BOLINAS COMMUNITY PUBLIC UTILITY DISTRICT

BCPUD BOX 390 270 ELM ROAD BOLINAS CALIFORNIA 94924 415 868 1224 —

MEMORANDUM

TO: | Board of BCPUD Directors

FROM: Georgia Woods, General Manager

RE: Item #15: General Manager Compensation — Proposed Adjustment and
MOU Addendum (FY 2026-2028)

[ DATE: | May 20, 2026

Purpose

To present and take action on the proposed General Manager compensation adjustment
and accompanying MOU Addendum.

Background

As part of the Board’s ongoing review of compensation across District positions, the
General Manager role has been identified as the final position for potential market
adjustment. Previous Board actions have addressed compensation for other positions
based on market data and recruitment and retention considerations.

The enclosed materials include:
e Aproposed phased compensation adjustment for FY 2026-2027 and FY 2027-2028

e Adraftaddendum to the General Manager Employment Agreement documenting
the second-phase adjustment, contingent on satisfactory performance

The proposal reflects:
o Verified peer district compensation data
¢ Internal compensation history and prior adjustments

e The scope and responsibilities of the General Manager role across four enterprise
functions

e Considerations related to cost of living, recruitment, and retention

As required by law, any action on compensation must be taken in a regularly scheduled
open meeting.



The proposed adjustment is informed by the General Manager’s performance evaluation
conducted by the Board between February and April 2026, including closed-session
meetings, as required to protect employee privacy. The Board has determined that
performance has been satisfactory.

The phased structure allows the Board to evaluate performance annually while progressing
toward a more market-aligned compensation level.

Action Requested

Conduct discussion and take action on the proposed General Manager compensation
adjustment and MOU Addendum.

Next Steps

If the Board adopts the proposed adjustment, it will be structured as a two-year phased
increase:

e Year1(FY 2026-2027): Compensation adjustment effective July 1

e Year 2 (FY 2027-2028): Additional adjustment contingent on a satisfactory
performance evaluation

The adjustment would be implemented through the FY 2026/27 MOU, which is expected to
be approved following adoption of the FY 2026/27 budget at the June meeting. An
addendum to the MOU has been prepared to document the second-year adjustment,
consistent with the phased approach.



BOLINAS COMMUNITY PUBLIC UTILITY DISTRICT

Proposed General Manager Compensation
May 20, 2026 | Regular Meeting of the Board of Directors |

Purpose

The following is an analysis by the Board of Directors in connection with the General Manager’s annual
performance evaluation. The Board recommends a phased, market-based compensation adjustment for the
GM position, based on verified peer district data, internal compensation history, and the structural realities of
managing four regulated enterprises within the BCPUD. This recommendation reflects the District's
obligation to maintain competitive compensation for this critical executive position.

1. Current Compensation

Position Hourly Rate Annual Salary
General Manager $65.54/hr $136,323/yr

As documented in the sections below, the GM position is below market for a role overseeing four regulated
public utility enterprises in coastal Marin County. It is the last remaining position at BCPUD where a market
correction has not been applied.

2. Internal Compensation History

Beginning in FY 24/25, the District undertook a systematic review of compensation across all positions to
assess market competitiveness. That review concluded that all positions were below market to varying
degrees. Entry-level Shift Operators were found to be significantly underpaid relative to comparable districts
and the local cost of living. The Chief Operator was found to be moderately underpaid relative to peer district
supervisory operator rates. Market corrections for those positions were implemented in FY 25/26 and
discussed extensively in public Board meetings at the time.

Two additional positions — Assistant GM and Administrative Assistant — were filled during this period at
already market-adjusted rates, reflecting the District's commitment to competitive compensation at the point
of hire.

The General Manager position was included in that same review. The conclusion — that the GM rate is
below market for a role managing four regulated enterprises in coastal Marin County — is consistent with the
peer district data presented in Section 4. The GM is the last remaining position where the market correction
has not yet been applied. That correction is the subject of this document.

The table below shows hourly wages across all positions from FY 23/24 through FY 25/26, the period of
market review and adjustment. All figures are hourly wages.

Position (hourly) 23/24 24/25 25/26 23/24—25/26 Note
COLA only
()
General Manager $61.48 $63.51 $65.54 +6.6% throughout
Assistant GM _ $45.00 $47.97 na New position; hired at

market rate

Chief Operator $45.47 $46.97 $55.67 +22.4% Market adj. in 25/26



Hired at market rate

Admin Asst (bachelor's) open $35.00 $36.23 n/a in 24/25

Market adj. in 25/26;

i i o,
Shift Op (experienced) t $24.00 $24.00 $35.00 +45.8% entry rate $30

1 Both current Shift Operators have experience and certifications and are paid $35.00/hr. Entry-level hire rate with no certifications is
$30.00/hr. Certification pay increments apply per MOU.

3. Scope of the General Manager Role

The BCPUD General Manager oversees four distinct regulated programs, each with its own compliance
obligations, reporting requirements, capital planning, and operational cadence:

+  Water — Treatment, distribution, DDW compliance, source water assessment, capital planning

* Sewer — Collection system, treatment ponds, SSMP, RWQCB/CIWQS reporting, Regional Board
Order compliance

» Septic/Drainage — Big Mesa drainage program, culvert maintenance, stormwater compliance
* Resource Recovery — Green waste operations, SB 1383 administration, composting program

Beyond operational oversight, the GM carries full responsibility for HR, finance and budgeting, capital
improvement planning, grant administration, board relations, public engagement, and emergency response
across all four programs. This breadth is atypical for a district of BCPUD's size and budget, and is directly
relevant to the peer compensation comparisons in Section 4.

The GM and Assistant GM are the two FLSA-exempt (Fair Labor Standards Act) positions at BCPUD. All
other staff — including the Chief Operator, Maintenance Operators, and Administrative Assistant — receive
compensation for every hour worked through regular pay, overtime, standby, and differential pay. The Chief
Operator and Shift Operators routinely incur overtime and are compensated accordingly at time-and-a-half.
The Administrative Assistant does not routinely work beyond 40 hours per week. The Assistant GM is not
expected to routinely work beyond 40 hours per week.

The GM is the only position that routinely works beyond 40 hours per week — averaging approximately 50
hours — for which there is no compensation mechanism. This pattern predates the current GM and reflects
the structural demands of managing four regulated enterprises with a staff of seven BCPUD FTEs. At an
average of 50 hours per week, the effective hourly value of the current GM compensation drops by
approximately 20% relative to the nominal rate.

4. Peer District Market Comparison

The following benchmark is drawn from California State Controller public pay records and verified district
publications. All salary figures are sourced directly — no estimates or third-party ranges are used.

Staff GM Annual

District Count } Enterprises Salary Source
. __ State
Coastside County Water District 31 Water $285,106
Controller
Montara Water & Sanitary Water, Sewer, Solid SELD
L 17 ’ ’ $274,612 Controller,
District Waste
2024
. District
Stllns.on Beach County Water 14 Water, Wastewater $273,491 budget, FY
District
25/26
. . . Water, Wastewater,
N[BT SO L SERTEss 28 Solid Waste, Drainage, $192,571 SELD
District Controller

Lighting



M.eln.ers Oaks County Water 12 Water $162,141 State
District Controller
District
Inverness Public Utility District 17 Water, Volunteer Fire $138,507 budget, FY
25/26
Water, Sewer,
BCPUD (current) 16 Drainage, Resource $136,323 Current

Recovery
1 Controller payroll counts typically exceed actual FTE staff. Montara W&SD lists 17 in Controller records but reports 7 staff on its public

website — the same ratio as BCPUD (16 Controller / 7 FTE). Inverness PUD GM salary reflects FY 25/26 rate, up from $120,587 in
2024.

Benchmark Summary

Benchmark Low Benchmark Median Benchmark High BCPUD Current
$138,507 (Inverness $233,031 (midpoint: $285,106 (Coastside $136,323 41% below
PUD) Nipomo & Stinson Beach) County WD) median

Important caveat: peer GM salary figures are drawn from the most recently available State Controller records and district
publications (2024 or FY 25/26). Those GMs have likely received their own increases since the data was collected. The
gap between BCPUD and its peers may therefore be larger than the figures above reflect.

Key observations from the peer data:
« BCPUD'’s current GM salary of $136,323 is the lowest in the peer dataset and sits 41% below the
verified peer median of $233,031.

*  The most structurally comparable district — Montara Water & Sanitary District — operates with an
identical working staff of 7 across three enterprises and pays its GM $274,612, more than double the
current BCPUD rate.

+ BCPUD’s GM earns less than half the Stinson Beach GM rate ($65.54 vs. $131.49/hr), despite
managing twice the number of enterprises.

* Inverness PUD — a smaller, less complex district — gave its GM a 14.9% single-year correction in
FY 25/26, while BCPUD’s GM has received 6.6% over two years.

5. Housing, Cost of Living, and Retention Risk

The Marin County Housing Context

Marin County is among the most expensive housing markets in California. In West Marin communities
closest to the District — Bolinas, Stinson Beach, and Inverness — both rental and ownership costs are
extreme: average rents range from $3,300 to $5,500 per month, and median home prices routinely exceed
$1.4 million. In Bolinas specifically, a restricted water meter system structurally caps new development,
meaning housing scarcity is not a temporary market condition but a permanent feature of the community.
Even in Novato, the most affordable area of the county, median home prices range from $900,000 to $1.1
million. These conditions apply to any professional the District would seek to recruit or retain in the GM role.
For the District to attract and retain qualified leadership, compensation must be competitive with the market
— not below it.

Why This Matters for Recruitment and Retention

The conditions that historically allowed BCPUD to recruit and retain executive leadership at below-market
compensation have materially changed. Earlier GMs were able to establish housing in the area before the
most dramatic price escalation occurred, or received District-assisted financing to do so — a recognition,
even then, that the compensation alone was not sufficient to secure housing in the community served. Those
conditions no longer exist.



A GM hired today must navigate a housing environment that is among the most expensive in California, on a
public-sector salary that does not support even modest homeownership in most of Marin County. This is not
a personal circumstance unique to the current GM — it is a structural mismatch that applies to any qualified
professional the District would seek to recruit into this role. Compensation that does not provide reasonable
financial stability in the region served is compensation that cannot attract or retain capable leadership over
time.

The District has invested significantly in leadership transition, operational continuity, institutional knowledge,
and organizational modernization since early 2024. Executive turnover at this stage of development would
entail material operational risk, loss of institutional momentum, and the cost and disruption of recruiting in a
competitive market. The Board considers regional housing and cost-of-living conditions a relevant structural
factor in assessing the adequacy of current GM compensation and the need for correction.

6. Proposed Compensation Adjustment for Board Consideration

The Board considers the following phased compensation adjustment for the General Manager position. Both
increases are contingent on a satisfactory performance evaluation in the respective review year. Neither
increase is automatic — each requires the Board to affirmatively confirm satisfactory performance at the time
of the annual evaluation before the adjustment takes effect.

0,
Period Hourly Rate Annual Salary Annual Increase DO
from Current
Current (25/26) $65.54/hr $136,323/yr — —
Satisfactory
Year 1 (26/27) $79.96/hr $166,323/yr +$30,000 evaluation
required
Satisfactory
Year 2 (27/28) $89.58/hr $186,323/yr +$20,000 evaluation
required
Budget Impact
Year 1 (26/27) Year 2 (27/28)
Incremental cost over current $30,000/yr $50,000/yr
As % of total district budget (~$2.9M) 1.03% 1.72%

Context for the Proposed Figures

*  Year 1 at $166,323 remains below the $170,000 floor identified in the peer benchmark analysis as
the conservative market-correction target, and well below the verified peer median of $233,031.

*  Year 2 at $186,323 reflects the Board’s assessment — informed by the peer data — of an
appropriate market correction over the full two-year period, consistent with the scope and complexity
of the role.

* Atfully loaded cost — including the 8% employer CalPERS contribution on the incremental salary
increase — the Year 2 adjustment represents an additional $54,000 annually above the current GM
compensation, an increase of 1.86% of the total district budget.

* No COLA is applied to the GM rate during the adjustment period. Following completion of Year 2, it
is anticipated the position would receive cost-of-living increases consistent with other District staff.

+ Each year’s increase takes effect only upon Board confirmation of a satisfactory performance
evaluation. If an evaluation does not result in a satisfactory finding, the corresponding increase does
not apply and the matter returns to the Board for direction.

« The GM position is the last remaining role at BCPUD where a market correction has not been
applied. All other positions were adjusted through Board action between 2024 and 2025.



Proposed Rates in Peer Context

The table below shows where the proposed Year 1 and Year 2 rates would place BCPUD relative to the peer
dataset used in Section 4. Peer figures are from 2024 or FY 25/26 publications — the most recently available
data. Those districts have likely received their own salary increases since that data was collected, meaning

the comparison below may overstate how competitive the proposed BCPUD rates actually are relative to the

current market. It is presented here as a reference point, not a precise current-market comparison.

The two proposed increases represent a total adjustment of 36.7% above the current GM rate. The GM
position would not receive COLA increases during this two-year adjustment period, unlike all other District
staff who would continue to receive annual cost-of-living adjustments. This adjustment is not exceptional — it
follows the same process and rationale applied to other positions in FY 25/26, each of which was evaluated
for market competitiveness and corrected accordingly through public Board action.

GM Annual vs. BCPUD vs. BCPUD
District Enterprises Sala Year 1 Year 2
y ($166,323) ($186,323)
Coastside County Water District Water $285,106 +71% +53%
Montara Water & Sanitary Water, Sewer, Solid 2 o
District Waste $274,612 e e
pineon Beach County Water  \vater, wastewater $273,491 +64% +47%
Nipomo Community Services HHELE, eI,
D'p . y Solid Waste, Drainage, $192,571 +16% +3%
istrict Liahti
ighting

Water, Sewer,
BCPUD — Year 2 (27/28, Drainage, Resource $186,323 — —
Behesss Recovery

Water, Sewer,
el =t U e Drainage, Resource $166,323 — —
Bchees Recovery
Meiners Oaks County Water oo 470
District Water $162,141 2% 13%
Inverness Public Utility District Water, Volunteer Fire $138,507 -17% -26%

Water, Sewer,
BCPUD — Current (25/26) Drainage, Resource $136,323 -18% -27%

Recovery

Peer salary figures from State Controller records (2024) or district-published budgets (FY 25/26). Those districts have likely received
increases since data collection; percentages above reflect comparison to historical peer data only and should not be read as precise

current-market positioning.

7. Board Action

The following motion is presented for Board consideration:

“The Board of Directors of the Bolinas Community Public Utility District hereby approves a
phased compensation adjustment for the General Manager position: an increase of $30,000
effective July 1, 2026 (FY 26/27), and a further increase of $20,000 effective July 1, 2027
(FY 27/28), each contingent on a satisfactory annual performance evaluation by the Board in
the applicable year.”

The Board may approve, modify, or decline the proposed adjustment. If a Board member wishes to propose
a different figure or structure, that may be offered as an amended motion following discussion.




Legal and Procedural Note

The General Manager’s performance evaluation was conducted in closed session pursuant to Government
Code §54957(b)(1) (Public Employee Performance Evaluation) and Government Code §54957.6
(Conference with Labor Negotiators — Unrepresented Employee). The substance of that evaluation is
confidential and is not subject to disclosure or discussion in open session. The compensation action before
the Board tonight is a separate matter properly taken in open session. Any action approved tonight will be
entered into the public minutes as required by law.




Bolinas Community Public Utility District
DRAFT: ADDENDUM TO STAFF/BOARD MEMORANDUM OF UNDERSTANDING
EMPLOYMENT AGREEMENT
FUTURE COMPENSATION ADJUSTMENT (FY 2027-2028)

This Addendum (“Addendum?) is entered into as of June 17, 2026, by and between the
Bolinas Community Public Utility District (“District”’) and the General Manager
(“Employee”).

This Addendum supplements the existing Employment Agreement / Memorandum of
Understanding (“Agreement”), as amended for Fiscal Year 2026-2027 compensation.

1. Purpose

The purpose of this Addendum is to memorialize the Board of Directors’ intent to
implement a second-phase compensation adjustment for the General Manager position
in Fiscal Year 2027-2028, subject to performance evaluation.

2. Future Compensation Adjustment (FY 2027-2028)
Effective July 1, 2027, the Employee’s compensation shall be adjusted as follows:
e Hourly Rate: $89.58

e Annual Salary: $186,323

3. Performance Contingency
e The adjustment described in Section 2:

o Is contingent upon the Board of Directors’ determination of satisfactory
performance in the Employee’s annual evaluation conducted in 2026/2027

o Requires affirmative Board action following that evaluation
o Shall not take effect automatically
¢ Ifthe Board does not make a finding of satisfactory performance:

o The adjustment shall not be implemented, and



o The Board may provide further direction regarding compensation at that time

4. No Guarantee of Future Compensation Beyond This Addendum

This Addendum reflects the Board’s currently adopted compensation structure but does
not create any entitlement to compensation beyond what is expressly approved by the
Board at the time of the applicable evaluation.

5. No Other Changes

Except as expressly provided herein, all other terms and conditions of the Agreement shall
remain unchanged and in full force and effect.

6. Ratification

This Addendum reflects action taken by the Board of Directors in open session and is
intended to formally document the conditional future compensation adjustment described
above.

7. Signatures

IN WITNESS WHEREOF, the parties have executed this Addendum as of the date first
written above.

BOLINAS COMMUNITY PUBLIC UTILITY DISTRICT

By:
Board President

Date:

GENERAL MANAGER

By:

Date:
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