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Adopt a resolution to: 

COUNCIL AGENDA: 6/26/2018 
ITEM:   3.9

Memorandum 

FROM: Vince Sunzeri, Chair 
Police & Fire Dept Retirement Board 

Matt Loesch, Chair 
Federated Emp. Retirement Board 

DATE: June 7, 2018 

Date 06/01/18 

a) Accept the Director of Retirement Services & Chief Executive Officer (CEO)
Compensation study results.

b) Amend the City of San Jose Pay Plan effective July 1, 2018 to adjust the salary range for
the classification of Director of Retirement Services & Chief Executive Officer with a
new pay range of salary range of $192,000-$272,000 annually.

OUTCOME 

If the above recommendation is approved,.City Council will accept the results of the Chief 
Executive Officer Compensation (CEO) Study by Koff and Associates; the San Jose Pay Plan 
will be amended to adjust the pay range for Director of Retirement Services & Chief Executive 
Officer U (7501). 

BACKGROUND 

This information is provided on the direction of the Police and Fire Retirement Plan Board (PF) 
on May 3, 2018 and the Federated City Employees Retirement System Board (FCERS) on May 
17, 2018 to authorize the Joint Personnel Committee (JPC) to present the CEO pay range to be 
presented to the City Council for approval. 
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ANALYSIS   
 
Per the Board’s direction, the JPC retained Koff and Associates, a full-service human resources 
consulting firm that currently also provides similar human resources services to the City of San 
José, to conduct a compensation study for the Director of Retirement Services, CEO position at 
the Office of Retirement Services (ORS).  The attached total compensation study findings, which 
included eleven public retirement agencies in different regions within the state of California to 
provide a balanced mixture of agencies across the state and “cost of labor” adjustments to 
account for regional differences in wage trends, is organized in the following manner: 
 

• Labor Market Comparator Agencies 
• Scope of Data Collection/Elements of Total Compensation 
• Data Collection Process/Matching Methodologies 
• Study Findings 

 
While there are a number of findings included in the report, we respectfully call your attention to 
the following specific findings: 
 

• When compared to the average of all comparator agencies, the Director of Retirement 
Services, CEO classification is 21.8% below the market on base salary and 24.2% below 
the market on total compensation. 

• When compared to the median of all comparator agencies, the Director of Retirement 
Services, CEO classification is 18.4% below the market on base salary and 20.9% below 
the market on total compensation. 
 

Based on the analysis of the compensation study, organization specific differences such as the 
multitude of plans/boards and parity with the current Executive annual salary ranges within the 
City of San José pay plan, the Joint Personnel Committee of the Retirement Boards offers the 
creation of the following annual salary range for Director of Retirement Services, CEO for 
Council consideration: 
 

a.  The Compensation study results for the Director of Retirement Services, CEO classification 
has a current annual salary range of $146,277.15-$228,632.564 and the new recommended 
annual salary range of $192,000-$272,000.   

 
EVALUATION AND FOLLOW-UP   
 
No additional Council action is expected following the adoption of the proposed resolution. 
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PUBLIC OUTREACH  
 
This memorandum will be posted on the City’s website for the June 26, 2018 Council meeting.  
The Office of Retirement Services will post this memorandum on their website and will reach 
out to the stakeholders. 
 
COORDINATION   
 
This memorandum was coordinated with the Mayor’s Budget Office and the City Manager’s 
Budget Office.  
 
COMMISSION RECOMMENDATION/INPUT   
 
On April 19, 2018, the JPC approved the following: 
 
A motion was made to recommend the total salary range of $192,000-$272,000 for the CEO 
position with a benefit package comparable to other senior positions in the City.   
Approved. (M.S.C. Sunzeri/Dirks 6-0-0) The motion passed unanimously. 
Aye:  6 - Loesch, Muyo, Brennan, Sunzeri, Chandra, Dirks 
 
 
For questions, please contact Matt Loesch at (408) 975-7381. 
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March 9, 2018 

 

Mr. Roberto L. Peña 
Chief Executive Officer 
Office of Retirement Services, City of San José 
1737 N. First St., Suite 600 
San José, CA 95112 
 

Dear Mr. Peña: 

In June 2017, Koff & Associates (K&A) was retained by the Office of Retirement Services (Office) to conduct 
a total compensation analysis of five (5) classifications. Total Compensation Study findings for the Chief 
Investment Officer classification were submitted in September 2017. We are pleased to submit the total 
compensation study findings with respect to the Chief Executive Officer, Retirement Investment Analyst 
II, Retirement Investment Officer, Senior Retirement Investment Officer. To facilitate review of the study 
process, methodologies, and findings, this letter report is organized in the following manner: 

 Labor Market Comparator Agencies 

 Scope of Data Collection/Elements of Total Compensation 

 Data Collection Process/Matching Methodologies 

 Study Findings 

 Internal Salary Relationships 

 Recommendations 

Attachments:  

 Attachment A: Geographic Accessor Methodology, Recommended Labor Market Agencies 

 Attachment B: Results Summary 

 Attachment C: Market Compensation Findings 

 Attachment D: Market Compensation Findings (with actual employer retirement contributions) 

 Attachment E: Salary Range Placement Recommendations 

 

Labor Market Comparator Agencies 
An important step in conducting a market salary study is the determination of appropriate agencies for 
comparison.  In developing the list of potential comparator agencies, K&A first reviewed retirement 
agencies within the State of California, since they are the predominant agencies with whom the Office 
competes for talent.  A list of potential comparator agencies based was compiled based on the following 
factors: 

1. Organizational type and structure – It is generally recommended that agencies of a similar size 
and providing similar services to that of the Office be used as comparators.  For this study 



 

specifically, agencies which had investment related classifications were preferred since the 
purpose of the study was to identify market trends on how these jobs are paid in the market. 

When it comes to non-management classes, the size of an organization is not as critical, as these 
classes perform fairly similar work.  The difference in size of an organization becomes more 
important when comparing classes at the management level.  The scope of work and 
responsibility for management becomes much larger as an organization grows.  Factors such as 
management of a large staff, consequence of error, the political nature of the job, and its visibility 
all grow with larger organizations.  When it is difficult to find agencies that are similarly sized, it is 
important to get a good balance of smaller and larger agencies. 

2. Similarity in the size of assets managed, number of employees and members served in the 
retirement system – These elements provide guidelines in relation to value of assets for which 
the Office is responsible, staffing required to deliver services, and membership served. 

3. Scope of services provided – For the majority of classifications, it is important to select agencies 
providing similar services.  Organizations providing the same services are ideal for comparators 
and comparator agencies surveyed provide similar services to the Office. 

4. Labor market and geographic location – In the reality that is today’s labor market, many agencies 
are in competition for the same pool of qualified employees.  No longer do individuals necessarily 
live in the communities they serve.  The geographic labor market area, where the Office may be 
recruiting from or losing employees to, was taken into consideration when selecting comparator 
organizations.  By selecting employers within a geographic proximity to the Office, the resulting 
labor market data generally reflects the region’s cost of living, housing costs, growth rate, and 
other demographic characteristics to the same extent as competing employers to the Office. 
However, because of the very specialized services provided by the Office, K&A recommended the 
use of eleven agencies in different regions within the State of California to provide a balanced 
mixture of agencies across the State.   

a. Recognizing the need to look beyond the State of California for inclusion in the survey, 
K&A researched cities which fell within the top twenty in the U.S. based on population.  
The three largest cities, New York, Los Angeles, and Chicago, were significantly larger; 
eight agencies were considered and of these, all managed assets lower than those of the 
Office - in most cases assets managed were between $2B and $3B.  One agency managed 
assets of $5.2B, but its website lacked information on the agency to the extent that many 
of the demographics were not available to determine the classes within the retirement 
group.  It has been our experience that agencies outside the State of California retirement 
can be challenging to work with in terms of data collection. Two agencies were 
approached for inclusion; one asked for a records request, and in the end, due to time 
constraints, we focused our time on collecting data from within the State of California to 
meet the Office’s timeline. 

The eleven (11) labor market comparators identified in Attachment A, which represent multiple 
geographic locations within the State of California, were selected for the study. 

Use of a state-wide market generally raises questions on the impact of the cost of living differences 
in diverse geographic locations and while that is a factor for labor market selection, it is not the most 
appropriate method to measure regional differences in wages.  Cost of Living focuses on the 
difference in the cost of consumer goods including housing and therefore can fluctuate more 
dramatically between locations.   Cost of Labor measures regional differences in wage trends and is a 



 

more effective measure in drawing a comparison between salaries.  Attachment A displays the values 
for the cost of living and cost of labor for the comparator agencies.  The cost of living differences are 
displayed in Attachment A to demonstrate the significant differences in the cost of living between two 
locations.   

K&A adjusted base salaries by the Cost of Labor differential, listed in the Top Annual data spreadsheet, 
to provide more accurate wage comparisons. To accomplish this, we used databases from the 
Economic Research Institute (ERI), a nationally recognized provider of data with respect to differences 
in the costs of living and cost of labor in cities with a population of over 10,000. The top annual 
spreadsheet displays adjusted salaries for regional differences in wages, or Cost of Labor, because it 
is more relevant to make compensation decisions utilizing data on what other employers are paying 
within the region rather than the differences in the cost of consumer goods.  For more detailed 
information on the ERI’s Geographic Assessor methodology, please refer to Attachment A.   

For those agencies where base salaries were adjusted, the Cost of Labor differential is displayed within 
the top monthly datasheets indicating the percentages by which base salaries were increased.  

 

Scope of Data Collection/Elements of Total Compensation 
K&A recommended the use of a total compensation methodology for the Office’s study; this methodology 
captures base salaries and elements of total compensation, which are measurable in the market and 
which provide insights into the costs of benefits programs and trends in market offerings.  These elements 
include: 

 Retirement benefits 

• The amount of the employee’s obligated retirement contribution that is contributed by 
each agency on behalf of the employee 

• The amount of the agency’s Social Security contribution; and  

• Any alternative retirement plan, either private or public, where the employee’s 
contribution is made by the agency on behalf of the employee. 

 In addition to the amount of the employer paid member contribution, K&A 
collected information on enhanced benefits, i.e., the value attached to the 
retirement benefit formula relative to a baseline of 2%@55, and the value 
attached to the basis for the formula calculation (i.e., highest 12-month average 
versus 36-month average) – this item refers to the datasheets in Attachment C 
only. 

o The K&A methodology measures the value of enhancements to “Classic” retirement 
systems across the market, and it does not measure the value of the employer mandated 
contribution to the retirement system since these are highly variable amounts, 
determined by demographics and prior funding, factors unrelated to the value of the 
benefit to the employee, which change on an annual basis.  The Office’s request for the 
inclusion of employer contributions provided by the comparator agencies to place some 
context on the impact of the lack of a defined benefit program for the benchmarked 
classifications, resulted in this new submission and the datasheets in Attachment D.  To 
ensure an accurate analysis, all enhancement values, both positive and negative, have 
been removed. 



 

 The retirement contribution data in these spreadsheets were compiled from the 
most recent valuation reports on each agency’s website; given that agencies 
report this data in different formats and demographics, we reported the most 
commonly used valuation for all miscellaneous tiers representative of the County 
population, excluding, where reported, special districts and court systems. 

• The chart preceding the datasheets documents the percentage used for 
each of the comparator agencies.  On average, employer contribution 
rates are 25.49%. 

 Agency contributions to deferred compensation programs 

 Agency contributions to medical, dental, vision, life, as well as short-and long-term disability 
programs 

 Paid time off benefits, including (i) vacation upon completion of five years; (ii) holidays; and (iii) 
administrative or management leave 

 Automobile allowances  

 

Data Collection Process/Matching Methodologies 
Data was initially collected during the month of July 2017, through websites and planned telephone 
conversations with human resources or other staff at each comparator agency to understand their 
organizational structure and possible classification matches. K&A also conducted a careful review of 
agency documentation such as classification descriptions, salary schedules, benefits summaries, 
memoranda of understanding, organization charts, and other relevant documents.  K&A obtained 
updated salary and benefits information from each agency in February 2018.   

K&A believes that the salary data collection step is the most critical for maintaining the overall credibility 
of any study.  K&A relied very heavily on the Office’s classification descriptions, as they are the foundation 
for the comparison; in addition, discussions with Office executive management provided important 
information on the operational aspects of the Office.   

When K&A researches and collects data from comparator agencies to identify possible matches for each 
of the benchmark classifications, there is an assumption that comparable matches may not be made that 
are 100% equivalent to the Office’s classification.  Therefore, K&A does not match based upon job titles, 
which can often be misleading, but rather analyzes class descriptions before a comparable match is 
determined.  In order for a match to be included, K&A requires that a classification’s “likeness” be at 
approximately 70% of the matched classification. 

K&A’s methodology is to analyze each class description and the whole position by evaluating factors such 
as: 

 Definition and typical job functions; 
 Distinguishing characteristics; 
 Level within a class series (i.e., entry, experienced, journey, specialist, lead, etc.); 

 Reporting relationship structure (for example, manages through lower-level staff); 
 Education and experience requirements; 
 Knowledge, abilities, and skills required to perform the work; 



 

 The scope and complexity of the work; 
 Independence of action/responsibility; 
 The authority delegated to make decisions and take action; 
 The responsibility for the work of others, program administration, and for budget dollars; 

 Problem solving/ingenuity; 
 Contacts with others (both inside and outside of the organization); 
 Consequences of action and decisions; and 
 Working conditions. 

 

Data Spreadsheets 
The Market Compensation data sheets (Attachment C) present the top annual (base salary) and total 
annual (base salary and benefits) findings for each classification.  All documents comprise columns 
displaying top annual salary, benefits package cost, total annual compensation, effective dates of salaries, 
and the timing and amount of next increases, when known. The Market Compensation data sheets in 
Attachment D are organized in the same manner as those in Attachment C, with the exception that all 
retirement enhancements, which represent the statewide average cost of retirement benefits have been 
removed, and the actual employer retirement contributions have been added.   

The Benefits Detail, part of Attachment C & D, provides the monthly costing/value of the different 
elements of total compensation; the monthly total cost of benefits was annualized for each agency and 
was added to the top annual salaries to produce the total annual compensation.  

The Results Summary data sheets (Attachment B) on each of the Market Compensation Data Sheets 
displays the average (mathematical mean of all data arrayed) and median (middle of all data arrayed) of 
all comparator data; in all cases, the Office’s top annual and total annual amounts are excluded from the 
analyses.   

Study Findings 
The following table represents a summary of the market top monthly (base) salary and total 
compensation (base salary plus benefits [retirement, insurance, leaves, and allowances]) findings.  For 
each benchmark classification, the number of matches (agencies with a comparable position) and 
percent above or below the top monthly salary market median and total compensation market median 
is listed.   

Table 1. Market Compensation Results Summary 

Classification Title # of 
Matches 

Top 
Monthly % 
Above or 

Below 

Total 
Compensation % 
Above or Below 

Director of Retirement Services 11 -18.4% -20.9% 
Retirement Investment Analyst II 7 -6.8% -21.3% 
Retirement Investment Officer 6 2.6% -11.7% 
Senior Retirement Investment Officer 5 -17.3% -23.5% 



 

 

Further analysis of results indicates that, on average, classifications are 10.0% below the market median 
for base salaries, while that figure changes to 19.4% below the market median for total compensation, 
which is a 9.4% difference.  

Top monthly salary market results show that one (1) classification is paid above the market median by 
less than 5%. Top monthly salary market results show that three (3) classifications are paid below the 
market median: 

 One (1) classification is paid below the market median by more than 5% and less than 10%;  
 Two (2) classifications are paid below the market median by more than 15% and less than 20%.  

Generally, a classification falling within 5% of the median is considered to be competitive in the labor 
market for salary survey purposes because of the differences in compensation policy, actual scope of 
work, and position requirements.  However, the Office can adopt a different standard. 

The following table is organized in the same manner as Table 1, with the exception that the total 
compensation dollar amounts used in the analysis exclude the statewide average cost of retirement 
benefits and includes the actual employer retirement contributions.  

Table 2. Market Compensation Results Summary- w/Actual Retirement Contributions 

Classification Title # of 
Matches 

Top 
Monthly % 
Above or 

Below 

Total 
Compensation % 
Above or Below 

Director of Retirement Services 11 -18.4% -40.5% 
Retirement Investment Analyst II 7 -6.8% -35.9% 
Retirement Investment Officer 6 2.6% -26.1% 
Senior Retirement Investment Officer 5 -17.3% -39.4% 

 

Further analysis indicates that, on average, classifications are 10.0% below the market median for base 
salaries, while that figure changes to 35.5% below the market median for total compensation, which is a 
25.5% difference.  

Both market measures represent a loss of market position when contributions to retirement systems are 
taken into consideration.  Given the lack of a defined benefit program for these positions it is our 
recommendation that any steps taken to remedy lack of a system should be addressed through a 
retirement benefit program, and not through an increase to base salary beyond that which the market 
has identified.  

 
Internal Salary Relationships 
Building from the salary levels established for identified benchmark classes, internal salary relationships 
were developed and consistently applied in order to develop specific salary recommendations for all 
non-benchmarked classifications. 



 

In the future, the Office may need to utilize internal alignment practices if the number of staff grows and 
additional classifications are added or classifications change.  While analyzing internal relationships, the 
same factors analyzed when comparing the Office’s classifications to the labor market are used when 
making internal salary alignment recommendations. 

In addition, the following are standard human resources practices that are commonly applied when 
making salary recommendations based upon internal relationships: 

 A salary within 5% of the market average or median is considered to be competitive in the labor 
market for salary survey purposes because of the differences in compensation policy and actual 
scope of the position and its requirements.  However, the Office can adopt a closer standard. 

 Certain internal percentages are often applied.  Those that are the most common are: 
• The differential between a trainee and experienced (or journey) class in a series (I/II or 

Trainee/Experienced) is generally 10% to 15%; 
• A lead or advanced journey-level (III or Senior-level) class is generally placed 10% to 15% 

above the journey-level. 
• A full supervisory class is normally placed at least 15% to 25% above the highest level 

supervised, depending upon the breadth and scope of supervision. 
 When a market or internal equity adjustment is granted to one class in a series, the other classes 

in the series are also adjusted accordingly to maintain internal equity. 

Internal equity between certain levels of classifications is a fundamental factor to be considered when 
making salary decisions.  When conducting a market compensation survey, results can often show that 
certain classifications that are aligned with each other are not the same in the outside labor market.  
However, as an organization, careful consideration should be given to these alignments because they 
represent internal value of classifications within job families, as well as across the organization. 

For the purposes of this study, K&A utilized market data to develop the salary recommendations for  the 
benchmarked classifications, with the exception of the Senior Retirement Investment Officer due to the 
inconsistencies in the agencies that provided matches to both of these levels resulting in an unusually 
large 40% differential between the Officer and Senior Officer in the series.   We used internal equity 
principles to make the salary recommendations for the one (1) classification that was not benchmarked 
and the Senior Retirement Investment Officer to better reflect common market practices.  Internal 
alignments with other classifications will need to be considered, either in the same class series or those 
classifications that have similar scope of work, level of responsibility, and “worth” to the Office. It is 
important to analyze market data and internal relationships within class series as well as across the 
organization, and make adjustments to salary range placements, as necessary, based on the needs of 
the organization. 

The Office may want to make internal equity adjustments or alignments, as it implements the 
compensation strategy.  This market survey is only a tool to be used by the Office to determine market 
indexing and salary determination. 

The Office has many options regarding what type of compensation plan it wants to implement.  This 
decision will be based on what the Office pay philosophy is, at which level it desires to pay its employees 
compared to the market, whether it is going to consider additional alternative compensation programs, 
and how great the competition is with other agencies over recruitment of a highly-qualified workforce.   



 

Using Market Data as a Tool 
The Office has many options regarding what type of compensation plan it wants to implement.  This 
decision will be based on what the Office pay philosophy is, at which level it desires to pay its employees 
compared to the market, whether it is going to consider additional alternative compensation programs, 
and how great the competition is with other agencies over recruitment of a highly-qualified workforce.   

K&A would like to reiterate that this report and the findings are meant to be a tool for the Office to 
create and implement an equitable compensation plan.  Compensation strategies are designed to 
attract and retain excellent staff; however, financial realities and the Office’s expectations may also 
come into play when determining appropriate compensation philosophies and strategies.  The collected 
data presented herein represents a market survey that will give the Office an instrument to make future 
compensation decisions. 

It has been a pleasure working with the Office on this critical project.  Please do not hesitate to contact 
us if we can provide any additional information or clarification regarding this report. 

 
 
Sincerely yours, 
 

 
 
Katie Kaneko 
President 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

ATTACHMENT A 
Geographic Accessor Methodology & Recommended 

Labor Market Agencies 
 

 

 

 

 

 

 

 

 

 

 

 



Assessor Series FAQ #3
Frequently Asked Questions

QUESTION:  What is the difference between cost-of-living and geographic pay 
differentials?

Wage and salary differentials reflect the local demand for and supply of labor. 

Cost of living is dictated by the local demand for and supply of goods and services. 

ERI subscribers may also come across the term "buying power," which is the inverse of cost 
of living. Cost of living is the cost of purchasing goods and services, as determined by the 
demand and supply of goods, services, and property. For example, if the cost of living is 
10% higher in an area, the buying power is approximately 10% less in that area.

This demand for and supply of goods and services are defined in terms of the data ERI
surveys for Assessor Series cost-of-living databases. This data is downloaded from existing 
sources and includes: rental rates, housing prices, income taxes, property taxes, gasoline 
prices, medical costs/services, major retail grocery and drug store prices, etc. Cost-of-living 
differentials, as reported by ERI, reflect cost models at different income levels (e.g., an auto 
of "x" value driven "x" miles/kilometers, home rental with no mortgage income tax 
deductions, home ownership with income tax mortgage deductions, etc.). Local wages and 
salaries do not indicate the local cost of living. Cost of living indicates the comparable local 
buying power for any given salary. 

Most compensation professionals agree that when a company is hiring from the local work 
force (that is, when no transfer or relocation occurs), wages and salaries are set according 
to market pricing of wages and salaries only. In general, branch pay should be dictated by 
market pricing of wage/salary differentials only. 

While employees may find it more desirable for their pay to be adjusted for local cost-of-
living variances, this is an extremely unusual practice, and in many cases will not be cost 
effective for the employer. That is, in many cases the employer would be competing against 
organizations with relatively lower compensation costs and, thus, be at a competitive 
disadvantage. 

In most cases, cost-of-living is considered only when an employee incurs new expenses due 
to an "internal" move from one branch office to another. In this situation, the new salary 
would be set according to the destination market (local wage and salary level). Then, any 
cost-of-living allowance would be awarded separately from salary and for a finite period of 
time. 

It is undesirable to build a cost-of-living adjustment into salary, as the integrity of the current 
salary administration program will be compromised. For instance, the transfer of personnel 
into an office where locally hired employees would be earning lower salaries than the 
transferee's "cost-of-living adjusted salary" is an undesirable and avoidable situation. The 
transfer of personnel into an area where local competitors' employees would be earning 
higher salaries than the transferee's "cost-of-living adjusted salary" is an equally undesirable 
and avoidable situation. Better solutions would include the award of a one-time (lump sum) 



moving bonus or a gradually decreasing three-year cost-of-living allowance, which is 
awarded separately from the new locally adjusted competitive salary. Each organization's 
unique situation (tax considerations, cash-flow, etc.) will dictate the best method for handling 
cost-of-living allowances. 

A random telephone survey by ERI's Director found that only 2% of ERI subscribers pay "the 
same for all jobs nationally, but vary levels by the cost of living."  All other surveyed 
subscribers stated that they ignore cost of living and concentrate on the demand and supply/ 
local market pricing to administer geographic pay differentials. 

Cost of Living v. Market Pay Rates

There are many reasons why employers decide to pay the local market pay rate (what it 
takes to attract, retain and motivate a competent worker) instead of paying according to local 
costs:

• No two employees have the same living costs. Even if they hold the same job and earn the 
same money, their family circumstances and spending practices vary. 

• The cost of living depends on family lifestyle and the total budget available from all income 
earners in the family. Family expenses differ according to many variables, such as the 
number of income earners, the total budget available, size of home, whether renting or 
buying, how many dependents, number and value of automobiles, and more. Every cost-
of-living statistical model uses a different standard market basket of goods and services. 

• It is quite difficult to come up with only one cost figure that properly fits every employee 
lifestyle, but it is quite simple to determine what other employers pay for the job you do.

• Pay is usually set once a year according to local salary levels, corporate pay strategy, and 
budget, but costs change constantly. Prices go up and down all the time, and employees 
would be quite upset if their wages were cut because the price of bread dropped this 
week, for example.

• Companies pay for you to do work, at a competitive rate, rather than give you amounts 
based on your expenses. Employers are not even legally allowed to question job 
applicants about their family circumstances, so they are not about to set pay according to 
your spending pattern.

• People don't usually live where they work. Most employees live in a town where the costs 
fit their family budget and where the prices are lowest for their lifestyle. They work where 
their employer is located, and that usually is not within walking distance of home. Basing 
pay on home location and family expenses would require different pay scales for every 
worker and even different rates for the same job done by people in the same community, 
if, for example, one was a single renter and the other was a homeowner with five 
dependents.

• Relevant living costs are already covered by pay surveys. If wages and salaries are 
influenced by living costs, then the competitive market pay surveys reflect those costs. If 



you wish to research livings costs, see ERI's Relocation Assessor, which calculates cost-
of-living levels based on earnings level, family size, home size, and automobile usage. The 
application reports the cost-of-living differential between a base city and destination city to 
determine the amount an employee must earn in the new location to "remain whole" (not 
lose buying power). 
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Recommended Labor Market Agencies 

Agency Location FTE Total 
Assets 

# 
Investment 

Staff 

No. of 
Participants 

(Active/Retired) 

Cost of 
Living * 

 

Cost of 
Labor 

City of San José San José 
 
 
 

37 $6B 6 12,554 
(P&F 4,408 
FED 8,506) 

178.9% N/A 

Alameda County 
Employee Retirement 
Agency  
(year end 2015) 

Oakland 95 $6.65B 10 22,202 N/A N/A 

Contra Costa County 
Employees’ 
Retirement 
Association 

Concord 59 8.14B 6 20,667 N/A N/A 

Kern County Employee 
Retirement 
Association 
(6/30/16 report) 

Bakersfield 24 $3.84B 1 17,351 13.0% 14.1% 

Orange County 
Employee Retirement 
System (12/31/15 
report) 

Santa Ana 79 $12.37B 6 42,427 95.7% 10.9% 

Sacramento County 
Employee Retirement 
System (6/30/16 
report) 

Sacramento 55 $8.17B 2 26,654 36.5% 13.0% 

San Bernardino 
County Employee 
Retirement Agency 
(6/30/16 report) 

San 
Bernardino 

52 ** $8.7B 8 37,304 12.5% 14.8% 

San Diego County 
Employee Retirement 
System (6/30/2016 
report) 
 

San Diego 82 ** $10.9B 6 40,915 139% 13.0% 

San Francisco 
Employee Retirement 
System (6/30/2016 
report) 
 

San Francisco 119 $20.15B 13 68,337 N/A N/A 

San Mateo County 
Employee Retirement 
Association 
(6/30/16 report) 
 

Redwood City 24* $3.64B 3 10,422 N/A N/A 



Recommended Labor Market Agencies 

Agency Location FTE Total 
Assets 

# 
Investment 

Staff 

No. of 
Participants 

(Active/Retired) 

Cost of 
Living * 

 

Cost of 
Labor 

Sonoma County 
Employee Retirement 
Association 
(12/31/16) 
 

Santa Rosa 15 $2.62B 2 10,036 N/A N/A 

Ventura County 
Employee Retirement 
Association 
(6/30/16 report) 

Ventura 27 $4.44B 1 17,687 90.5% 12.1% 

 
*Relative to U.S. Average Index of 100% 
**Data from November 2015 
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Total Comp - August 2017 w/ Agency Contribution to Retirement
Results Summary

Page 1 of 1 Attachment B_Results Summary

Annual Salary Average of 
Comparators

% above or 
below

Median of 
Comparators

% above or 
below

Total Annual 
Comp

Average of 
Comparators

% above or 
below

Median of 
Comparators

% above or 
below

Director of Retirement Services $ 228,633 $ 278,363 -21.8% $ 270,587 -18.4% $ 296,745 $ 368,577 -24.2% $ 358,669 -20.9% 11
Retirement Investment Analyst II $ 104,196 $ 114,841 -10.2% $ 111,324 -6.8% $ 137,291 $ 163,565 -19.1% $ 166,586 -21.3% 7
Retirement Investment Officer $ 160,723 $ 160,402 0.2% $ 156,606 2.6% $ 200,754 $ 220,690 -9.9% $ 224,251 -11.7% 6
Senior Retirement Investment Officer $ 187,200 $ 206,758 -10.4% $ 219,672 -17.3% $ 230,481 $ 279,583 -21.3% $ 284,674 -23.5% 5

AVERAGE: -10.6% AVERAGE: -10.0% AVERAGE: -18.6% AVERAGE: -19.4%
MEDIAN: -10.3% MEDIAN: -12.1% MEDIAN: -20.2% MEDIAN: -21.1%

Classification
Top Monthly Salary Data Total Monthly Compensation Data

# of Matches



Total Comp - August 2017 w/ Agency Contribution to Retirement
Results Summary

Page 1 of 1 Attachment B_Results Summary Ret.Contrib.

Top Annual 
Salary

Annual Average 
of Comparators

% above or 
below

Annual Median 
of Comparators

% above or 
below

Total Annual 
Salary

Annual Average 
of Comparators

% above or 
below

Annual Median 
of Comparators

% above or 
below

Director of Retirement Services $ 228,633 $ 278,363 -21.8% $ 270,587 -18.4% $ 296,745 $ 435,249 -46.7% $ 416,960 -40.5% 11
Retirement Investment Analyst II $ 104,196 $ 114,841 -10.2% $ 111,324 -6.8% $ 140,469 $ 190,460 -35.6% $ 190,914 -35.9% 7
Retirement Investment Officer $ 160,723 $ 160,402 0.2% $ 156,606 2.6% $ 205,656 $ 253,131 -23.1% $ 259,347 -26.1% 6
Senior Retirement Investment Officer $ 187,200 $ 206,758 -10.4% $ 219,672 -17.3% $ 236,191 $ 328,283 -39.0% $ 329,200 -39.4% 5

AVERAGE: -10.6% AVERAGE: -10.0% AVERAGE: -36.1% AVERAGE: -35.5%
MEDIAN: -10.3% MEDIAN: -12.1% MEDIAN: -37.3% MEDIAN: -37.6%

Classification
Top Monthly Salary Data Total Monthly Compensation Data

# of Matches
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Total Comp - August 2017 w/ Agency Contribution to Retirement
Benefit Detail

Page 1 of 1 Attachment C_ Benefit Detail

Office of 
Retirement 

Services, City 
of San Jose

Alameda County 
Employee's 
Retirement 
Association

Contra Costa 
County 

Employees' 
Retirement 

Assoc.

Kern County 
Employees' 
Retirement 

Administration

Orange County 
Employees 
Retirement 

System

Sacramento 
County 

Employees' 
Retirement 

System

San Bernardino 
County 

Employees' 
Retirement 

Assoc.

San Diego 
County 

Employees 
Retirement 
Association

San Francisco 
Employees' 
Retirement 

System

San Mateo 
County 

Employees' 
Retirement 
Association

Sonoma County 
Employees' 
Retirement 
Association

Ventura County 
Employees' 
Retirement 
Association

Director of 
Retirement 

Services

Chief Executive 
Officer, ACERA

Chief Executive 
Officer

Executive 
Director

Chief Executive 
Officer

Chief Executive 
Officer

Chief Executive 
Officer

Retirement Chief 
Executive Officer

Executive 
Director 

(Department 

Chief Executive 
Officer 

SAMCERA

Chief Executive 
Officer

Retirement 
Administrator

Top Monthly 
Salary $ 19,053 $ 22,549 $ 20,064 $ 19,107 $ 25,269 $ 21,695 $ 28,064 $ 28,696 $ 25,140 $ 21,369 $ 18,692 $ 24,521

Classic1, 2, 3, 4, 5, 6, 7 2%@55 2%@55 2%@60 2.7%@55 2%@55 2%@55 2.5%@55 2%@55 2%@60 3%@60 2%@60
Enhanced Formula 
Cost

$ -583 $ 2,034 $ 1,420 $ -652 $ 1,832 $ -748

ER Paid Member 
Contrib

$ 676

Single Highest $ 271 $ 258 $ 379
Social Security $ 663 $ 663 $ 663 $ 663 $ 663 $ 663 $ 663 $ 663 $ 663 $ 663
Deferred 
Compensation

$ 714 $ 235 $ 1,146 $ 2,022 $ 217 $ 2,526 $ 214 $ 748 $ 736

Other Ret. $ 2,923
Cafeteria $ 375 $ 1,522 $ 860
Health $ 1,527 $ 2,667 $ 2,343 $ 1,268 $ 1,402 $ 1,418 $ 1,046 $ 1,849 $ 2,912 $ 1,638
Dental $ 150 $ 124 $ 169 $ 125 $ 21 $ 174 $ 108 $ 111
Vision $ 16 $ 8 $ 14 $ 16 $ 17
Life8 $ 61 $ 1 $ 8 $ 20 $ 11 $ 4 $ 2 $ 75 $ 4 $ 11 $ 162 $ 3
LTD $ 25 $ 23 $ 45 $ 27 $ 37 $ 14 $ 89 $ 89
STD/SDI $ 36
Other Ins.9 $ 727
Vacation10 $ 1,466 $ 1,301 $ 1,158 $ 1,249 $ 3,110 $ 1,252 $ 1,619 $ 2,207 $ 1,450 $ 1,315 $ 1,231 $ 3,395
Holidays $ 1,026 $ 1,301 $ 1,003 $ 808 $ 1,166 $ 1,126 $ 1,511 $ 1,435 $ 1,547 $ 986 $ 791 $ 990
Admin Leave $ 366 $ 607 $ 675 $ 1,079 $ 483 $ 539
Auto $ 350 $ 597 $ 469 $ 600 $ 1,001 $ 430 $ 375
Uniform

$ 5,676 $ 7,340 $ 6,597 $ 5,427 $ 10,806 $ 6,001 $ 11,164 $ 7,950 $ 6,208 $ 6,589 $ 8,250 $ 6,364

N/C - Non Comparator
1 - Alameda County Employee's Retirement Association: 37 Act formula converted to estimated PERS formula.
2 - Kern County Employees' Retirement Administration: 37 Act formula converted to estimated PERS formula.
3 - Sacramento County Employees' Retirement System: 37 Act formula converted to estimated PERS formula.
4 - San Diego County Employees Retirement Association: 37 Act formula converted to estimated PERS formula.
5 - San Francisco Employees' Retirement System: SFERS formula converted to estimated PERS formula.
6 - San Mateo County Employees' Retirement Association: 37 Act formula converted to estimated PERS formula.
7 - Ventura County Employees' Retirement Association: 37 Act formula converted to estimated PERS formula.
8 - San Mateo County Employees' Retirement Association: Life insurance premiums are based on age, rate taken is the average of all employee age groups.
9 - Sacramento County Employees' Retirement System: Management differential.
10 - Orange County Employees Retirement System: Annual leave (includes sick time).

A
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Benefit Package Total

Agency

Benchmark/ Comparator 
Agency Match
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Office of Retirement Services, City of San Jose - Market Compensation Data Month/Year

Page 1 of 1 Attachment C_San Jose TC

Rank Comparator Agency Classification Title Top Annual 
Salary

Cost of Labor 
Differential

Adjusted 
Top Annual 

Salary

Annual 
Benefits 
Package

Total Annual 
Comp

Salary 
Effective 

Date

Next Salary 
Increase

Next 
Percentage 

Increase

1 San Bernardino County Employees' Retirement Assoc.5 Chief Executive Officer $ 293,352 14.8% $ 336,768 $ 133,967 $ 470,735 12/24/2016 1/1/2018 max 2%
2 San Diego County Employees Retirement Association6 Retirement Chief Executive Officer $ 304,740 13.0% $ 344,352 $ 95,402 $ 439,754 unknown unknown unknown
3 Orange County Employees Retirement System2, 3 Chief Executive Officer $ 273,420 10.9% $ 303,228 $ 129,674 $ 432,902 1/5/2018 unknown unknown
4 San Francisco Employees' Retirement System Executive Director (Department Head V) $ 301,680 $ 301,680 $ 74,497 $ 376,177 7/1/2017 unknown unknown
5 Ventura County Employees' Retirement Association7 Retirement Administrator $ 262,488 12.1% $ 294,252 $ 76,366 $ 370,618 1/15/2017 1/14/2018 1.5%
6 Alameda County Employee's Retirement Association Chief Executive Officer, ACERA $ 270,588 $ 270,587 $ 88,082 $ 358,669 1/3/2016 unknown unknown
7 San Mateo County Employees' Retirement Association Chief Executive Officer SAMCERA $ 256,428 $ 256,428 $ 79,064 $ 335,492 10/9/2016 10/8/2017 2-3%
8 Sacramento County Employees' Retirement System4 Chief Executive Officer $ 230,388 13.0% $ 260,340 $ 72,015 $ 332,355 12/28/2017 unknown unknown
9 Sonoma County Employees' Retirement Association Chief Executive Officer $ 224,304 $ 224,303 $ 98,998 $ 323,301 3/1/2017 unknown unknown

10 Contra Costa County Employees' Retirement Assoc. Chief Executive Officer $ 240,768 $ 240,768 $ 79,158 $ 319,926 7/7/2017 unknown unknown
11 Office of Retirement Services, City of San Jose Director of Retirement Services $ 228,633 $ 228,633 $ 68,113 $ 296,745 6/18/2017 unknown unknown
12 Kern County Employees' Retirement Administration1 Executive Director $ 200,952 14.1% $ 229,284 $ 65,128 $ 294,412 unknown unknown unknown

Annual 
Salary

Total Annual 
Comp

$259,919 $278,363 $368,577
-13.7% -21.8% -24.2%

$262,488 $270,587 $358,669
-14.8% -18.4% -20.9%

11 11

Director of Retirement Services

Summary Results

Average of Comparators
% Office of Retirement Services, City of San Jose Above/Below

Median of Comparators
% Office of Retirement Services, City of San Jose Above/Below

Number of Matches

N/C - Non Comparator

6 - San Diego County Employees Retirement Association: The top monthly salary has been increased by 13.0% based on the salary structure difference obtained from the Economic Research Institute.
7 - Ventura County Employees' Retirement Association: The top monthly salary has been increased by 12.1% based on the salary structure difference obtained from the Economic Research Institute.

1 - Kern County Employees' Retirement Administration: The top monthly salary has been increased by 14.1% based on the salary structure difference obtained from the Economic Research Institute.
2 - Orange County Employees Retirement System: The top monthly salary has been increased by 10.9% based on the salary structure difference obtained from the Economic Research Institute.
3 - Orange County Employees Retirement System: Actual salary; no top monthly established.
4 - Sacramento County Employees' Retirement System: The top monthly salary has been increased by 13.0% based on the salary structure difference obtained from the Economic Research Institute.
5 - San Bernardino County Employees' Retirement Assoc.: The top monthly salary has been increased by 14.8% based on the salary structure difference obtained from the Economic Research Institute.



Office of Retirement Services, City of San Jose - Market Compensation Data Month/Year

Page 1 of 1 Attachment C_San Jose TMS

Rank Comparator Agency Classification Title Top Annual 
Salary

Cost of Labor 
Differential

Adjusted 
Top Annual 

Salary

Annual 
Benefits 
Package

Total Annual 
Comp

Salary 
Effective 

Date

Next Salary 
Increase

Next 
Percentage 

Increase

1 San Diego County Employees Retirement Association6 Retirement Chief Executive Officer $ 304,740 13.0% $ 344,352 $ 95,402 $ 439,754 unknown unknown unknown
2 San Bernardino County Employees' Retirement Assoc.5 Chief Executive Officer $ 293,352 14.8% $ 336,768 $ 133,967 $ 470,735 12/24/2016 1/1/2018 max 2%
3 Orange County Employees Retirement System2, 3 Chief Executive Officer $ 273,420 10.9% $ 303,228 $ 129,674 $ 432,902 1/5/2018 unknown unknown
4 San Francisco Employees' Retirement System Executive Director (Department Head V) $ 301,680 $ 301,680 $ 74,497 $ 376,177 7/1/2017 unknown unknown
5 Ventura County Employees' Retirement Association7 Retirement Administrator $ 262,488 12.1% $ 294,252 $ 76,366 $ 370,618 1/15/2017 1/14/2018 1.5%
6 Alameda County Employee's Retirement Association Chief Executive Officer, ACERA $ 270,588 $ 270,587 $ 88,082 $ 358,669 1/3/2016 unknown unknown
7 Sacramento County Employees' Retirement System4 Chief Executive Officer $ 230,388 13.0% $ 260,340 $ 72,015 $ 332,355 12/28/2017 unknown unknown
8 San Mateo County Employees' Retirement Association Chief Executive Officer SAMCERA $ 256,428 $ 256,428 $ 79,064 $ 335,492 10/9/2016 10/8/2017 2-3%
9 Contra Costa County Employees' Retirement Assoc. Chief Executive Officer $ 240,768 $ 240,768 $ 79,158 $ 319,926 7/7/2017 unknown unknown

10 Kern County Employees' Retirement Administration1 Executive Director $ 200,952 14.1% $ 229,284 $ 65,128 $ 294,412 unknown unknown unknown
11 Office of Retirement Services, City of San Jose Director of Retirement Services $ 228,633 $ 228,633 $ 68,113 $ 296,745 6/18/2017 unknown unknown
12 Sonoma County Employees' Retirement Association Chief Executive Officer $ 224,304 $ 224,303 $ 98,998 $ 323,301 3/1/2017 unknown unknown

Annual 
Salary

Total Annual 
Comp

$259,919 $278,363 $368,577
-13.7% -21.8% -24.2%

$262,488 $270,587 $ 29,889
-14.8% -18.4% -20.9%

11 11

6 - San Diego County Employees Retirement Association: The top monthly salary has been increased by 13.0% based on the salary structure difference obtained from the Economic Research Institute.
7 - Ventura County Employees' Retirement Association: The top monthly salary has been increased by 12.1% based on the salary structure difference obtained from the Economic Research Institute.

1 - Kern County Employees' Retirement Administration: The top monthly salary has been increased by 14.1% based on the salary structure difference obtained from the Economic Research Institute.
2 - Orange County Employees Retirement System: The top monthly salary has been increased by 10.9% based on the salary structure difference obtained from the Economic Research Institute.
3 - Orange County Employees Retirement System: Actual salary; no top monthly established.
4 - Sacramento County Employees' Retirement System: The top monthly salary has been increased by 13.0% based on the salary structure difference obtained from the Economic Research Institute.
5 - San Bernardino County Employees' Retirement Assoc.: The top monthly salary has been increased by 14.8% based on the salary structure difference obtained from the Economic Research Institute.

Median of Comparators
% Office of Retirement Services, City of San Jose Above/Below

Number of Matches

N/C - Non Comparator

Director of Retirement Services

Summary Results

Average of Comparators
% Office of Retirement Services, City of San Jose Above/Below



 

 

 

 

 

 

 

 

ATTACHMENT D 
Market Compensation Findings— 

actual employer retirement contributions 
 

 

 

  



Total Comp - August 2017 w/ Agency Contribution to Retirement
Benefit Detail

Page 1 of 1 Attachment D_Benefit Detail Ret.Contrib.

Office of 
Retirement 

Services, City 
of San Jose

Alameda County 
Employee's 
Retirement 
Association

Contra Costa 
County 

Employees' 
Retirement 

Assoc.

Kern County 
Employees' 
Retirement 

Administration

Orange County 
Employees 
Retirement 

System

Sacramento 
County 

Employees' 
Retirement 

System

San Bernardino 
County 

Employees' 
Retirement 

Assoc.

San Diego 
County 

Employees 
Retirement 
Association

San Francisco 
Employees' 
Retirement 

System

San Mateo 
County 

Employees' 
Retirement 
Association

Sonoma County 
Employees' 
Retirement 
Association

Ventura County 
Employees' 
Retirement 
Association

Director of 
Retirement 

Services

Chief Executive 
Officer, ACERA

Chief Executive 
Officer

Executive 
Director

Chief Executive 
Officer

Chief Executive 
Officer

Chief Executive 
Officer

Retirement Chief 
Executive Officer

Executive 
Director 

(Department 
Head V)

Chief Executive 
Officer 

SAMCERA

Chief Executive 
Officer

Retirement 
Administrator

Top Monthly Salary $ 19,053 $ 22,549 $ 20,064 $ 19,107 $ 25,269 $ 21,695 $ 28,064 $ 28,696 $ 25,140 $ 21,369 $ 18,692 $ 24,521

Classic1, 2, 3, 4, 5, 6, 7 2%@55 2%@55 2%@60 2.7%@55 2%@55 2%@55 2.5%@55 2%@55 2%@60 3%@60 2%@60
Agency Retirement Contrib $ 4,370 $ 6,136 $ 7,316 $ 8,506 $ 3,378 $ 5,863 $ 10,965 $ 4,973 $ 6,137 $ 3,079 $ 4,608
ER Paid Member Contrib $ 676
Social Security $ 663 $ 663 $ 663 $ 663 $ 663 $ 663 $ 663 $ 663 $ 663 $ 663
Deferred Compensation $ 714 $ 235 $ 1,146 $ 2,022 $ 217 $ 2,526 $ 214 $ 748 $ 736
Other Ret. $ 2,923
Cafeteria $ 375 $ 1,522 $ 860
Health $ 1,527 $ 2,667 $ 2,343 $ 1,268 $ 1,402 $ 1,418 $ 1,046 $ 1,849 $ 2,912 $ 1,638
Dental $ 150 $ 124 $ 169 $ 125 $ 21 $ 174 $ 108 $ 111
Vision $ 16 $ 8 $ 14 $ 16 $ 17
Life8 $ 61 $ 1 $ 8 $ 20 $ 11 $ 4 $ 2 $ 75 $ 4 $ 11 $ 162 $ 3
LTD $ 25 $ 23 $ 45 $ 27 $ 37 $ 14 $ 89 $ 89
STD/SDI $ 36
Other Ins.9 $ 727
Vacation10 $ 1,466 $ 1,301 $ 1,158 $ 1,249 $ 3,110 $ 1,252 $ 1,619 $ 2,207 $ 1,450 $ 1,315 $ 1,231 $ 3,395
Holidays $ 1,026 $ 1,301 $ 1,003 $ 808 $ 1,166 $ 1,126 $ 1,511 $ 1,435 $ 1,547 $ 986 $ 791 $ 990
Admin Leave $ 366 $ 607 $ 675 $ 1,079 $ 483 $ 539
Auto $ 350 $ 597 $ 469 $ 600 $ 1,001 $ 430 $ 375
Uniform

$ 5,676 $ 11,710 $ 12,461 $ 13,068 $ 17,278 $ 9,379 $ 16,648 $ 17,494 $ 11,181 $ 13,378 $ 9,497 $ 11,719

N/C - Non Comparator
1 - Alameda County Employee's Retirement Association: 37 Act formula converted to estimated PERS formula.
2 - Kern County Employees' Retirement Administration: 37 Act formula converted to estimated PERS formula.
3 - Sacramento County Employees' Retirement System: 37 Act formula converted to estimated PERS formula.
4 - San Diego County Employees Retirement Association: 37 Act formula converted to estimated PERS formula.
5 - San Francisco Employees' Retirement System: SFERS formula converted to estimated PERS formula.
6 - San Mateo County Employees' Retirement Association: 37 Act formula converted to estimated PERS formula.
7 - Ventura County Employees' Retirement Association: 37 Act formula converted to estimated PERS formula.
8 - San Mateo County Employees' Retirement Association: Life insurance premiums are based on age, rate taken is the average of all employee age groups.
9 - Sacramento County Employees' Retirement System: Management differential.
10 - Orange County Employees Retirement System: Annual leave (includes sick time).
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Agency
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Office of Retirement Services, City of San Jose - Market Compensation Data Month/Year

Page 1 of 1 Attachment D_San Jose TC Ret.Contrib.

Rank Comparator Agency Classification Title Top Annual 
Salary

Cost of Labor 
Differential

Adjusted 
Annual 
Salary

Annual Benefits 
Package

Total Annual 
Comp

Salary 
Effective 

Date

Next Salary 
Increase

Next 
Percentage 

Increase

1 San Diego County Employees Retirement Association6 Retirement Chief Executive Officer $ 304,740 13.0% $ 344,352 $209,934 $554,286 unknown unknown unknown
2 San Bernardino County Employees' Retirement Assoc.5 Chief Executive Officer $ 293,352 14.8% $ 336,768 $199,772 $536,540 12/24/2016 1/1/2018 max 2%
3 Orange County Employees Retirement System2, 3 Chief Executive Officer $ 273,420 10.9% $ 303,228 $207,331 $510,559 1/5/2018 unknown unknown
4 San Francisco Employees' Retirement System Executive Director (Department Head V) $ 301,680 $ 301,680 $134,170 $435,850 7/1/2017 unknown unknown
5 Ventura County Employees' Retirement Association7 Retirement Administrator $ 262,488 12.1% $ 294,252 $140,630 $434,882 1/15/2017 1/14/2018 1.5%
8 San Mateo County Employees' Retirement Association Chief Executive Officer SAMCERA $ 256,428 $ 256,428 $160,532 $416,960 10/9/2016 10/8/2017 2-3%
6 Alameda County Employee's Retirement Association Chief Executive Officer, ACERA $ 270,588 $ 270,587 $140,521 $411,109 1/3/2016 unknown unknown
9 Contra Costa County Employees' Retirement Assoc. Chief Executive Officer $ 240,768 $ 240,768 $149,535 $390,303 7/7/2017 unknown unknown

10 Kern County Employees' Retirement Administration1 Executive Director $ 200,952 14.1% $ 229,284 $156,819 $386,103 unknown unknown unknown
7 Sacramento County Employees' Retirement System4 Chief Executive Officer $ 230,388 13.0% $ 260,340 $112,550 $372,890 12/28/2017 unknown unknown

12 Sonoma County Employees' Retirement Association Chief Executive Officer $ 224,304 $ 224,303 $113,959 $338,262 3/1/2017 unknown unknown
11 Office of Retirement Services, City of San Jose Director of Retirement Services $ 228,633 $ 228,633 $ 68,113 $ 296,745 6/18/2017 unknown unknown

Total Annual

$259,919 $278,363 $435,249
-13.7% -21.8% -46.7%

$262,488 $270,587 $416,960
-14.8% -18.4% -40.5%

11 11 11

Director of Retirement Services

Summary Results

Average of Comparators
% Office of Retirement Services, City of San Jose Above/Below

Median of Comparators
% Office of Retirement Services, City of San Jose Above/Below

Number of Matches

N/C - Non Comparator

6 - San Diego County Employees Retirement Association: The top monthly salary has been increased by 13.0% based on the salary structure difference obtained from the Economic Research Institute.
7 - Ventura County Employees' Retirement Association: The top monthly salary has been increased by 12.1% based on the salary structure difference obtained from the Economic Research Institute.

1 - Kern County Employees' Retirement Administration: The top monthly salary has been increased by 14.1% based on the salary structure difference obtained from the Economic Research Institute.
2 - Orange County Employees Retirement System: The top monthly salary has been increased by 10.9% based on the salary structure difference obtained from the Economic Research Institute.
3 - Orange County Employees Retirement System: Actual salary; no top monthly established.
4 - Sacramento County Employees' Retirement System: The top monthly salary has been increased by 13.0% based on the salary structure difference obtained from the Economic Research Institute.
5 - San Bernardino County Employees' Retirement Assoc.: The top monthly salary has been increased by 14.8% based on the salary structure difference obtained from the Economic Research Institute.



Office of Retirement Services, City of San Jose - Market Compensation Data Month/Year

Page 1 of 1 Attachment D_San Jose TMS Ret.Contrib.

Rank Comparator Agency Classification Title Top Annual 
Salary

Cost of Labor 
Differential

Adjusted 
Annual 
Salary

Annual Benefits 
Package

Total Annual 
Comp

Salary 
Effective 

Date

Next Salary 
Increase

Next 
Percentage 

Increase

1 San Diego County Employees Retirement Association6 Retirement Chief Executive Officer $ 304,740 13.0% $ 344,352 $209,934 $554,286 unknown unknown unknown
2 San Bernardino County Employees' Retirement Assoc.5 Chief Executive Officer $ 293,352 14.8% $ 336,768 $199,772 $536,540 12/24/2016 1/1/2018 max 2%
3 Orange County Employees Retirement System2, 3 Chief Executive Officer $ 273,420 10.9% $ 303,228 $207,331 $510,559 1/5/2018 unknown unknown
4 San Francisco Employees' Retirement System Executive Director (Department Head V) $ 301,680 $ 301,680 $134,170 $435,850 7/1/2017 unknown unknown
5 Ventura County Employees' Retirement Association7 Retirement Administrator $ 262,488 12.1% $ 294,252 $140,630 $434,882 1/15/2017 1/14/2018 1.5%
6 Alameda County Employee's Retirement Association Chief Executive Officer, ACERA $ 270,588 $ 270,587 $140,521 $411,109 1/3/2016 unknown unknown
7 Sacramento County Employees' Retirement System4 Chief Executive Officer $ 230,388 13.0% $ 260,340 $112,550 $372,890 12/28/2017 unknown unknown
8 San Mateo County Employees' Retirement Association Chief Executive Officer SAMCERA $ 256,428 $ 256,428 $160,532 $416,960 10/9/2016 10/8/2017 2-3%
9 Contra Costa County Employees' Retirement Assoc. Chief Executive Officer $ 240,768 $ 240,768 $149,535 $390,303 7/7/2017 unknown unknown

10 Kern County Employees' Retirement Administration1 Executive Director $ 200,952 14.1% $ 229,284 $156,819 $386,103 unknown unknown unknown
11 Office of Retirement Services, City of San Jose Director of Retirement Services $ 228,633 $ 228,633 $ 68,113 $ 296,745 6/18/2017 unknown unknown
12 Sonoma County Employees' Retirement Association Chief Executive Officer $ 224,304 $ 224,303 $113,959 $338,262 3/1/2017 unknown unknown

Total Annual

$259,919 $278,363 $435,249
-13.7% -21.8% -46.7%

$262,488 $270,587 $416,960
-14.8% -18.4% -40.5%

11 11

Director of Retirement Services

Summary Results

Average of Comparators
% Office of Retirement Services, City of San Jose Above/Below

Median of Comparators
% Office of Retirement Services, City of San Jose Above/Below

Number of Matches

N/C - Non Comparator

6 - San Diego County Employees Retirement Association: The top monthly salary has been increased by 13.0% based on the salary structure difference obtained from the Economic Research Institute.
7 - Ventura County Employees' Retirement Association: The top monthly salary has been increased by 12.1% based on the salary structure difference obtained from the Economic Research Institute.

1 - Kern County Employees' Retirement Administration: The top monthly salary has been increased by 14.1% based on the salary structure difference obtained from the Economic Research Institute.
2 - Orange County Employees Retirement System: The top monthly salary has been increased by 10.9% based on the salary structure difference obtained from the Economic Research Institute.
3 - Orange County Employees Retirement System: Actual salary; no top monthly established.
4 - Sacramento County Employees' Retirement System: The top monthly salary has been increased by 13.0% based on the salary structure difference obtained from the Economic Research Institute.
5 - San Bernardino County Employees' Retirement Assoc.: The top monthly salary has been increased by 14.8% based on the salary structure difference obtained from the Economic Research Institute.



 

 

 

 

 

 

 

ATTACHMENT E 
Salary Range Placement Recommendations 

 
 



Office of Retirement Services, City of San Jose 
Proposed Range Placement Recommendations

March 2018

Page 1 of 1 6/8/2018 Proposed Salary Max Total Comp

Director of Retirement Services $228,633 $270,587 $270,587 Market and range placement.

Retirement Investment Analyst I $100,153
Internal Alignment; 10% below 
Retirement Investment Analyst II

Retirement Investment Analyst II $104,196 $111,324 $111,324 Market and range placement.
Retirement Investment Officer $160,723 $156,606 $156,606 Market and range placement. 

Senior Retirement Investment Officer $187,200 $219,672 $187,927
Internal Alignment; 20% above 
Retirement Investment Officer

RationaleClass Title Current 
Maximum 

Monthly Salary

Recommended  
Placement

Market Median 
Placement


	AND CITY COUNCIL Police & Fire Dept Retirement Board



