Directors. 

Resolution No. 14-044 Page 1 of 2 
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PASSED AND ADOPTED this 22nd day of October 2014. 

Greg Harper, President 
Attest: 

Linda A. Nemeroff, District Secretary 

I, Linda A. Nemeroff, District Secretary for the Alameda-Contra Costa Transit District, do hereby 
certify that the foregoing Resolution was passed and adopted at a regular meeting of the Board 
of Directors held on the 22nd day of October, 2014 by the following roll call vote: 

AYES: 
NOES: 
ABSENT: 
ABSTAIN: 

Linda A. Nemeroff, District Secretary 

Approved as to Form and Content: 

Denise C. Standridge, Interim General Counsel 

Resolution No. 14-044 Page 2 of 2 
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PROPOSED NEW PAY STRUCTURE- 2014 
Current 

New Grade 
Proposed Proposed Proposed 

Grade Minimum Mid-Point Maximum 
Ex E4 $ 199,272 $ 249,090 $ 298,908 
Ex E3 $ 180,211 $ 225,264 $ 270,317 
Ex E2 $ 164,183 $ 205,229 $ 246,274 
Ex E1 $ 154,133 $ 192,666 $ 231,199 

14,15 200 $ 150,754 $ 188,442 $ 226,130 
13, 14, 15 190 $ 129,094 $ 161,367 $ 193,640 

11, 12 180 $ 111,766 $ 139,707 $ 167,648 
10 170 $ 97,037 $ 121,296 $ 145,555 
9 160 $ 84,907 $ 106,134 $ 127,361 
8 150 $ 74,684 $ 93,355 $ 112,026 

6, 7 140 $ 66,280 $ 82,850 $ 99,419 
4 130 $ 58,915 $ 73,644 $ 88,373 
3 120 $ 53,024 $ 66,280 $ 79,536 
2 110 $ 48,345 $ 60,431 $ 72,518 
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Current 
Current 

Classification 
Grade 

Minimum 
(First Step) 

Administrative Assistant 2 $ 55,126 
Senior Administrative Assistant 3 $ 59,452 
Executive Administrative Assistant 4 $ 64,148 

Assistant District Secretarv 6 $ 74,877 
Management Analyst 6 $ 74,877 
Labor Relations Representative 7 $ 80,810 
Executive Coordinator 7 $ 80,810 
Internal Auditor 7 $ 80,810 
Human Resources Administrator 8 $ 87,212 
Principal Financial Analyst 8 $ 87,212 
Sr. Human Resources Administrator 9 $ 94,183 
labor Relations Administrator 9 $ 94,183 
IEoual Emolgyment Opportunitv Prm~:ram Administrator 9 $ 94,183 
General Services Manager 10 $ 101,748 
Maintenance Superintendent 10 $ 101,748 

Manager of Special Projects 10 $ 101,748 
Real Estate Manager 10 $ 101,748 
Senior Advisor 10 $ 101,748 
Transportation Superintendent 10 $ 101,748 
Internal Audit Manager 10 $ 101,748 
Media Affairs Manager 10 $ 101,748 

Payroll Manager 10 $ 101,748 
Contract Services Manager 10 $ 101,748 
Manager of Systems Analysis 10 $ 101,748 
Manager of Safety & Environmental Engineering 11 $ 109,930 
Protective Services Mana.e.:er 11 $ 109,930 
Training and Education Manager 11 $ 109,930 
Budget Manager 12 $ 118,411 

Capital Planning & Grants Manager 12 $ 118,411 
Human Resources Manager 11 $ 109,930 
Senior Project Manager 11 $ 109,930 
Treasury Manager 12 $ 118,411 

Attorney Ill 13 s 127,912 

Retirement System Manager 11 $ 109,930 

Controller 13 $ 127,912 

Current 
New New 

Maximum 
(Top Step) 

Grade Minimum 

$ 65,805 110 $ 48,345 
$ 70,971 120 $ 53,024 
$ 76,558 130 $ 58,915 
$ 89,412 140 $ 66,280 
$ 89,412 140 $ 66,280 
$ 96,457 140 $ 66,280 
$ 96,457 140 $ 66,280 
$ 96,457 150 $ 74,684 
$ 104,170 150 $ 74,684 
$ 104,170 160 $ 84,907 
$ 112,402 160 $ 84,907 
$ 112,402 160 $ 84,907 
$ 112,402 160 $ 84,907 
$ 121,524 160 $ 84,907 
$ 121,524 160 $ 84,907 

$ 121,524 160 $ 84,907 

$ 121,524 160 $ 84,907 
$ 121,524 160 $ 84,907 
$ 121,524 160 $ 84,907 
$ 121,524 170 $ 97,037 
$ 121,524 170 $ 97,037 

$ 121,524 170 $ 97,037 

$ 121,524 170 $ 97,037 
$ 121,524 170 $ 97,037 
$ 131,238 170 $ 97,037 

$ 131,238 170 $ 97,037 
$ 131,238 170 $ 97,037 

$ 141,409 170 $ 97,037 

$ 141,409 170 $ 97,037 
$ 131,238 180 $ 111,766 

$ 131,238 180 $ 111,766 
$ 141,409 180 s 111,766 
$ 152,725 180 $ 111,766 

$ 131,238 180 $ 111,766 

$ 152,725 180 $ 111,766 

New 

Midpoint 

Is 60,431 

Is 66,280 
$ 73,644 

Is 82,~50 

IS 82,850 

$ 82,850 

$ 82,850 

$ 93,355 

IS 93,355 

$ 106,134 

IS 106,134 

Is 106,134 

Is 106,134 

s 106,134 

IS 106,134 

IS 106,134 

$ 106,134 

$ 106,134 

$ 106,134 

$ 121,296 

Is 121,296 

1 s 121,296 
1 s 121,296 
$ 121,296 

IS 121,296 

$ 121,296 

$ 121,296 

$ 121,296 

$ 121,296 
1 $ 139,707 
1 s 139,707 
1 s 139,707 
1 s 139,707 

$ 139,707 

$ 139,707 

New 

Maximum 

$ 72,518 
$ 79,536 
$ 88,373 

$ 99,419 
$ 99,419 
$ 99,419 
$ 99,419 

$ 112,026 

$ 112,026 

$ 127,361 
$ 127,361 
$ 127,361 
$ 127,361 
$ 127,361 

$ 127,361 

$ 127,361 
$ 127,361 
$ 127,361 
$ 127,361 
$ 145,555 
$ 145,555 

$ 145,555 

$ 145,555 
$ 145,555 
$ 145,555 
$ 145,555 
$ 145,555 

$ 145,555 

$ 145,555 
$ 167,648 
$ 167,648 

$ 167,648 
$ 167,648 

$ 167,648 

$ 167,648 
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Current 
Current Current 

Classification Minimum Maximum 
Grade 

(First Step) (Top Step) 

Marketing & Communications Director 13 $ 127,912 $ 152,725 
Director of Service Development and Planning 13 $ 127,912 $ 152,725 
Procurement and Materials Director 13 $ 127,912 $ 152,725 
Director of Capital Projects 13 $ 127,912 $ 152,725 
Director of Information Technology 13 $ 127,912 $ 152,725 
Director of labor Relations 13 $ 127,912 $ 152,725 
Director of Management and Budget 13 $ 127,912 $ 152,725 
Director of Systems & Software Development 13 $ 127,912 $ 152,725 
Director of legislative Affairs & Community Relations 14 $ 138,112 $ 164,899 
Director of Proiect Controls & Systems Analysis 14 $ 138,112 $ 164,899 
Director of Bus Rapid Transit 15 $ 149,143 $ 178,058 
Director of Environmental Technology 15 $ 149,143 $ 178,058 
Attorney IV 14 $ 138,112 $ 164,899 
Director of Maintenance 14 $ 138,112 $ 164,899 
Director of Transportation 14 $ 138,112 $ 164,899 
Chief Administrative Services Officer 15 $ 149,143 $ 178,058 
Chief Planning, Engineering and Construction Officer 15 $ 149,143 $ 178,058 
Chief Information Services Officer 15 $ 149,143 $ 178,058 
Chief Financial Officer Exec $ 224,293 $ 224,293 
Chief Operating Officer Exec $ 215,270 $ 215,270 

New New 
Grade Minimum 

190 $ 129,094 
190 $ 129,094 
190 $ 129,094 
190 $ 129,094 
190 $ 129,094 
190 $ 129,094 
190 $ 129,094 
190 $ 129,094 
190 $ 129,094 
190 $ 129,094 
190 $ 129,094 
190 $ 129,094 
190 $ 129,094 
200 $ 150,754 

200 $ 150,754 
E1 $ 154,133 
E1 $ 154,133 
E1 $ 154,133 
E2 $ 164,183 
E3 $ 180,211 

New 

Midpoint 

$ 161,367 

$ 161,367 

$ 161,367 
$ 161,367 

1 s 161,367 
1 s 161,367 

$ 161,367 
1 5 161,367 

$ 161,367 

1 5 161,367 
$ 161,367 

$ 161,367 

$ 161,367 
1 s 188,442 

$ 188,442 

$ 192,666 
1 5 192,666 
1 s 192,666 
$ 205,229 

1 s 225,264 

New 
Maximum 

$ 193,640 
$ 193,640 

$ 193,640 
$ 193,640 
$ 193,640 

$ 193,640 
$ 193,640 

$ 193,640 
$ 193,640 

$ 193,640 
$ 193,640 
$ 193,640 

$ 193,640 
$ 226,130 
$ 226,130 
$ 231,199 
$ 231,199 
$ 231,199 
$ 246,274 

$ 270,317 
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Exhibit C to Resolution No. 14-044 

AC Transit Policy No. 201 
BOARD POLICY 

Category: Personnel Matters 

PERSONNEL POLICIES FOR 
UNREPRESENTED DISTRICT EMPLOYEES 

ARTICLE 2. COMPENSATION 

Section 2.1 Salary Grades 
Section 2.2 Initial Hire Rates 
Section 2.3 Salary Step Advances 
Section 2 .~4 Maintenance of Differentials 
Section 2.1,a Acting Appointments 
Section 2.§.e Promotions 
Section 2 .§+ Extenuating Circumstances 
Section 2.ZS Project Pay 
Section 2.f!9 Overtime 

SECTION 2.1 SALARY GRADES. 

The salary structure for unrepresented classifications shall be comprised of 
multiple salary grades. each with identified minimum, mid, and maxium pointsseven (7) 
steps with three percent (3%) between each step, which shall be subject to change from 
time to time by the Board in accordance with District policies, practice and labor market 
considerations. 

SECTION 2.3 SALARY STEP ADVANCES. 

A salary step advancement may be granted to employees who continue to 
demonstrate satisfactory job performance after completion of one year of service in the 
former step until said employees reach the top step of the salary grade schedule. 

A salary step advancement may be postponed for an employee who has not 
demonstrated satisfactory performance. The employee shall not be entitled to a salary 
step increase until such time as his/her performance is deemed satisfactory. After 
demonstration of satisfactory performance, the employee's supervisor is responsible for 
determining the effective date of the step increase in coordination with the Human 
Resources Department. That date shall become the employee's ne'N salary anniversary 
Gat&. 
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A salary step increase shall be postponed if an employee has been placed on 
performance review. After the employee has successfully completed the performance 
review, the employee will be entitled to a non retroactive step increase, which shall 
become effective on the date the employee is no longer on performance revie'N. That 
date shall become the employee's new salary anniversary date. 

SECTION 2.§6 PROMOTIONS. 

The rate of pay for an employee promoted to a classification in a higher pay 
grade shall be determined based on the Human Resources Department's analysis of 
the education and experience that employee brings to the new position , in relation to the 
published minimum qualification. 

Employees promoted to a higher level classification shall be placed on at least 
the first step of the new salary grade, or at minimum the step that provides for at least a 
4.75% salary increase. 

SECTION 2.~7 EXTENUATING CIRCUMSTANCES. 

When necessary and appropriate, and in coordination with the Human 
Resources Department, the General Manager may authorize individual ~movements 

within salary grades provided such movements are within the minimum and maximum 
ranges of the Board adopted grade and step system. 
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Recommended Salary Structure - Unrepresented jobs 

• This table 
shows the 
recommended 
ranges for 
base salary, 
including 
combining 
some grades 

Note: Current AC Transit Grades 
are not a direct match to Hay 
Grades. 

H190 

H150 
H140 
H140 

H130 

H110 

13 

8 
7 
6 
5 
4 

2 

Dollars in Thousands 

$54.4 
$59.2 $64.9 $70.6 $54.4 

$60.1 $65.4 $49.0 

$50.9 $55.8 $60.7 $44.6 

Combine 

Com bine )> 
...... or 
0 
:::::; 

3 
(!) 
::J ..... 
N 

}-combine ~ 
$68.0 $81.6 }-combine~ 
$68.0 $81.6 

(.!) 

$61.2 $73.4 ....>. 

0' 

$55.8 $66.9 
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Attachment 3 to SR 14-191b 

COMPARISON OF HAY MAX TO DISTRICT CURRENT MAX 

AC Available 

Transit Actual Max Hay Max Salary 

Grade Growth 
15 $ 178,058 $ 208,800 17.3% 
14 $ 164,899 $ 208,800 26.6% 
13 $ 152,725 $ 178,800 17.1% 
12 $ 141,409 $ 154,800 9.5% 
11 $ 131,238 $ 154,800 18.0% 
10 $ 121,524 $ 134,400 10.6% 
9 $ 112,402 $ 117,600 4.6% 
8 $ 104,170 $ 103,400 -0.7% 
7 $ 96,457 $ 91,800 -4.8% 
6 $ 89,412 $ 91,800 2.7% 
4 $ 76,558 $ 81,600 6.6% 
3 $ 70,971 $ 73,400 3.4% 
2 $ 65,805 $ 66,900 1.7% 
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AC 

Hay Min Hay Mid Hay Max Actual Mid 

Difference 

Between 

_,. 
' 0 
~ 

<0 
0" 
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Attachment 5 to SR 14-191b 

Existing and New Salary Grades for Unrepresented Employees 

Classification 
Current New 

Vacant Since 
Grade Grade 

Accounting Manager 10 170 3/07 

Attorney I 10 170 5/12 

Information Services Customer Services Manager 10 170 11/09 

Attorney II 11 170 before 1998 

Information Services Support Manager 11 180 6/11 

Labor Relations Manager 11 180 10/99 

Project Engineer- Architect 11 180 11/12 

Service Planning Manager 11 180 never filled 

Assistant Director of Transportation 12 180 1/12 

Service Development Director 12 180 12/00 

Assistant General Manager 14 180 2/13 
Information Services Manager 13 180 11/01 

Director of Facilities & Construction Engineering 14 190 6/11 

Deputy GM- Service Development EXE 190 5/10 

Human Resources Director EXE 190 7/05 

Deputy General Manager EXE 190 3/10 

Assistant General Counsel 15 190 2/12 

Chief Maintenance Officer EXE 190 7/10 

Chief Planning & Development Officer 13 E1 8/14 

ChiefTechnology Officer 13 E1 8/14 

Chief Performance Officer 14 E1 8/14 

Chief Human Resources Officer EXE E1 8/14 




