DEPARTMENT: District Office JOB TITLE: Chief Executive Officer

FLSA STATUS: Exempt DATE: 10/6/2015
REPORTS TO: Board of Directors APPROVED BY: BOD - 10/26/2015
SUPERVISES: Directly: 5 Indirectly: 7 CS H/R 5/31/16

SUMMARY:

The Chief Executive Officer (CEO) of the Del Puerto Health Care District (District) is hired by and
reports to the Board of Directors (Board). Additionally, this position is responsible to the Board for the
District's operational journey toward the District's Mission, Strategic Plan, Financial Goals, Growth and
Administration.

ESSENTIAL FUNCTIONS: The responsibilities below represent the required knowledge, skills, and
abilities required to be successful in this position. The CEO will:

Financial Responsibilities and Duties:

1. Be responsible for the District's Financial Operations and monthly report to the Board
through the Finance Committee.

2. Develop and maintain accounting methods and procedures that control expenditures,
monitor revenue, and familiarize the Board with the District's financial needs and status.

3. Review, oversee, and monitor budget compliance for each department, reporting to the
Board monthly.

4. Ensure that the Annual Budget is produced by June 30 of each year.

5. Participate, review, and recommend, along with the Finance Committee, a sustainable
investment portfolio.

6. Keep the Board of Directors apprised of actions and the execution of contractual
agreements for the District's professional services, recommending changes as required.

7. Pursue Development Impact Mitigation Fees and other funding opportunities from grants
and public and governmental agencies, assuring compliance with grant restrictions.

8. Develop and suggest administrative and financial policy and procedures that are
acceptable to the Board.

9. Direct and ensure that the District sustains adequate insurance coverage required to

protect the District appropriately.

General Responsibilities and Duties

10. Implement all policy decisions of the Board of Directors, as directed.

11. Review the District's long-range strategy and confirm that the achievement of its Mission
is realized consistently and in a timely manner.

12. Provide leadership in Administrative, Organizational, and Financial development plans.

13. With the Board and Staff, recommend policies to be authorized by the Board.

14. Maintain and secure official records and documents and ensure compliance with Federal,

State, and Local Regulations.
15. Maintain a working knowledge of significant developments and trends in the Health Care



and Emergency Medical Services industries.
16. Understand and recommend practical technological innovations that will advance the
District's efforts in the Health Care and Emergency Medical Services industries.

Public Entity Responsibilities:

17. Ensure that Federal, State, County, and City regulatory requirements are accomplished.

18. Develop and maintain strong relationships with local, county, state, and federal personnel
to advocate for legislative needs

19. Establish and foster working relationships and cooperative arrangements with
Community groups, private, public and non-profit organizations.

20. Represent the District's Programs and Missions to agencies, organizations, and
community constituents.

21. Follow Federal, State, and District standard operating procedures regarding the Public
Records Act.

22. Possess a strong knowledge of taxpayer issues regarding the expenditure of District
public funds.

Communications:

23. Keep the Board of Directors fully informed on the condition of the District's Financial,
Personnel, and Management factors that influence aspects of its operation.

24, Use good judgment and confer with the District’s Legal Counsel on media
communications as necessary, such as Press Releases.

25. Maintain strong verbal and written language skills.

26. Develop and collect data reports for the Board of Directors regarding Financial and
Operational issues.

27. Provide a monthly Narrative Report on the District’s operations, combining information
from the Health Center Manager/Medical Director and the Director of Ambulance
Operations.

Relations With Staff:
28. Build an effective Management team.
29. Maintain a collaborative environment that attracts, retains, and motivates a diverse staff

of top-quality people.

30. Collaborate with the Health Center Manager, the Medical Director(s), and the Director
of Ambulance Operations to support and coach employees on a safe, professional,
ethical, and compliant work environment.

31. Stay well informed of Crisis and Risk Management knowledge and share it with the
Board and Staff, recommending implementation when necessary.

31. Continue education through conferences and seminars in health care, administration, and
management areas to maintain, strengthen, and capitalize ideas, philosophies, and
abilities as a Health Care District leader.

32. Promote and build capacity through educational opportunities for Staff while continually
addressing and coaching “'best practices” in business improvements.

33. Conduct Staff and Department Meetings in a manner that develops openness, trust, and



respect.

34. Keep the Board of Directors informed of Staff concerns about work performance and
safety and security needs in the district's workplace environment.

35. Keep the Board of Directors informed of the District's affairs, inclusive of
correspondence or media issues of commendations and/or criticisms.

36. Assist the Board President with Board meeting agendas, acknowledging that the Board
President has the final authorization of the Agenda items.

37. Oversee the development and empowerment of a strong workforce by recruiting, hiring,
training, supporting, and evaluating the growth potential of employees and, when
necessary, releasing staff and/or volunteers while assuring compliance with Federal,
State, and County regulations.

QUALIFICATION REQUIREMENTS:
The requirements below represent the required knowledge, skill, and/or ability. Reasonable

accommodations may be made to enable individuals with disabilities to perform the essential
functions of the position.

Education:
. BA/BS degree preferred.
. California Special District Association certification preferred.

Training And Experience:

A minimum of five (5) years’ experience of responsible leadership in the field(s) of business or public
administration, health care, human services, or related nonprofit organizational environment. Such
experience should encompass, but not be limited to, business operations as well as supervision and
management of personnel.

Physical Requirements:
The physical demands described here represent those that an individual must meet to perform the
essential functions of this job successfully. Reasonable accommodations may be made to enable
individuals with disabilities to perform essential functions.
. While performing the duties of this job, the individual is frequently required to sit, use
hands to finger, handle or feel objects, tools, or controls, reach with hands and arms, and
talk or hear.

. The individual is occasionally required to stand, walk, climb, balance, stoop, kneel, crouch,
or crawl.

o The individual may occasionally lift and/or move up to 25 pounds.

J Specific vision abilities required by this job include close vision, distance vision, color

vision, peripheral vision, depth perception, and the ability to adjust focus.

WORK ENVIRONMENT:
The work environment characteristics described here are representative of those encountered by an
employee while performing the essential functions of this job.




. The noise level in the work environment is usually moderate.
. Risk exposure category III.
. Tasks do not involve any risk of exposure to blood/body fluids.

DISCLAIMER:
This job description indicates the critical features as described under the headings above. They
subject to change at any time due to reasonable accommodation or other reasons. The CEO may be asked

to perform other duties as required.



8.2

Del Puerto Health Care District Bylaws
DISTRICT ADMINISTRATOR/CHIEF EXECUTIVE OFFICER

PERFORMANCE REVIEW. The Board shall continually review the performance of the

District Administrator/Chief Executive Officer and provide counseling in areas where
improvement is needed.

8.3

AUTHORITY AND DUTIES. The authority and duties of the District

Administrator/Chief Executive Officer shall be as follows:

a)

b)

c)
d)

g)

To prepare an annual budget showing the expected receipts and expenditures of the
District as required by the Board.

To select, employ, and discharge all employees serving in positions as authorized by the
Board.

To attend all meetings of the Board.

To submit regularly to the Board or its authorized committee(s), periodic reports showing
the professional service and financial activities of the District and to prepare and submit
such special reports as may be required by the Board and/or its functioning committee(s).
To serve as the liaison officer and channel of communication for all official
communications between the Board or any of its committees, and its adjunct

organizations.

To act as an ex-officio member of all Board committees.

To perform any other duty that may be necessary in the best interest of the District.



DEL PUERTO HEALTH CARE DISTRICT SECTION: PERSONNEL

POLICY AND PROCEDURE POLICY NUMBER: 3017
EFFECTIVE DATE
ANNUAL CEO DEVELOPMENTAL REVIEW AND PERFORMANCE EVALUATION MAY 18, 2020
REVIEWED: UPDATED: 4/29/2024

Purpose: To establish the criteria and process by which the annual performance evaluation of the
Chief Executive Officer (CEO) shall be conducted and considered by the Board of Directors

Policy: Itis the policy of the DPHCD Board of Directors to conduct an annual performance

evaluation of the CEO. Maintaining confidentiality during the annual performance evaluation
process is crucial for the CEO, the Board of Directors, and the District.

Performance Criteria for CEO Evaluation

1. Leadership Quality and Effectiveness:

o Assessment of leadership performance in Board and strategic responsibilities,
administration, personnel management, financial oversight, asset management,
community engagement, and public relations within Del Puerto Health Care District.

2. Achievement of Annual Goals:

e Evaluation of the CEQ's success in meeting annual goals and objectives set by the

Board of Directors and the CEO.
3. Progress Toward Strategic Plan:

o Review of the District's advancement toward fulfilling its strategic plan under the

guidance of the CEO.
4. Employee Management:

o Assessment of the CEQO's effectiveness in managing, recruiting, and retaining District
employees and volunteers.

5. Communication and Collaboration with the Board:

e Review the CEQ's effort to foster effective communication, collaboration, transparency,
and alignment while leveraging the board's advisory role to drive accountability and
achieve the agency's mission and goals.

6. Relationships with Government Agencies:

e Assessment of the quality and effectiveness of the CEQ's relationships with other

government agencies pertinent to Del Puerto Health Care District's operations.

Procedure:

Evaluation Preparation — May through August

1. May

o The HR Manager facilitates an annual confidential survey of the District’'s employees to
provide feedback to the management staff and board.

2. June
¢ The HR Manager will facilitate an annual, confidential survey of the CEO’s direct reports,
provide feedback to the CEO, and supplement the Board's evaluation.
o The results will be presented to the CEO as soon as they are compiled.
3. June Board Meeting

https://delpuerto.sharepoint.com/sites/delpuertohealthcaredistrict/shared documents/policies/01 district policies 1000-5999/3000 personnel/3017
annual ceo performance evaluation-adopted 2024-04-29.docx page1/3



DEL PUERTO HEALTH CARE DISTRICT SECTION: PERSONNEL

POLICY AND PROCEDURE POLICY NUMBER: 3017
EFFECTIVE DATE
ANNUAL CEO DEVELOPMENTAL REVIEW AND PERFORMANCE EVALUATION MAY 18, 2020
REVIEWED: UPDATED: 4/29/2024

e The board President will appoint themselves and one additional board member to
oversee the CEO evaluation process.
e These members will form the "Ad Hoc CEO Review Committee" (Committee), with one
designated as the Chair.
e The Human Resources Manager will offer staff support to this Committee.
4. July 15t
e The CEO will provide a self-evaluation narrative and
e An annual report detailing progress on
o district achievements,
strategic plan implementation,
patient services,
patient and employee satisfaction,
financial performance,
governmental relations, and
community engagement.
5. July 16t or next business day
e The Human Resources Manager will furnish the Committee with the CEO Review
Information packet, comprising:
the CEO self-evaluation and annual report,
the review of the CEO from their direct reports
the CEO evaluation policy,
the CEO compensation policy
the current CEO job description,
instructions and timeline for the board CEO evaluation survey,
the CEO's contract with amendments, and
the most recent CEO salary survey.
6. July Board meeting
e The CEO will present their fiscal year-end report to the Board of Directors and distribute
copies.
e The HR manager will guide the Board on completing the CEO evaluation survey
between this meeting and August 10th.
7. August 10t
e Board members will complete the CEO evaluation survey by August 10th.
e If additional information is needed, board members should contact the Committee Chair,
who will forward requests to Human Resources for distribution to all board members.
e Board members should avoid contacting anyone other than the Committee Chair for
supplementary information.
e The Committee will compile all evaluation materials for the Board's consideration at the
August Board meeting.

O O O O O O

O O O 0O 0O 0 O ©
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DEL PUERTO HEALTH CARE DISTRICT SECTION: PERSONNEL

POLICY AND PROCEDURE POLICY NUMBER: 3017
EFFECTIVE DATE
ANNUAL CEO DEVELOPMENTAL REVIEW AND PERFORMANCE EVALUATION MAY 18, 2020
REVIEWED: UPDATED: 4/29/2024

The Evaluation — August Board Meeting

1. The CEOQ's annual performance review will take place each year during the August meeting of
the Board of Directors.

e The Board will convene in Closed Session with Legal Counsel, following the guidelines
of the Brown Act, which permits personnel evaluations to be conducted in closed
sessions.

e The evaluation survey results will be shared with the CEO in a sealed envelope as the
Board enters Closed Session.

e The committee will present the board with the evaluation survey results during the
Closed Session without the CEO.

2. When the Board'’s evaluation discussion is concluded, the CEO will be invited to discuss the
survey results further and review findings with the Board, during which:

e The Board President will lead a discussion concerning the CEO's performance.

e The Board will assess the CEQ's performance as Excellent, Satisfactory, or
Unsatisfactory.

3. After the performance assessment, the Board and CEO will continue discussions in a Closed
Session regarding adjustments or changes to the CEO's compensation, contract, and benefits
package.

o If the Board determines that the CEO's overall performance ranges from satisfactory to
excellent, the CEO will receive a salary increase within the designated range set by the
Board. However, in cases of financial strain, salary increases may be adjusted or
withheld as deemed necessary by the Board.

e Other legally permissible benefits may also be extended, and the CEO's contract may be
renewed to reflect the Board's intention to retain them.

e Should the Board find the CEQ's overall performance unsatisfactory, the CEO must
submit a written plan for performance improvement to the President and Board within 15
days for approval.

4. The Board President will adjourn the Closed Session to the Open Session.

5. During the open session, the board will address any modifications to the CEO's compensation,
contract, or benefit package as a regular action item on the agenda.

Evaluation Wrap-up — September

1. The Ad Hoc CEO Review Committee will provide the CEO with a written synopsis of the verbal
feedback from the board meeting.

2. Both the Board President and the Chair of the Ad Hoc CEO Review Committee will finalize and
sign the Employee Action Form to enact any alterations to the CEO's compensation package.

3. The CEO will oversee the documentation process for any amendments or adjustments to the
CEO's Employment Contract, as approved by the board.

4. The contract will be finalized and signed by the Board President.

https://delpuerto.sharepoint.com/sites/delpuertohealthcaredistrict/shared documents/policies/01 district policies 1000-5999/3000 personnel/3017
annual ceo performance evaluation-adopted 2024-04-29.docx page3/3



DEL PUERTO HEALTH CARE DISTRICT SECTION: PERSONNEL
POLICY AND PROCEDURE POLICY NUMBER: 3401
PAGE: 1/2

EFFECTIVE DATE

COMPENSATION GOVERNANCE AND MANAGEMENT

MARCH 27, 2023

REVIEW DATE: REVISION DATE:

POLICY SOURCE: CSDA and Compensation Best Practices (2023)

Purpose: This policy outlines the policies and procedures for determining employee compensation
ranges based on mid-market rates. The objective is to ensure that employees are
compensated fairly and equitably in relation to the market rate for their positions.

Definitions
o Governance of Compensation: The Board of Directors establishes the salary ranges for
each position.
e Management of Compensation: The CEO and management staff exercise discretion in
determining where each employee falls within the position’s salary range.
Policy: DPHCD organization is committed to paying employees at the mid-market rate to ensure they

are compensated fairly and equitably. DPHCD believes that this policy will enable us to attract
and retain top talent while remaining competitive within the healthcare industry.

e Compensation Philosophy: DPHCD organization aims to provide competitive and fair
compensation to all employees in alignment with industry standards, business objectives,
and DPHCD’s overall compensation philosophy.

e Compensation Structure: DPHCD’s compensation structure will be based on a pay-for-
performance model. DPHCD will differentiate compensation based on job responsibilities,
experience, performance, and skillset.

o Represented Employees: Employees represented by an organized bargaining group
are excluded from this policy. The compensation for these employees is determined
through collective bargaining, which takes place on a periodic basis. As such, any
adjustments to the compensation of these employees will be addressed through the
collective bargaining process. We will work collaboratively with the bargaining group to
ensure that their compensation remains fair and competitive with the market. We value
our relationship with the organized bargaining group and will continue to engage in good-
faith bargaining to achieve mutually beneficial outcomes for our employees and the
company.

o Exceptions: Exceptions to the compensation ranges will be made on a case-by-case
basis and require approval from the Board of Directors.

¢ Frequency of Review of Salary Ranges: Salary ranges are reviewed triennially unless
inflation exceeds 5% in the year leading up to December, which triggers a review
according to policy. Bargaining unit employees excluded. We will communicate any
changes to our salary ranges to all employees promptly and transparently, and we will

\\dphc-fs01\district office\policies\01 district policies\3000 personnel\3400 compensation & benefits\3401 compensation
management adpted 2023-03-27.docx page1/2



DEL PUERTO HEALTH CARE DISTRICT SECTION: PERSONNEL
POLICY AND PROCEDURE POLICY NUMBER: 3401
PAGE: 212

EFFECTIVE DATE

COMPENSATION GOVERNANCE AND MANAGEMENT

MARCH 27, 2023

work to ensure that our compensation packages remain competitive and attractive to
current and potential employees.

¢ Annual Cost of Living Adjustments (COLA): A cost-of-living pay adjustment refers to
an increase in income based on an estimation of how much money is needed to maintain
a standard of living. Please refer to the Board of Directors’ adopted policy of cost of living
adjustments.

Procedure: The policy will be reviewed and updated periodically to ensure it meets DPHCD objectives
and aligns with DPHCD’s compensation philosophy.

e Market Data: DPHCD will conduct a comprehensive market analysis of the DPHCD
industry and geographic location to determine the mid-market rate for each position within
the DPHCD organization. The market analysis will include external compensation data
from reliable sources such as industry surveys and salary databases. DPHCD wiill
regularly review and update DPHCD compensation ranges to ensure alignment with the
mid-market rate.

¢ Value of Benefits: Based on DPHCD health and retirement benefits, while public
employer salary rates are emphasized, private employer wages are utilized to bolster the
proposed range and ensure competitiveness in the job market.

e Pay Ranges: DPHCD will establish and communicate the compensation range for each
position within the DPHCD organization. The minimum of each range will be set at 85%
of the mid-market rate, and the maximum will be set at 115% of the mid-market rate.

e Salary Adjustments: Salary adjustments within each compensation range will be made
based on performance, market trends, and internal equity. Performance-based
adjustments will be linked to DPHCD’s annual performance appraisal process.
Adjustments for market trends will be based on periodic reviews of external market data.
Internal equity adjustments will be made to ensure that employees are compensated
fairly and equitably relative to their job responsibilities and experience.

e Communication: DPHCD compensation philosophy and practices will be communicated
to all employees through the DPHCD Personnel Rulebook, new hire orientation, and
other communication channels. Employees will have access to information about their
compensation ranges and how they can progress within the range.

\\dphc-fs01\district office\policies\01 district policies\3000 personnel\3400 compensation & benefits\3401 compensation
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DEL PUERTO HEALTH CARE DISTRICT SECTION: PERSONNEL
POLICY AND PROCEDURE POLICY NUMBER: 3402
PAGE: 171

EFFECTIVE DATE

ANNUAL COST OF LIVING ADJUSTMENT (COLA) MARCH 27 2023

REVIEW DATE: | REVISION DATE:

POLICY SOURCE: Board Requested and Best Practice (2023)

Purpose: A cost-of-living pay adjustment refers to an increase in income based on an estimation of how
much money is needed to maintain a standard of living. DPHCD values its employees and
recognizes the importance of ensuring their compensation keeps up with the rising cost of
living. This policy demonstrates the District's commitment to its employees and recognition of
their hard work and contributions to the success of our organization.

Policy: The Board of Directors may provide an annual cost of living adjustment (COLA) to account for
inflation, provide a fair and consistent COLA to all eligible employees, and ensure employee
salaries remain competitive with market rates. The COLA adjustment will be based on the
Consumer Price Index (CPI), which measures the average change over time in the prices
paid by urban consumers and clerical workers for a basket of goods and services. Eligibility
for the COLA adjustment will be based on the employee's job classification.

Definitions:
e COLA - a cost of living adjustment approved by the board of directors.
o Eligible Employee — an employee who is not in a represented group.

Procedure:
e Determination of the COLA: The District will use the CPI Western Region rate from the
Bureau of Labor Statistics( https://www.bls.gov/regions/west/news-
release/consumerpriceindex west.htm, as of March 23, 2023) for the 12-month period
ending in each December to propose to the Board of Directors an annual COLA for the
following fiscal year’'s budget.

e Board Discretion: The Board may adjust the COLA percentage, or determine there will
be no COLA, based on the district’s financial situation.

¢ Implementation of the COLA: The Board shall authorize the CEO to implement the
COLA for eligible employees. The COLA shall be calculated as a percentage of the
employee's base salary. The COLA shall be effective at the beginning of the new fiscal
year.

o Eligibility for the COLA: All exempt and nonexempt employees not in a represented
bargaining group shall receive the COLA. Employees represented by an organized
bargaining group are excluded from this policy. The compensation for these employees is
determined through collective bargaining, which takes place on a periodic basis.

e Communication of the COLA: The CEO shall summarize the COLA policy to all
employees. The CEO shall communicate in writing the annual COLA to eligible
employees.

¢ Review of the COLA policy: The Board shall review the effectiveness of the COLA
policy triennially. The Board may revise the COLA policy to ensure its effectiveness.

\\dphc-fs01\district office\policies\01 district policies\3000 personnel\3400 compensation & benefits\3402 cost of living adjustment
policy adptd 2023-03-27.docx page1/1
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DEL PUERTO HEALTH CARE DISTRICT SECTION: PERSONNEL
POLICY AND PROCEDURE POLICY NUMBER: 3403
PAGE: 172

EFFECTIVE DATE
ESTABLISHING AND UPDATING SALARY RANGES 1 APR 2025
REVIEW DATE: Apr 2028 | REVISION DATE:
POLICY SOURCE: CSDA and Compensation Best Practices (2023)
Purpose: This policy outlines the policies and procedures for determining salaried

employee compensation ranges based on mid-market rates. DPHCD is
committed to paying employees competitively and within market rates to ensure
they are compensated fairly and equitably. Salary ranges are reviewed annually
and require the Board of Directors approval before adjusting the salary range.

Definitions Governance of Compensation: The Board of Directors establishes the salary
ranges for each salaried position.

Management of Compensation: The CEO and management staff exercise
discretion in determining where each salaried employee falls within the position’s
salary range.

Annual Cost-of-Living Adjustments (COLA): A cost-of-living pay adjustment
refers to an increase in income based on estimating how much money is needed to
maintain a standard of living. Please refer to the Board of Directors' adopted policy
on Cost-of-Living adjustments.

Policy: Compensation Philosophy: DPHCD organization aims to provide competitive and
fair compensation to all employees in alignment with industry standards and
business objectives.

e This philosophy will enable us to attract and retain top talent while remaining
competitive within the healthcare industry.

o DPHCD will differentiate compensation based on job responsibilities,
experience, performance, and skillset.

Represented Employees: Employees represented by an organized bargaining
group are excluded from this policy.

Salary Ranges: The minimum of each range will be set at 85% of the mid-market
rate, and the maximum will be set at 115% of the mid-market rate.

Exceptions: Exceptions to the compensation ranges will be made on a case-by-
case basis and require approval from the Board of Directors.

Communication: DPHCD compensation philosophy and practices will be
communicated to all employees through the DPHCD Personnel Rulebook, new hire
orientation, and other communication channels. Employees will have access to

3403 establishing and updating salary ranges.docx Page 1 of 2



DEL PUERTO HEALTH CARE DISTRICT SECTION: PERSONNEL

POLICY AND PROCEDURE POLICY NUMBER: 3403
PAGE: 2/2
EFFECTIVE DATE

ESTABLISHING AND UPDATING SALARY RANGES

1 APR 2025

Procedure:

information about their compensation ranges and how they can progress within the
range.

Annual Review Timing: Salary reviews for management employees and the CEO
will be conducted annually between March and April.

Market Rate Analysis: A market rate analysis will include external compensation
data from reliable sources such as industry surveys and salary databases to ensure
alignment with the current mid-market rate.

a) At least the following information will be identified from each source:
i) Salary information to include minimum, mid-range, and maximum salary
i) Geographical adjustments
i) Benefit package cost (if available)
iv) Three to five “like” entities should be analyzed for this phase.
b) The following additional sources will be used to gather salary data:

i) Government Compensation in California (e.g., https://publicpay.ca.gov/)
is used to identify “like” entities with the same occupation, similar
financial assets, and similar complexity of operations. However, the data
is typically two years old and, therefore, not representative of the current
market rate.

i) Onetonline.org information here can be used to identify current market
rates in specific zip codes.

i) Indeed.com and similar job sites may be used to identify current private-
sector salary information.

Independent Compensation Analysis: It is preferred that a third-party independent
compensation advisor perform a comprehensive review of the Market Rate Analysis
and salary scales to ensure adherence to mid-market rates, competitiveness, and
equity.
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T%20POLICIES/3000%20PERSONNEL/3400%20COMPENSATION%20&%20BENEFITS/3403%20ESTABLISHING%20AND%20UPDATING%

20SALARY%20RANGES.PDF

page2 /2


https://publicpay.ca.gov/
https://www.onetonline.org/
https://www.indeed.com/

DEL PUERTO HEALTH CARE DISTRICT SECTION: ADMINISTRATION
POLICY AND PROCEDURE POLICY NUMBER: 3417

EFFECTIVE DATE
MAY 18, 2020

SALARY RANGE OF THE CHIEF EXECUTIVE OFFICER

Purpose: The Chief Executive Officer of Del Puerto Health Care District (the “District”) is the
principal representative of District, and the person responsible for the efficient
operation of the District. Therefore, it is the desire of the District to provide a fair yet
reasonable and not excessive compensation for the Chief Executive Officer.

Policy: At a minimum of every three years, the Board will adopt a salary study and establish
a salary range for the Chief Executive Officer.

Procedure:
A. A Compensation Ad Hoc Committee shall be appointed by the Board President.

1. No member of the Compensation Ad Hoc committee shall be a relative of a staff
member or have any relationship with staff that could present a conflict of
interest.

2. The Committee assisted by staff will research and obtain information to make a
recommendation to the full board for the compensation range (salary and
benefits).

3. Compensation and benefits will be based on a review of comparable data. The
Compensation Ad Hoc committee will secure data that documents compensation
levels and benefits for similarly qualified individuals in comparable positions at
similar organizations. The primary source of data will include the special district
chief executive officer information from the “Government Compensation in
California” website
https://publicpay.ca.gov/Reports/SpecialDistricts/SpecialDistricts.aspx

B. To approve the annual compensation for the Chief Executive Officer, the board must
document how it reached its decisions, including the data on which it relied, in the minutes
of the meeting during which the compensation was approved. Documentation will include:

1. A description of the compensation and benefits and the date it was approved.

2. The members of the board who were present during the discussion about
compensation and benefits, and the results of the vote.

3. A description of the comparability data relied upon and how the data was obtained.

4. Any actions taken (such as abstaining from discussion and vote) with respect to
consideration of the compensation by anyone who is otherwise a member of the
board but who had a conflict of interest with respect to the decision on the
compensation and benefits.

https://delpuerto.sharepoint.com/sites/delpuertohealthcaredistrict/shared documents/policies/01 district policies 1000-5999/3000
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