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AGENDA

RETIREMENT BOARD MEETING

SECOND MONTHLY MEETING Retirement Board Conference Room
January 28, 2015 The Willows Office Park
9:00 a.m. 1355 Willow Way, Suite 221

Concord, California

THE RETIREMENT BOARD MAY DISCUSS AND TAKE ACTION ON THE FOLLOWING:

10.

11.

12.

Pledge of Allegiance.
Accept comments from the public.

Staff presentation on survey of 1937 Act systems regarding pay items included in
“Pensionable Compensation.”

Consider and take possible action on leave cashout assumption for Tier Safety C.

Consider and take possible action regarding employer/member cost sharing of leave
cashout assumption.

Consider and take possible action on employer contribution rates effective July 1,
2015 for Central Contra Costa Sanitary District.

Consider and take possible action on contribution rates effective January 1, 2015 and
July 1, 2015 for Contra Costa County Fire Protection District.

Consider and take possible action on renewal of contract with Segal Consulting for
actuarial services.

Consider and take possible action to adopt Resolution 2015-1 providing for salary and
benefits for unrepresented employees of CCCERA effective January 1, 2015.

Consider and take possible action to adopt the pay schedules for all CCCERA
classifications effective January 1, 2015.

Consider and take possible action to approve the proposed CCCERA CEO
employment agreement and authorize Board Chairperson to execute on behalf of the
Board.

Consider and take possible action to revise investment guidelines for Adelante Capital
Management.

The Retirement Board will provide reasonable accommodations for
persons with disabilities planning to attend Board meetings who
contact the Retirement Office at least 24 hours before a meeting.




13.

14.

15.

Consider and take possible action regarding recommendation from Investment
Consultant Search Committee regarding finalist candidates.

Consider authorizing the attendance of Board and/or staff:
a. RFK Compass Conference — West Coast, Sausalito, CA, March 4-5, 2015.
b. PIMCO Client Conference: INSIGHT 2015, Newport Beach, CA, March 15-

18, 2015 (Note: Staff only).

Miscellaneous
a. Staff Report
b. Outside Professionals’ Report

C.

Trustees’ comments

The Retirement Board will provide reasonable accommodations for
persons with disabilities planning to attend Board meetings who
contact the Retirement Office at least 24 hours before a meeting.
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Date: January 28, 2015

To: CCCERA Board of Retirement

From: Kurt Schneider, Deputy Retirement Chief Executive Officer
Subject:  Survey of CERL Systems Regarding Pensionable Compensation

Background

On September 12, 2012, PEPRA was enacted and created a new definition of “pensionable
compensation” which applies to new members entering CCCERA on or after January 1, 2013.

At the December 12, 2012 CCCERA Board meeting, the Retirement Board determined that
"pensionable compensation" under Government Code §7522.34 is limited to base pay but that
the determination is subject to being revisited based on future developments in the law, and also
on any future positions taken by CalPERS.

On December 27, 2012, CalPERS published a Circular Letter to its participating employers with
information regarding PEPRA. CalPERS' circular stated that CalPERS intends to promulgate
regulations to, among other things, include a list of these additional pay items as "pensionable
compensation" which CalPERS' participating employers would be reporting as pensionable.
CalPERS statutes and regulations refer to these pay items as "special compensation," which
includes certification pay, special shift or assignment pay, longevity and bilingual bonuses, etc.

In light of this development, the Board directed CCCERA staff to conduct an analysis of all pay
items beyond base pay for all participating employers in order to determine whether they meet
the definition of "pensionable compensation." On April 10, 2013 and September 4, 2013, staff
presented analyses which included detailed spreadsheets for all pay items under consideration.
At the September 4, 2013 meeting the Board determined that “pensionable compensation” would
be limited to base pay. This decision is reflected in the Board’s Policy on “pensionable
compensation” adopted September 10, 2014. (Copy enclosed.)

On August 20, 2014, CalPERS adopted its final regulation defining “pensionable compensation”
for CalPERS members. The CalPERS regulation includes 99 pay items beyond base pay in
“pensionable compensation” for CalPERS members. In light of this action, the Board directed
CCCERA staff to survey other 1937 Act systems to determine what pay items beyond base pay
are included in “pensionable compensation” in other counties.

1355 Willow Way Suite 221 Concord CA 94520 925.521.3960 FAX:925.646.5747 www.cccera.org



Survey of CERL Systems Regarding Pensionable Compensation

Page 2

Survey Results

The results of the survey are below.

Aside from CCCERA, there are 19 other 1937 Act systems. All 19 systems were surveyed and
were able to provide information on included pay items. A sample of pay items included by the

other 1937 Act systems are shown below.

Included Pay Items by Type

20
15

15
o
(]
=§
2 12
£
g

10

Q
ud
% 10
5 8
] 7
2
£ 6 6
S
2

5

3
O = T T T T T T T l_v
FLSA Shift Holiday Pay  Longevity Special Education Lead Duties On-Call
Differential Duty/skill Incentive

Two other CERL systems, Stanislaus and Sacramento, like CCCERA, include only base pay in
pensionable compensation. Marin and Ventura, meanwhile, currently include only one pay item
in addition to base pay, FLSA pay.

Issues to consider

e As directed by the Board, no retirement contributions have been collected on any items of
pay beyond base pay for CCCERA PEPRA members.

e CCCERA stakeholders have not officially weighed in on this matter. The Board has
received correspondence from the DSA requesting a re-evaluation of the policy. (Copy
enclosed.)

1355 Willow Way Suite 221 Concord CA 94520 925.521.3960 FAX:925.646.5747 www.cccera.org
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CONTRA COSTA COUNTY EMPLOYEES' RETIREMENT ASSOCIATION
BOARD OF RETIREMENT

POLICY ON DETERMINING "PENSIONABLE COMPENSATION"
UNDER PEPRA
FOR PURPOSES OF CALCULATING RETIREMENT BENEFITS

Adopted: 9/10/2014

I. INTRODUCTION

In 2012, the Legislature enacted and the Governor signed into law Assembly Bill 340, which
included the California Public Employees' Pension Reform Act of 2013 ("PEPRA.") PEPRA
changes the terms, conditions and calculation of retirement allowances for new CCCERA
members from those previously in place for "Legacy Members" of CCCERA. This Policy is
effective as to the calculation and amount of retirement allowances for those members of
CCCERA who become "new members" of the retirement system, as defined in PEPRA, Gov.
Code Section 7522.04(f), on or after January 1, 2013.

II. PURPOSE

The purpose of this Policy is to implement provisions of PEPRA relating to member
compensation included in pensionable compensation in accordance with G.C. Section 7522.34.
Pursuant to PEPRA, "pensionable compensation" is used to calculate members' retirement
allowances. (Note: "Pensionable compensation" under PEPRA is comparable to "compensation
earnable" under the County Employees' Retirement Law of 1937, which is used to calculate the
retirement allowances of Legacy Members.)

m1. POLICY

Applicable Law: PEPRA defines "pensionable compensation” as follows:

"Pensionable compensation" of a new member of any public retirement system means the
normal monthly rate of pay or base pay of the member paid in cash to similarly situated
members of the same group or class of employment for services rendered on a full-time
basis during normal working hours, pursuant to publicly available pay schedules.

Compensation that has been deferred shall be deemed pensionable compensation when
earned rather than when paid.

(Gov. Code Section 7522.34(a) and (b).)



PEPRA excludes from "pensionable compensation" the following:

(1) Any compensation determined by the board to have been paid to increase a member's
retirement benefit under that system.

(2) Compensation that had previously been provided in kind to the member by the employer
or paid directly by the employer to a third party other than the retirement system for the
benefit of the member and which was converted to and received by the member in the
form of a cash payment.

(3) Any one-time or ad hoc payments made to a member.

(4) Severance or any other payment that is granted or awarded to a member in connection
with or in anticipation of a separation from employment, but is received by the member
while employed.

(5) Payments for unused vacation, annual leave, personal leave, sick leave, or compensatory
time off, however denominated, whether paid in a lump sum or otherwise, regardless of
when reported or paid.

(6) Payments for additional services rendered outside of normal working hours, whether
paid in a lump sum or otherwise.

(7) Any employer-provided allowance, reimbursement, or payment, including, but not limited
to, one made for housing, vehicle, or uniforms.

(8) Compensation for overtime work, other than as defined in Section 207(k) of Title 29 of
the United States Code [FLSA].

(9) Employer contributions to deferred compensation or defined contribution plans.

(10) Any bonus paid in addition to the compensation described in subdivision (a) [of G.C. §
7522.34].

(11) Any other form of compensation a public retirement board determines is inconsistent
with the requirements of subdivision (a) [of G.C. § 7522.34].

(12) Any other form of compensation a public retirement board determines should not be
pensionable compensation.

(Gov. Code Section 7522.34(a) and (b).)

CCCERA Policies and Practices. The CCCERA Board has determined that "Pensionable

Compensation" includes "base pay." Pensionable compensation does not include any pay other
than base pay, in accordance with Govt. Code Sections 7522.34(c)(11) and (12).

For purposes of determining the amount of "pensionable compensation," pensionable
compensation shall be limited to the amount listed on "publicly available pay schedules." A
"publicly available pay schedule" must meet all of the following requirements:

1. Has been duly approved and adopted by the employer's governing body in accordance
with requirements of applicable public meetings laws;

2. Identifies the position title for every employee position;

3. Shows the pay rate for each identified position, which may be stated as a single
amount or as multiple amounts within a range;



4. Indicates the time base, including, but not limited to, whether the time base is hourly,
daily, bi-weekly, monthly, bi-monthly, or annually;

5. Is posted at the office of the employer or immediately accessible and available for
public review from the employer during normal business hours or posted on the
employer's internet website;

6. Indicates an effective date and date of any revisions;

7. Is retained by the employer and available for public inspection for not less than five
years; and

8. Does not reference another document in lieu of disclosing the pay rate.

Whenever an employer fails to meet all of the foregoing requirements, the Retirement Board, in
its sole discretion, may determine an amount that will be considered to be "pensionable
compensation," taking into consideration all information it deems relevant including, but not
limited to:
(a) Documents approved by the employer's governing body in accordance with
requirements of public meetings laws and maintained by the employer; and
(b) Pensionable compensation earned by the member that last met the foregoing
requirements.

This policy was adopted by the Board of Retirement on September 10, 2014 and supersedes
the predecessor ''Second Addendum to Policy for Determining Which Pay Items are
'Compensation’' for Retirement Purposes."
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CCCERA
1355 Willow Way, Suite 221
Concord, CA 94520

Subject: Determining pensionable compensation for PEPRA members
Board of Trustees:

In October 2012, Governor Brown signed AB 340 (PEPRA) changing the future of public employee pensions in the
State of California. This new law, intended to affect “new members”, went into effect on January 1, 2013, and was
designed to bring greater transparency and consistency to California’s pension systems operating under PERL and
CERL; these include CalPERS, CalSTRS, and the 20 “1937-Act” Counties.

As a result, the various governing bodies of these pension systems set out to interpret and apply this new law. On
December 12, 2012, agenda item number 9; Addendum to “Compensation for Retirement Purposes” policy for new
members on or after January 1, 2013 (PEPRA)”, was discussed. During the Board’s conversation of this item, there
appears to have been considerable discussion about how other 37-Act systems and CalPERS were viewing and
defining terms within the new statute, CCCERA Council, Karen Levy, recommended that the pensionable
compensation implementation approach selected by CCCERA should be subject to further clarification of the law,
including legislative and decisional law, as well as clarification from CalPERS on how they intend to implement
“pensionable compensation.”

Between December 2012 and April 2013, CCCERA underwent an analysis of determining which employer pay
codes met the statutory requirements for pensionable compensation under PEPRA, Government Code Section
7522.34, The analysis required the individual pay code items meet four statutory requirements in order to be
considered as pensionable compensation. The analysis concluded that there were existing employer pay codes which
did, and not, meet the requirements to be included in pensionable compensation for PEPRA members. At the April
10, 2013 CCCERA Board meeting, and despite the above mentioned extensive efforts to clarify legislative intent,
the Board remained divided about whether or not items beyond base pay were intended by the legislature to be
included in final compensation.

During the September 4, 2013, CCCERA Board meeting, a divided board voted to take the position that base pay
ONLY would be included when calculating a new PEPRA members final average salary. This decision was voted
on despite available information that other 37 Act systems, and CalPERS, were still including items above base pay
and had yet to amend their respective final compensation polices for PEPRA members.

Nearly one year later, CalPERS finally decided to formally adopt their final compensation policy for PEPRA
Members. Prior to formally adopting their new policy, CalPERS published a circular letter outlining which pay
items beyond “base pay” would be used in calculating final average salary for PEPRA members. Similarly, other 37
Act systems like ACERA (Alameda County) and LACERA (Los Angeles County) have adopted policies which
reasonably include pay items beyond that of base pay. In a letter from Gov. Brown, dated August 15,2014
(attached), to the Director of CalPERS, Governor Brown states the following:

While the proposed regulutions are largely consistent with the purposes of our Pension Reform Act
(emphasis added), they would improperly allow temporary pay resulting from shori-term prowotions (o count
towards workers’ pensions. This disregards the rule that pensions will be based on normal monthly pay and not on
short term, ad hoc pay increases.

1780 Muir Raad, Martives, CA 94553 (925) 228-9710  Fax (925) 228-1637



This paragraph in Governor Brown's letter, finally makes very clear the intent of the PEPRA legislation, and
supports the DSA’s long-held position that using base-pay only to determine a PEPRA members final average salary
was not the intent of the Governor or the Legislature. What is equally clear is that the viewpoint and analysis held by
retirement associations representing the majority of public employces statewide is inconsistent with those of
CCCERA.

From the beginning, the DSA has stated that there is a differerice between “base pay” and “normal monthly rate of
pay”. These words do not mean the same thing; nor should they be an “option” for retirement boards to select
according to which definition better suits their political taste.

The fact is, some classifications are truly base pay only, while other classifications have built in, institutionally
recognized, permanent or semi-permanent pay premiums which make up the normal monthly rate of pay for
similarly situated members within the classification. Consistency on this issue statewide is extremely important for
Contra Costa County to rectuit and retain quality employces for its workforce.

With this new light being shed on the California pension landscape, the Deputy Sheriff's Association is requesting
CCCERA reevaluate its pensionable compensation policy for PEPRA members. Additionally, we respectfully
request the topic be placed on the next available Board of Trustees agenda for open discussion/take possible action,
and that notification be sent to all stakeholders.

Ken Westermann
President
Contra Costa DSA
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January 22, 2015

Mr. Kurt Schneider

Deputy Chief Executive Officer

Contra Costa County Employees' Retirement Association
1355 Willow Way, Suite 221

Concord, CA 94520

Re:  Leave Cashout Assumptions Used in Annual Actuarial Valuation Including
Proposed Change to Safety Tier C Assumption

Dear Kurt:

As requested, this letter provides information regarding the leave cashout assumptions used in
the annual actuarial valuation. Note that for purposes of this letter and the annual actuarial
valuation we use the term “leave cashouts” as a broad term that includes such items as vacation
sellbacks during the final average salary (FAS) period. In addition, we have included a detailed
discussion of the leave cashout assumption for Safety Tier C and are proposing a change to that
assumption.

BACKGROUND

In 1997 the Board adopted a policy that determined which pay items are considered
compensation for retirement purposes. Under that policy, various types of leave cashouts were
included in the determination of compensation for retirement purposes.

In March 2010, the Board adopted a change to this policy for members with membership dates
on or after January 1, 2011". Under this amended policy, certain types of leave cashouts are no
longer included in the determination of compensation for retirement purposes.

On September 12, 2012, the Governor signed into law Assembly Bill 197, with an effective
date of January 1, 2013. The measure changed how county retirement boards were permitted to
calculate their current members’ retirement allowances. For CCCERA, this effectively made

1 Note that as a result of the passage of the California Public Employees’ Pension Reform Act of 2013
(CalPEPRA), leave cashouts would no longer be considered in determining Pensionable Compensation for
members covered by the CalPEPRA plans.

Benefits, Compensation and HR Consulting. Member of The Segal Group. Offices throughout the United States and Canada



Mr. Kurt Schneider
January 22, 2015
Page 2

members with membership dates before January 1, 2011 subject to the policy that currently
applies to members with membership dates on or after January 1, 2011.

We understand that the Contra Costa County Superior Court has entered a judgment in the
litigation and a Writ directing CCCERA to proceed to comply with AB 197. However, the
matter was appealed and a request was filed on June 9, 2014 with the Court of Appeal for an
immediate “stay” of the Superior Court’s ruling. On June 30, 2014, the Court of Appeal issued
an order denying the request for an additional stay. Therefore, we understand that CCCERA is
required to implement the AB 197 changes in calculating benefits for all retirements with an
effective date of July 12, 2014 or later. It is our understanding from the Association that a final
resolution of this issue in the courts could take several years.

At its July 9, 2014 meeting, the Board decided that the December 31, 2013 valuation should be
completed assuming that AB 197 will be implemented according to the judge’s final ruling,
regardless of the fact that the appeal is ongoing.

In addition, the Board decided to discontinue allowing a practice sometimes referred to as
“straddling” where employees could time their leave cashouts so that two leave cashouts would
occur during their 12-month final average earnings period. The Board decided that on a
prospective basis only one such payment should be included in final average earnings.

CURRENT LEAVE CASHOUT ASSUMPTIONS

CCCERA provided us with updated leave cashout information for actual retirements during the
period from January 1, 2010 through December 31, 2012 (the same period over which
information was collected for the last experience study). That information was adjusted to
reflect the hypothetical impact of AB 197 and the discontinuation of “straddling” on those
members. Based on that information, we recommended new leave cashout assumptions for all
non-PEPRA members that were adopted by the Board on August 13, 2014 and were used in the
December 31, 2013 actuarial valuation.

The table below contains those current leave cashout assumptions as a percentage of final
average pay for non-PEPRA members.

5353873v2/05337.001



Mr. Kurt Schneider
January 22, 2015

Page 3
All Non-PEPRA
Members

Cost Group 1: 1.50%
Cost Group 2: 0.50% for Tier 2

0.75% for Tier 3
Cost Group 3: 6.50%
Cost Group 4: 0.25%
Cost Group 5: 1.50%
Cost Group 6: 1.25%
Cost Group 7: 0.75%
Cost Group 8: 0.75%
Cost Group 9: 0.25%
Cost Group 10: 1.50%
Cost Group 11 3.00%
Cost Group 12: 3.50%

HoOw THE LEAVE CASHOUT ASSUMPTIONS ARE DETERMINED

Normally, the leave cashout assumptions are reviewed every three years at the time of the
actuarial experience study. The next actuarial experience study is scheduled to be performed as
of December 31, 2015.

For each experience study, we request and receive data from the Association that contains
information on leave cashouts for members that retired during the three-year period ending on
the date of the experience study. That data includes the amount of leave cashouts the member
actually received at retirement under CCCERA’s Compensation Earnable Policy that applied at
their retirement date. In addition (as was done last year and described above), we would also be
provided with the amount of leave cashouts the member would have hypothetically received at
retirement under CCCERA’s current Compensation Earnable Policy.

Specifically, the following types of leave cashouts could potentially be included in
Compensation Earnable and as appropriate would be included in the actual cashout data sent to
us:

Vacation sales

Vacation payoffs

Holiday compensation payoffs

Personal holiday payoffs

Sabbatical hours payoffs

Sick leave payoffs (only for Central Contra Costa Sanitary District)

Y V.V VYV V¥V V¥V VY

Administration leave payoffs (a few districts only)

5353873v2/05337.001



Mr. Kurt Schneider
January 22, 2015
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We understand that the only type of leave cashout that might generally be included under the
current rules for County members would be vacation sales. This means that the hypothetical
data we receive would be adjusted to include only vacation sales for County members.

Any proposed changes to the assumptions would be based on a combination of the actual or
more likely the hypothetical experience in the next experience study and the current leave
cashout assumption.

DISCUSSION AND PROPOSED CHANGE TO SAFETY TIER C LEAVE CASHOUT ASSUMPTION

At the August 13, 2014 meeting there was significant discussion regarding the adopted Safety
Tier C leave cashout assumption of 0.25%. Since Safety Tier C is a newer tier, there have been
very few actual retirements from this tier. For this reason, we have historically proposed leave
cashout assumptions for Safety Tier C that are about one-third of those used for Safety Tier A.
This is because Safety Tier C uses a three-year FAS period compared to a one-year FAS under
Safety Tier A.

The actual experience during the period from January 1, 2010 through December 31, 2012
included only one Safety Tier C retiree and that member had no leave cashouts included in their
FAS based on the current policy. At the time, we felt that lowering the assumption to zero
based on the experience for one person would not necessarily be appropriate and we proposed
the 0.25% assumption that was adopted by the Board.

As requested by the Board, we have conferred with the Association and understand that the
following rules currently apply to Safety Tier C based on the most recent Memorandum of
Understanding (MOU) and Resolutions:

> Rank & File: No vacation sales allowed
> Management Unit:

o Hired before November 1, 2011: Allowed to cash out 1/3 of annual accruals per
calendar year

o Hired (or promoted into this MOU) on or after November 1, 2011: No vacation
sales allowed

> Unrepresented management:

o Hired before April 1, 2011: Allowed to cash out 1/3 of annual accruals every 13
months

o Hired on or after April 1, 2011: No vacation sales allowed

Based on the above information, it was then necessary to look at current Safety Tier C
members to see if any of them were hired in 2011 or before as those members would be eligible
for some leave cashouts depending on their classification.

5353873v2/05337.001
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Further information provided by the Association showed that, with the exception of one
individual, everyone currently in Safety Tier C is covered under the Deputy Sheriffs’
Association Rank & File MOU. As stated above, under the current MOU these employees may
not sell back vacation leave during service. If any of these employees are promoted to a
position covered by the Deputy Sheriffs’ Association Management Unit or the Unrepresented
Management Resolution, they will not be permitted to sell back vacation leave under the
current provision of those documents since the promotion will occur after 2011.

There is one Safety Tier C member currently covered under the Unrepresented Management
Resolution who would be permitted to sell back vacation leave. However, as an elected
department head this individual does not accrue vacation leave, and his only employment with
Contra Costa County thus far was as an elected department head.

Based on this information, we are proposing a reduction in the Safety Tier C leave cashout
assumption from 0.25% to 0.00% effective with the December 31, 2014 actuarial valuation.

CoST IMPACT

We have estimated the cost impact of the proposed leave cashout assumption change as if it
was applied to the December 31, 2013 actuarial valuation. If the proposed change were
implemented, the Safety Tier C employer rate would decrease by 0.09% of compensation,
where the Normal Cost rate decreased by 0.08% and the Unfunded Actuarial Accrued Liability
(UAAL) amortization rate decreased by 0.01%. The Safety Tier C member rate would have
decreased by 0.01% of compensation.

Unless otherwise noted, this cost estimate was made using generally accepted actuarial
practices and is based on the December 31, 2013 actuarial valuation, including the participant
and actuarial assumptions upon which that valuation was based. Calculations were completed
under the supervision of John Monroe, ASA, MAAA, Enrolled Actuary.

We are members of the American Academy of Actuaries and we meet the Qualification
Standards of the American Academy of Actuaries to render the actuarial opinion herein.

Please let us know if you have any questions, and we look forward to discussing this with the
Board.

Sincerely,

Paul Angelo, FSA, EA, MAAA John Monroe, ASA, EA, MAAA
Senior Vice President and Actuary Vice President and Actuary
AW/bgb

5353873v2/05337.001
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Paul Angelo, FSA
John Monroe, ASA

Segal Consulting

San Francisco
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Member Contributions:
Leave Cashout Assumption

»Formerly Known as “Terminal Pay” assumption

»Cash outs of accumulated annual vacation leave or compensatory
time off

e Included in benefit calculation as a result of CCCERA'’s (and other 1937
CERL systems) Paulson Settlement (or Ventura Decision)
— Similar for other 1937 CERL systems

¢ Include in “compensation earnable” if earned and cashed out during final
average salary measuring period
— Excludes unused leave that could not be cashed out annually during service

e Only applicable to legacy (or non-CalPEPRA plans)

— Specifically excluded by CalPEPRA for new CCCERA members with
membership dates on or after January 1, 2013

»>Includes proposed change to Safety Tier C leave cashout
assumption

* Segal Consulting 2



Member Contributions:
Leave Cashout Assumption

> After Paulson Settlement, new assumption for leave cashouts at
retirement added to actuarial valuation

e For leave cashouts in final average compensation period
e Increased actuarial accrued liability and (total) normal cost
e Increased employer contribution rates

»No change in the 1937 CERL to address calculation of Basic and
COLA member contribution rates to reflect for new pay elements as
a result of settlement agreements

e Some systems (including CCCERA) continued to use same pre-
Paulsen/Ventura procedure to calculate member contribution rates

»In August 2014 Board adopted a change to include the leave
cashout assumption in the Basic member contribution rates

¢ No action taken on which option (A or B, discussed later) would be used
in the implementation

e Options differ in how the leave cashout assumptions are pooled across

different cost groups with the same tier
7% Segal Consulting 3

Two Policy Options to Calculate Member
Contributions

»Two policy options for calculating member contribution rates to
reflect additional cashout at retirement

»Option A: For members, include leave cashout assumption in Basic
and COLA rates with average leave cashout assumption applied for
each tier

» Develop average assumption for each tier based on cost group specific
assumptions
— Used for Basic member rates for all members in all cost groups within each tier
— Same increase in Basic member rate for all members in each tier, regardless of
cost group

e Consistent with current practice for COLA member rates

— Current practice for COLA rates uses same cashout assumption for all cost
groups within each tier
— No change in average or individual COLA member rate

> Segal Consulting 4



Two Policy Options to Calculate Member
Contributions

»Two policy options for calculating member contribution rates to
reflect additional cashout at retirement (continued)

»Option B: For members, include leave cashout assumption in Basic
and COLA rates with separate leave cashout assumption applied for
each cost group
e Use specific leave cashout assumption for each different cost group

— Consistent with current practice for employer rates
e COLA member rates no longer pooled across all members of a tier
— Change from current practice
— Instead COLA rates also determined separately for each specific cost group
— One result: average member rates decrease for some cost groups

» Decrease from depooling COLA rates greater than increase from including
cashout assumption in Basic rates

»NOTE: Option A and Option B have same impact on total average
employer rate

« Differences are by cost group within tiers

7% Segal Consulting 5

Member Contributions - Option A — Review/Comment

»Option A: include leave cashout assumption in Basic and COLA
member rates with average leave cashout assumption applied by tier

e Average assumption for each tier is based on cost group specific leave
cashout assumptions

» Used for Basic and COLA member rates for all cost groups within a tier
e Six member contribution rate tables for non-PEPRA members
— Same number of member rates as current method

»Leave cashout assumptions used in employee Basic and COLA
contribution rates would reflect average leave cashout experience for
each tier:

» Different cashout assumptions for each cost group pooled across the tier
e Subsidization of members in higher leave cashout assumption cost groups

7% Segal Consulting 6



Member Contributions as of December 31, 2013:
Leave Cashout Assumption Under Option A

Impact of including average leave cashout Average Non-PEPRA Average Non-PEPRA Increase in
assumptions for each tier in Basic member rates Member Rate Before Member Rate After Average
Adjustment to Basic Rate Adjustment to Basic Rate Member Rate
For Leave Cashout For Leave Cashout
Cost Group #1 — General Enhanced Tier 1 o o o
(County and Small Districts) 10.57% iiete §26%
Cost Group #2 — General Enhanced Tier 3 o o o
(County and Small Districts) 10.61% 1066% 0.05%
Cost Group #3 — General Enhanced Tier 1 o o o
(Contra Costa Sanitary District) 11.08% 11.34% 0:26%
Cost Group #4 — General Enhanced Tier 1 " o o
(Housing Authority) 11.24% 11.50% 0.26%
Cost Group #5 — General Enhanced Tier 1 o o o
(CCCFPD) 11.00% 11.26% 0.26%
Cost Group #6 — General Non-Enhanced Tier 1 o 5 o
(Non-Enhanced Districts) 12.41% 12.51% 0iA0%
Cost Group #7 — Safety Enhanced Tier A 17.36% 17.46% 0.10%
(County) 207 46% 10%
Cost Group #8 — Safety Enhanced Tier A o o o
(East CCCFPD/CCCFPD) 17.13% 17.23% 0.10%
Cost Group #9 — Safety Enhanced Tier C 13.50% 13.50% 0.00%
(County) . () . ° . ()
Cost Group #10 — Safety Enhanced Tier A o o o
(Moraga-Orinda FD) 16.90% 17.00% 0.10%
Cost Group #11 — Safety Enhanced Tier A o o o
(San Ramon Valley FD) 16.85% 16.95% 0.10%
Cost Group #12 — Safety Non-Enhanced Tier A o o o
(Rodeo-Hercules FPD) 13.78% 1644 0.26%
All Categories Combined 11.94% 12.02% 0.08%

7v Segal Consulting 7

Member Contributions - Option B — Review/Comment

»Option B: include leave cashout assumption in Basic and COLA
member rates with specific assumption applied for each cost group

» Reflect specific leave cashout assumptions for each different cost group
e Twelve member contribution rate tables for non-PEPRA members

»Leave cashout assumptions used in employer and employee Basic and
COLA contribution rates would reflect specific leave cashout experience
for each different cost group
e [f intent is to have leave cashout assumptions used in member rates match

more closely with experience of individuals then recommend adoption of
Option B

* Segal Consulting 8



Member Contributions as of December 31, 2013:
Leave Cashout Assumption Under Option B

Impact of including leave cashout assumptions Average Non-PEPRA Average Non-PEPRA Increase in
for each cost group in Basic member rates Member Rate Before Member Rate After Average
Adjustment to Basic Rate Adjustment to Basic Rate Member Rate
For Leave Cashout For Leave Cashout
Cost Group #1 — General Enhanced Tier 1 N o o
(County and Small Districts) 10.57% 10.58% 0.01%
Cost Group #2 — General Enhanced Tier 3 o o o
(County and Small Districts) 10.61% 10.66% 0.05%
Cost Group #3 — General Enhanced Tier 1 o o o
(Contra Costa Sanitary District) H:08% H:63% 0:55%
Cost Group #4 — General Enhanced Tier 1 s o 0100
(Housing Authority) 11.24% 11.14% 0.10%
Cost Group #5 — General Enhanced Tier 1 o o _A fo
(CCCFPD) 11.00% 10.93% 0.07%
Cost Group #6 — General Non-Enhanced Tier 1 o o o
(Non-Enhanced Districts) LEA1% 12.51% 0.10%
Cost Group #7 — Safety Enhanced Tier A 17 36% 17.39% 0.03%
(County) . (] . (] X ()
Cost Group #8 — Safety Enhanced Tier A o o o
(East CCCFPD/CCCFPD) 17.13% 17.21% M
Cost Group #9 — Safety Enhanced Tier C 13.50% 13.50% 0.00%
(County) V7o ' '
Cost Group #10 — Safety Enhanced Tier A o o o
(Moraga-Orinda FD) 16.90% 17.02% 0.12%
Cost Group #11 — Safety Enhanced Tier A o o o
(San Ramon Valley FD) 16.85% 17.21% 0.36%
Cost Group #12 — Safety Non-Enhanced Tier A o o o
(Rodeo-Hercules FPD) 15.78% 16.04% 0.26%
All Categories Combined 11.94% 12.02% 0.08%

7v Segal Consulting 9

Discussion
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Al Segal Consulting

100 Montgomery Street Suite 500 San Francisco, CA 94104-4308
T 415.263.8200 www.segalco.com

January 22, 2015

Mr. Kurt Schneider

Deputy Chief Executive Officer

Contra Costa County Employees' Retirement Association
1355 Willow Way, Suite 221

Concord, CA 94520

Re:  Follow-up Regarding Application of Leave Cashout Assumptions in the
Development of Member Contribution Rates for Non-PEPRA Members

Dear Kurt:

As requested by CCCERA, we have prepared follow-up information regarding how the leave
cashout assumptions are reflected in the development of member contribution rates for Non-
PEPRA members in the actuarial valuation. Detailed information on this subject can be found
in our previous letter on this subject that was dated August 6, 2014 and is included as an
enclosure. That letter was presented to the Board of Retirement on August 13, 2014.

As described in that letter, previously the leave cashout assumptions were not applied in
developing the Basic member contribution rates, but they were applied in developing the
member COLA rates. At the August 13, 2014 meeting the Board took action to also include the
leave cashout assumptions in the development of the Basic member contribution rates effective
with the December 31, 2014 valuation. However, no action was taken regarding which option
(A or B as discussed in our August 6 letter) would be used in the implementation. The options
differ in how the leave cashout assumptions are pooled across different cost groups with the
same tier.

The information that follows regarding each option is similar to that provided in our previous
letter, except that the results have been updated based on the December 31, 2013 actuarial
valuation. To summarize, the options differ as to the level of cost-sharing or pooling. Option A
pools by tier (more pooling and is less reflective of individual member experience) while
Option B pools by cost group (less pooling and is more reflective of individual member
experience).

Benefits, Compensation and HR Consulting. Member of The Segal Group. Offices throughout the United States and Canada



Mr. Kurt Schneider
January 22, 2015
Page 2

OPTION A - APPLY AVERAGE LEAVE CASHOUT ASSUMPTIONS FOR EACH TIER IN
DEVELOPING MEMBER BASIC RATE

If we were to develop an average leave cashout assumption for each of the tiers (based on the
cost group specific leave cashout assumptions) and apply those assumptions in developing the
Basic member rates for all members in all cost groups within each tier, it would result in the
same amount of increase in the member rates for all members in each tier, regardless of which
cost group they are in. There would be a comparable decrease in the employer rates after
adjusting the employer rates for refundability. Option A would be consistent with how the
COLA member rates are currently pooled across the tiers. For that reason, there would be no
change in the COLA member rates. There would be six member contribution rate tables for
non-PEPRA members under Option A (one for each tier).

A comparison of the average member contribution rates by cost group based on the
December 31, 2013 valuation! before and after this adjustment is provided in the table below:

1 The Safety Tier C member contribution rates shown in this letter include the proposed change to the leave cashout
assumption for this tier as documented in our letter entitled “Leave Cashout Assumptions Used in Annual Actuarial
Valuation Including Proposed Change to Safety Tier C Assumption”.

5353714v4/05337.001



Mr. Kurt Schneider
January 22, 2015
Page 3

Option A — Apply Average Leave Cashout Assumptions for Each Tier in Member Basic Rate

Average Average
Non-PEPRA Non-PEPRA
Member Rate | Member Rate
Before After Increase/

Adjustment to | Adjustment to | (Decrease) in

Basic Rate For | Basic Rate For Average

Leave Cashout | Leave Cashout | Member Rate
Cost Group #1 — General Enhanced Tier 1 0 o 0
(County and Small Districts) 10.57% 10.83% 0.26%
Cost Group #2 — General Enhanced Tier 3 0 0 0
(County and Small Districts) 10.61% 10.66% 0.05%
Cost Group #3 — General Enhanced Tier 1 0 0 0
(Contra Cost County Sanitary District) 11.08% 11.34% 0.26%
Cost Qroup #4 — General Enhanced Tier 1 11.24% 11.50% 0.26%
(Housing Authority)
Cost Group #5 — General Enhanced Tier 1 o o 0
(CCCFPD) 11.00% 11.26% 0.26%
Cost Group #6 — General Non-Enhanced Tier 1 0 o 0
(Non-Enhanced Districts) 12.41% 12.51% 0.10%
Cost Group #7 — Safety Enhanced Tier A 17.36% 17.46% 0.10%
(County)
Cost Group #8 — Safety Enhanced Tier A 0 o 0
(East CCCFPD/CCCFPD) 17.13% 17.23% 0.10%
Cost Group #9 — Safety Enhanced Tier C 13.50% 13.50% 0.00%
(County)
Cost Group #10 — Safety Enhanced Tier A o o 0
(Moraga-Orinda FPD) 16.90% 17.00% 0.10%
Cost Group #11 — Safety Enhanced Tier A 16.85% 16.95% 0.10%
(San Ramon Valley FD)
Cost Group #12 — Safety Non-Enhanced Tier A 15.78% 16.04% 0.26%
(Rodeo-Hercules FPD)
Grand Total 11.94% 12.02% 0.08%

5353714v4/05337.001




Mr. Kurt Schneider
January 22, 2015
Page 4

OPTION B - APPLY LEAVE CASHOUT ASSUMPTIONS SPECIFIC TO EACH COST GROUP IN
DEVELOPING MEMBER BASIC RATE

If we were to instead apply the leave cashout assumptions for each cost group in developing
separate Basic member rates for members in each cost group, it would also result in an increase
in the average member rate and a comparable decrease in the average employer rates after
adjusting the employer rates for refundability for most cost groups. However, the rate changes
for each cost group would differ as compared to Option A.

Under Option B, the specific leave cashout assumptions for each cost group would be used in
the determination of the Basic member rates for the members of that specific cost group. In
addition, the COLA member rates would no longer be pooled across all members of a tier as
they currently are; instead, they would also be determined separately for each specific cost
group. This last point is the reason that the member rates for some cost groups actually show
decreases even after including the leave cashout assumption in the determination of the Basic
member rate.

A comparison of the average member contribution rates by cost group based on the

December 31, 2013 valuation! before and after this adjustment is provided in the table below.
The “after” column is after changing the member rate methodology to include the leave cashout
assumptions for each specific cost group in developing the Basic member contribution rates for
that cost group.

This methodology results in twelve different sets of member contribution rates for non-PEPRA
members (one for each cost group) as compared to six under Option A (one for each tier).

5353714v4/05337.001



Mr. Kurt Schneider
January 22, 2015
Page 5

Option B — Apply Leave Cashout Assumptions for Each Cost Group in Member Basic Rate?2

Average Average
Non-PEPRA Non-PEPRA
Member Rate | Member Rate
Before After

Adjustment to | Adjustmentto | Increase in

Basic Rate For | Basic Rate For Average

Leave Cashout | Leave Cashout | Member Rate
Cost Group #1 — General Enhanced Tier 1 0 o 0
(County and Small Districts) 10.57% 10.58% 0.01%
Cost Group #2 — General Enhanced Tier 3 0 0 o
(County and Small Districts) 10.61% 10.66% 0.05%
Cost Group #3 — General Enhanced Tier 1 o 0 o
(Contra Cost County Sanitary District) 11.08% 11.63% 0.55%
Cost Group #4 — General Enhanced Tier 1 0 0 0
(Housing Authority) 11.24% 11.14% -0.10%
Cost Group #5 — General Enhanced Tier 1 0 0 o
(CCCFPD) 11.00% 10.93% -0.07%
Cost Group #6 — General Non-Enhanced Tier 1 0 0 0
(Non-Enhanced Districts) 12.41% 12.51% 0.10%
Cost Group #7 — Safety Enhanced Tier A 17.36% 17.39% 0.03%
(County)
Cost Group #8 — Safety Enhanced Tier A o 0 o
(East CCCFPD/CCCFPD) 17.13% 17.21% 0.08%
Cost Group #9 — Safety Enhanced Tier C 13.50% 13.50% 0.00%
(County)
Cost Group #10 — Safety Enhanced Tier A 0 0 o
(Moraga-Orinda FPD) 16.90% 17.02% 0.12%
Cost Group #11 — Safety Enhanced Tier A 16.85% 17.91% 0.36%
(San Ramon Valley FD)
Cost Group #12 — Safety Non-Enhanced Tier A 15.78% 16.04% 0.26%
(Rodeo-Hercules FPD)
Grand Total 11.94% 12.02% 0.08%

2 In addition, the leave cashout assumptions continue to be applied in determining the member COLA rate, however, that
calculation is now done separately for each specific cost group instead of on a pooled basis for each tier.

5353714v4/05337.001




Mr. Kurt Schneider
January 22, 2015
Page 6

If the intent is to have the leave cashout assumptions used in the determination of the member
contribution rate match more closely with the experience of individual members then we
recommend that Option B be adopted as there is less cost sharing or pooling under this option.

Unless otherwise noted, these cost estimates were made using generally accepted actuarial
practices and are based on the December 31, 2014 actuarial valuation, including the participant
and actuarial assumptions upon which that valuation was based. The one exception is that the
proposed change to the Safety Tier C leave cashout assumption from our letter entitled “Leave
Cashout Assumptions Used in Annual Actuarial Valuation Including Proposed Change to
Safety Tier C Assumption” has been reflected in the cost estimates. Calculations were
completed under the supervision of John Monroe, ASA, MAAA, Enrolled Actuary.

We are members of the American Academy of Actuaries and we meet the Qualification
Standards of the American Academy of Actuaries to render the actuarial opinion herein.

Please let us know if you have any comments or questions, and look forward to discussing this
issue with the Board.

Sincerely,

A = 94@ YN owee.

Paul Angelo, FSA, MAAA, FCA, EA John Monroe, ASA, MAAA, EA
Senior Vice President and Actuary Vice President and Actuary
AW/bgb

Enclosures (5325538)
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*X'Segal Consulting %gtinq/D%

Agenda.ltem

100 Montgomery Street Suite 500 San Francisco, CA 94104-4308 / Z10 ™
T 415.263.8200 www.segalco.com

August 6, 2014

Mr. Kurt Schneider

Deputy Chief Executive Officer

Contra Costa County Employees’ Retirement Association
1355 Willow Way, Suite 221

Concord, CA 94520

Re:  Application of Leave Cashout Assumptions in the Development of Member
Contribution Rates

Dear Kurt:

As requested by CCCERA, we are providing information regarding a long-standing practice at
CCCERA that is followed by Segal (and CCCERA’s prior actuary) as to how the leave cashout
(formerly terminal pay) assumptions are reflected in the development of the member
contribution rates in the actuarial valuation. Note that all results in this letter are based on the
proposed leave cashout assumptions for all non-PEPRA members in our letter dated August 5,
2014.

In particular, we have been following the same method used by the prior actuary (presumably
applied by them since CCCERA’s Paulson Settlement) to reflect leave cashouts at retirement
when establishing member contribution rates. For this discussion, “leave cashouts” refer to the
cashing out of accumulated annual vacation leave or compensatory time off both earned and
available to be cashed out during the final average salary measuring period. The methods —
both current and alternative — available to be used to reflect leave cashouts in determining
member rates are described in this letter.

BACKGROUND

As aresult of CCCERA’s Paulson Settlement, leave cashouts count as compensation earnable
for use in determining retirement benefits for current legacy members'.

1 Note that as a result of the passage of the California Public Employees’ Pension Reform Act of 2013 (CalPEPRA), leave
cashouts would no longer be considered in determining pensionable compensation for members covered by the CalPEPRA
plans.

Benefits, Compensation and HR Consulting. Member of The Segal Group. Offices throughout the United States and Canada
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August 6, 2014
Page 2

While there are separate and specific procedures outlined in the County Employees Retirement
Law (CERL) of 1937 that public plan actuaries have followed in determining member basic
and COLA contribution rates, those procedures were not modified by the legislature after the
Paulson Settlement and Ventura Decision in order to clarify how elements of salary that emerge
primarily during the final salary averaging period immediately preceding retirement should be
treated in determining member basic and COLA contribution rates. As a result, some retirement
systems that entered into settlement agreements (including CCCERA) have continued to follow
the same procedures used before the Paulson Settlement Agreement to establish member basic
and COLA contribution rates. Those procedures are detailed in Attachment A of this letter.

Actuarial assumptions as to expected leave cashout amounts are applied in developing
employer contribution rates (basic and COLA) as well as the member COLA contribution rates.
However, the additional leave cashout assumptions are not applied in developing member basic
contribution rates. A more detailed discussion of all the assumptions that apply in the
development of each of the basic and COLA member rates is provided in Attachment A.

It is our recollection that this difference in treatment for the leave cashout assumptions
originated from informal discussions among public plan actuaries shortly after the settlement
agreements, as well as discussions between those actuaries and their client systems. During
those discussions, concerns were expressed that it might not be equitable to apply the same
additional leave cashout assumptions (which are based on aggregate plan experience) used in
developing employer rates when calculating the individual entry age based basic member rates.

One consideration was that female members might reach retirement with lower levels of
accumulated leave as compared to male members. Another consideration was that members
entering at younger ages could have more service at retirement and so might have higher leave
cashouts at retirement. These considerations are not a concern when setting the employer rates
where average experience is pooled across all members of a cost group. However, basing the
basic member rates on average leave cashout experience would potentially overcharge (or
undercharge) categories of members with generally smaller (or larger) levels of additional leave
cashout.

As a result, the leave cashout assumptions were not applied in developing the basic member
rates at some 1937 Act systems. Note that (as detailed in Attachment A) even for these systems
the member COLA rates did reflect the leave cashout assumptions because, under the 1937
CERL, they are based on the employer COLA rates that do reflect the leave cashout
assumption.

It is our understanding that since the settlement agreements many 1937 CERL systems that
originally excluded the leave cashout assumption from the basic member rate calculation now
include that assumption. To our knowledge, systems that continue to exclude this assumption
include CCCERA and VCERA.

5325538v12/05337.013



Mr. Kurt Schneider
August 6, 2014
Page 3

LEAVE CASHOUT ASSUMPTIONS

The following assumptions for leave cashout as a percentage of final average pay are proposed
in our letter dated August 5, 2014 for use in the December 31, 2013 actuarial valuation for non-

PEPRA members pending the Board’s approval.

Membership Date before

January 1, 2013
Cost Group 1: 1.50%
Cost Group 2: 0.50% for Tier 2

0.75% for Tier 3
Cost Group 3: 6.50%
Cost Group 4: 0.25%
Cost Group 5: 1.50%
Cost Group 6: 1.25%
Cost Group 7: 0.75%
Cost Group 8: 0.75%
Cost Group 9: 0.25%
Cost Group 10: 1.50%
Cost Group 11 3.00%
Cost Group 12: 3.50%

IMPACT OF LEAVE CASHOUTS ON CONTRIBUTION RATES

The portion of the aggregate employer and member contribution rates due to the proposed leave
cashout assumptions based on the December 31, 2012 actuarial valuation is shown in the table
below, based on the current practice of not reflecting the leave cashout assumptions in the

member basic rates:

Portion of Contribution Rate Due to the Application of the New Leave Cashout
Assumptions based on the December 31, 2012 Actuarial Valuation

Basic COL ‘ Total
Employer Normal Cost 0.21% 0.05% 0.26%
Employer UAAL 0.21% 0.08% 0.29%
Member Normal Cost 0.00% 0.04% 0.04%
Total 0.42% 0.17% 0.59%

If the Board wants to change policy so as to reflect the leave cashout assumption in the member
basic rates, then there are two ways to do so, depending on how the leave cashout assumptions
are pooled across different cost groups within the same tier.

5325538v12/05337.013
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OPTION A - APPLY AVERAGE LEAVE CASHOUT ASSUMPTIONS FOR EACH TIER IN
DEVELOPING MEMBER BASIC RATE

If we were to develop an average leave cashout assumption for each of the tiers (based on the
cost group specific leave cashout assumptions) and apply those assumptions in developing the
basic member rates for all members in all cost groups within each tier, it would also result in an
increase in the member rates and a comparable decrease in the employer rates after adjusting
the employer rates for refundability. Option A would be consistent with how the COLA
member rates are currently pooled across the tiers. So, there would be no change in the COLA
member rates. There would be six member contribution rate tables for non-PEPRA members
under Option B (one for each tier).

A comparison of the average member contribution rates based on the December 31, 2012
valuation before and after this adjustment is provided in the table below:

5325538v12/05337.013
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Option A — Apply Average Leave Cashout Assumptions for Each Tier in Member Basic Rate

Average Average
Member Rate | Member Rate
Before After Increase/
Adjustment to | Adjustment to | (Decrease) in
Basic Rate For | Basic Rate For Average
Leave Cashout | Leave Cashout | Member Rate
Cost Group #1 — General Enhanced Tier 1 0 o
(County and Small Districts) 10.43% 10.67% 0.24%
Cost Group #2 — General Enhanced Tier 3 o
(County and Small Districts) 10.59% 10.63% 0.04%
Cost Group #3 — General Enhanced Tier 1 0 0
(Contra Cost County Sanitary District) 10.83% 11.07% 0.24%
Cost Group #4 — General Enhanced Tier 1 0
(Housing Authority) 11.09% 11.33% 0.24%
Cost Group #5 — General Enhanced Tier 1 0 o
(CCCFPD) 10.69% 10.93% 0.24%
Cost Group #6 — General Non-Enhanced Tier 1 0
(Non-Enhanced Districts) 12.60% 12.71% 0.11%
Cost Group #7 — Safety Enhanced Tier A 0 0
(County) 17.06% 17.15% 0.09%
Cost Group #8 — Safety Enhanced Tier A o
(East CCCFPD/CCCFPD) 16.74% 16.84% 0.10%
Cost Group #9 — Safety Enhanced Tier C 0 0
(County) 13.96% 13.98% 0.02%
Cost Group #10 — Safety Enhanced Tier A 0
(Moraga-Orinda FPD) 16.57% 16.68% 0.11%
Cost Group #11 — Safety Enhanced Tier A 16.51% 16.62% 0.11%
(San Ramon Valley FD)
Cost Group #12 — Safety Non-Enhanced Tier A 15.68% 15.95% 0.27%
(Rodeo-Hercules FPD)
Grand Total 11.86% 11.94% 0.08%

5325538v12/05337.013
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OPTION B - APPLY LEAVE CASHOUT ASSUMPTIONS SPECIFIC TO EACH COST GROUP IN
DEVELOPING MEMBER BASIC RATE

If we were to instead apply the leave cashout assumptions for each cost group in developing
separate basic member rates for members in each cost group, it would also result in an increase
in the average member rate and a comparable decrease in the average employer rates after
adjusting the employer rates for refundability for most cost groups. However, the rate changes
for each cost group would differ as compared to Option A.

Under Option B, the specific leave cashout assumptions for each cost group are used in the
determination of the basic member rates for the members of that specific cost group. In
addition, the COLA member rates are no longer pooled across all members of a tier as they
currently are; instead they are also determined separately for each specific cost group. This last
point is the reason that the member rates for some cost groups actually show decreases even
after including the leave cashout assumption in the determination of the basic member rate.

A comparison of the average member contribution rates based on the December 31, 2012
valuation before and after this adjustment is provided in the table below. Note that the “before”
column uses the proposed leave cashout assumptions in our August 5, 2014 letter with no
change in the member rate methodology. The “after” column is after changing the member rate
methodology to include the leave cashout assumptions for each specific cost group in
developing the basic member contribution rates for that cost group.

This methodology results in twelve different sets of member contribution rates for non-PEPRA
members (one for each cost group) as compared to six under Option A (one for each tier).

5325538v12/05337.013
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Option B — Apply Leave Cashout Assumptions for Each Cost Group in Member Basic Rate?

Average Average
Member Rate | Member Rate
Before After

Adjustment to | Adjustmentto | Increase in

Basic Rate For | Basic Rate For Average

Leave Cashout | Leave Cashout | Member Rate
Cost Group #1 — General Enhanced Tier 1 0 o
(County and Small Districts) 10.43% 1037% -0.06%
Cost Group #2 — General Enhanced Tier 3 o
(County and Small Districts) 10.59% 10.63% 0.04%
Cost Group #3 — General Enhanced Tier 1 0 0
(Contra Cost County Sanitary District) 10.83% 11.50% 0.67%
Cost Group #4 — General Enhanced Tier 1 0 0
(Housing Authority) 11.09% 10.83% -0.26%
Cost Group #5 — General Enhanced Tier 1 o
(CCCFPD) 10.69% 10.62% -0.07%
Cost Group #6 — General Non-Enhanced Tier 1 0 0
(Non-Enhanced Districts) 12.60% 12.71% 0.11%
Cost Group #7 — Safety Enhanced Tier A 17.06% 17.10% 0.04%
(County)
Cost Group #8 — Safety Enhanced Tier A o
(East CCCFPD/CCCFPD) 16.74% 16.80% 0.06%
Cost Group #9 — Safety Enhanced Tier C
(County) | 13.96% 13.98% 0.02%
Cost Group #10 — Safety Enhanced Tier A 0
(Moraga-Orinda FPD) 16.57% 16.74% 0.17%
Cost Group #11 — Safety Enhanced Tier A 16.51% 16.87% 0.36%
(San Ramon Valley FD)
Cost Group #12 — Safety Non-Enhanced Tier A 15.68% 15.95% 0.27%
(Rodeo-Hercules FPD)
Grand Total 11.86% 11.94% 0.08%

2 1n addition, the leave cashout assumptions continue to be applied in determining the member COLA rate, however, that
calculation is now done separately for each specific cost group instead of on a pooled basis for each tier.
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COLLECTION OF EMPLOYER AND MEMBER CONTRIBUTIONS ON LEAVE CASHOUT

It is our understanding that historically both employer and member contributions are collected
on all salaries that are considered pensionable, including the additional leave cashout. We
concur with this methodology and recommend that it continue going forward.

Unless otherwise noted, these cost estimates were made using generally accepted actuarial
practices and are based on the December 31, 2012 actuarial valuation, including the participant
and actuarial assumptions upon which that valuation was based. The one exception is that the
proposed leave cashout assumptions from our August 5, 2014 letter have been reflected in the
cost estimates. Calculations were completed under the supervision of John Monroe, ASA,
MAAA, Enrolled Actuary.

We are members of the American Academy of Actuaries and we meet the Qualification
Standards of the American Academy of Actuaries to render the actuarial opinion herein.

Please let us know if you have any comments or questions, and look forward to discussing this
issue with the Board.

Sincerely,

Paul Angelo, FSA, MAAA, FCA, EA John Monroe, ASA, MAAA, EA
Senior Vice President and Actuary Vice President and Associate Actuary
AW/bgb

Enclosures
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Attachment A
Detailed Discussion on Development of Member Basic
and Member COLA Contribution Rates

MEMBER BASIC CONTRIBUTION RATE

The member basic contribution rate is calculated to fund the present value of a specified percent
of final average salary at a specified age.

The present value is calculated assuming a level benefit (i.e., no COLA) payable over a
member’s lifetime only (i.e., it excludes the 60% automatic continuance payable to an eligible
spouse/domestic partner). Both the percent and age are specified for each retirement benefit
formula. For instance, for non-PEPRA Safety members covered under the 3% at 50 enhanced
benefit formula in Cost Group 7, member basic contribution rates are calculated to fund the
present value of a benefit equal to 1% of one-year average salary per year of service assuming
that the benefit would be paid commencing at age 50.

Under the current procedure, the following actuarial assumptions are used to calculate the
member basic rate:

> Salary increase assumption to project the change in compensation from entry age to the
specified age

> Mortality assumption used for service retiree to estimate how long the benefit would be
paid to a member at the specified benefit commencement age

> Investment return assumption to calculate the present value of the future benefit and the
present value of the future salary in determining the contribution rate

In addition to the partial set of actuarial assumptions described above for calculating the member
basic rate, the following experience based actuarial assumptions are included in the valuation
(along with a few other minor assumptions) to determine the total basic contribution rate (and
hence the net employer’s basic contribution rate because that rate is just the difference between
the total rate and the member rate):

> Probability of a member with a spouse/domestic partner eligible for an automatic
continuance benefit

> Probability of a member either dying, terminating, or becoming disabled and receiving
benefits specific to those events

> Probability of service retirement (this is different from the specified benefit
commencement age used in developing the member basic rate because the probability of
service retirement has been developed based on the experience of members retiring at
various actual retirement ages).

5325538v12/05337.013 SEGAL CONSULTING



> Level of leave cashouts observed at service and disability retirement and has been
developed based on the experience of members retiring at actual retirement ages

> Level of additional service due to accumulated sick leave observed at service and
disability retirement and has been developed based on the experience of members retiring
at actual retirement ages

From the above discussions, the last five actuarial assumptions are only used in developing the
employer’s basic rate. In particular, the leave cashout assumptions developed using the
experience observed at the actual retirement ages are not used in developing the member basic
rate.

MEMBER COLA CONTRIBUTION RATE

The member COLA contribution rate is calculated so that the cost to provide a COLA benefit is
“shared equally between the county or district and the contributing members” as described in
Section 31873 of the CERL.

Based on this definition, the member COLA contribution rates are calculated taking into account
the level of the annual COLA benefit plus the full set of actuarial assumptions described above
for use in setting the total basic contribution rates. In particular, the actual retirement ages and
the leave cashout assumptions developed observed at those ages are used in developing both the
member and the employer’s COLA rates.

While not every retirement system under the CERL had entered into a settlement agreement, we
are aware of one other retirement system that has followed these same procedures in setting
member basic and COLA contribution rates. Also, for at least one other system that had entered
into a settlement agreement, they originally used the same procedures as described above but
amended their procedures so that the leave cashout assumptions observed at the actual retirement
ages is applied in developing member basic contribution rates at the specified age.

5325538v12/05337.013 SEGAL CONSULTING



MEETING DATE

SECCCERA .ot
COSTA
COUNTY AGENDA ITEM

Employees’ Retirement Association #(

MEMORANDUM

Date: January 28, 2015

To: CCCERA Board of Retirement

From: Kurt Schneider, Deputy Retirement Chief Executive Officer

Subject: Contribution Rate Adjustment for Central Contra Costa Sanitary District

On December 30, 2014, Central Contra Costa Sanitary District (the District) made a $5 million
prepayment towards the District’s Unfunded Actuarial Accrued Liability (UAAL). Along with a
reduction in the UAAL, the prepayment reduces the District’s required UAAL contribution rate.
Consistent with CCCERA’s past practice, the District’s contribution rate will be reduced
effective July 1, 2015 (the July 1 following receipt of the payment.)

Since the contribution rates scheduled to go into effect July 1, 2015 were determined in the
December 31, 2013 Actuarial Valuation, it is the contribution rates in that valuation report that
are being adjusted. In order to make that adjustment, the $5 million prepayment is discounted to
December 31, 2013 and amortized over 18 years as a level percent of pay based on the
assumptions adopted by the Board for that valuation.

The District has contribution rates for two benefit tiers. The contribution rates before the
prepayment can be seen on page 25 of the December 31, 2013 Actuarial Valuation. The effect of
the prepayment is a reduction of the District’s UAAL contribution rate of 1.27% of payroll. The
contribution rates, taking into account the prepayment, are shown in the attached letter from
CCCERA’s actuary, Segal Consulting.

Recommendation: Adopt the contribution rates for the District as shown in the attached letter
from Segal Consulting, effective July 1, 2015.
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John W. Monroe, ASA, MAAA, EA
Vice President & Actuary

100 Montgomery Street Suite 500 San Francisco, CA 94104-4308 .
jmonroe@segalco.com

T 415263 8260 www.segalco.com

VIA E-MAIL
January 12, 2015

Mr. Kurt Schneider

Deputy Chief Executive Officer

Contra Costa County Employees' Retirement Association
1355 Willow Way, Suite 221

Concord, CA 94520

Re:  Contra Costa County Employees’ Retirement Association
2015/2016 Employer Contribution Rates Reflecting Central Contra Costa Sanitary
District Prepayment Towards Unfunded Actuarial Accrued Liability (UAAL)

Dear Kurt:

" We have been provided information from CCCERA regarding Central Contra Costa Sanitary
District’s (“the District”) $5 million prepayment towards their December 31, 2013 UAAL. The
prepayment will be amortized over 18 years as a level percent of pay and will be used to reduce
Central Contra Costa Sanitary District’s UAAL contribution rate.

We understand that the $5 million prepayment was made on December 30, 2014 so the UAAL
rate reduction for the District would be effective on July 1, 2015, which is the date that the
contribution rates from the December 31, 2013 valuation become effective.

In order to determine the reduction in the UAAL, we have discounted the $5 million prepayment
back to the December 31, 2013 valuation date using the current 7.25% investment return
assumption. That discounted prepayment was then amortized over an 18-year period as level
percent of pay installments, with the resulting current amortization credit divided by the
District’s payroll from the December 31, 2013 valuation. The resulting percentage amount
represents the reduction in the District’s UAAL contribution rate effective for the 2015/16 fiscal
year. The District’s contribution rates for the 2015/2016 fiscal year after applying the UAAL rate
reduction are shown in Exhibit A.

Benefits, Compensation and HR Consulting. Member of The Segal Group. Offices throughout the United States and Canada



Mr. Kurt Schneider
January 12, 2015
Page 2

We were also requested to provide a breakdown of how the $5 million prepayment should be
allocated between General Tier 1 and General Tier 4 (3% COLA) Basic and COLA reserves. We
have based the allocation between Basic and COLA reserves on the Cost Group #3 Basic and
COLA UAAL rates as of December 31, 2013. The allocation between General Tier 1 and
General Tier 4 (3% COLA) are based on the Cost Group #3 payroll under the two tiers. This
allocation is shown in the table below:

General Tier 1

General Tier 4

Total

Basic $3,281,384.74 $45,377.78 $3,326,762.52
COLA $1,650,414.15 $22,823.33 $1,673,237.48
Total $4,931,798.89 $68,201.11 $5,000,000.00

These calculations are based on the December 31, 2013 actuarial valuation results including the
participant data and actuarial assumptions on which that valuation was based. That valuation and
these calculations were completed under the supervision of John Monroe, ASA, MAAA,
Enrolled Actuary. The undersigned is a member of the American Academy of Actuaries and
meets the qualification requirements to render the actuarial opinion contained herein.

Sincerely,
J ohn Monroe

AW/hy
Enclosure

5351051v1/05337.013
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MEMORANDUM

Date: January 28, 2015
To: CCCERA Board of Retirement
From: Kurt Schneider, Deputy Retirement Chief Executive Officer

Subject: PEPRA Safety Tier E (2% COLA) Contribution Rates for
Contra Costa County Fire Protection District

On December 19, 2014, the Board of Directors of the Contra Costa County Fire Protection
District approved a Memorandum of Understanding (MOU) with IAFF, Local 1230, which
grants employees who become new Safety members of CCCERA, on or after January 1, 2015, a
post-retirement cost-of-living adjustment limited to 2% per year. This means that new PEPRA
Safety members covered by this MOU will enter Safety Tier E.

The System’s actuary, Segal Consulting, has calculated member and employer rates for this
District for Safety Tier E. The contribution rates effective January 1, 2015 are based on the
December 31, 2012 Actuarial Valuation, and the contribution rates that will go into effect July 1,
2015 are based on the December 31, 2013 Actuarial Valuation.

Recommendation: Adopt the employer contribution rates as shown in the Segal letter.
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% Segal Consulting

John W. Monroe, ASA, MAAA, EA
Vice President & Actuary

100 Montgomery Street Suite 500 San Francisco, CA 94104-4308 A
jmonroe@segalco.com

T 415.263.8260 www.segalco.com

January 12, 2015

Mr. Kurt Schneider

Deputy Chief Executive Officer

Contra Costa County Employees' Retirement Association
1355 Willow Way, Suite 221

Concord, CA 94520

Re:  Contra Costa County Employees’ Retirement Association
FY14-15 and FY15-16 Employer and Member Contribution Rates for PEPRA
Safety Tier E Members in Contra Costa County Fire Protection District

Dear Kurt:

Enclosed please find the employer and member contribution rates for PEPRA Safety Tier E
members in Contra Costa County Fire Protection District (Cost Group #8) for the the July 1,
2014 through June 30, 2015 fiscal year and the July 1, 2015 through June 30, 2016 fiscal year.

We understand that these contribution rates are necessary for Contra Costa County Fire
Protection PEPRA members covered under a MOU recently approved by the Board of
Supervisors with the 2% COLA provisions for those who become members on or after
January 1, 2015.

The normal cost contribution rates for the period from July 1, 2014 through June 30, 2015 and
the period from July 1, 2015 through June 30, 2016 have been developed based on the same
methodology used to previously estimate the costs for the PEPRA tiers in the December 31,
2012 valuation. In particular, we have assumed that the demographic profile of the new
members covered under this tier can be approximated by the data profiles of active Safety
members as of December 31, 2012 (for FY14-15) and as of December 31, 2013 (for FY15-16)
with membership dates on or after January 1, 2011. The costs in future actuarial valuations
could vary from those shown in this letter as they will be based on the actual demographics of
the new members once actual membership data becomes available.

Benefits, Compensation and HR Consulting. Member of The Segal Group. Offices throughout the United States and Canada



Mr. Kurt Schneider
January 12, 2015
Page 2

These calculations of the FY14-15 and FY15-16 contribution rates are based on the December
31, 2012 actuarial valuation and December 31, 2013 actuarial valuation results, respectively,
including the participant data and actuarial assumptions on which those valuations were based.
Those valuations and these calculations were completed under the supervision of John Monroe,
ASA, MAAA, Enrolled Actuary. The undersigned is a member of the American Academy of
Actuaries and meets the qualification requirements to render the actuarial opinion contained
herein.

Sincerely,
; Y
John Monroe

AW/bgb
Enclosure

5351465v1/05337.002



EXHIBIT

Employer Contribution Rates for Contra Costa County Fire Protection District
PEPRA Safety Tier E members

Cost Group #8 December 31, 2012 (Recommended Rates for FY 14-15)
CCCFPD Safety Tier E Basic COLA Total
Normal Cost 11.54% 3.05% 14.59%
UAAL 26.63% 29.09% 55.72%
Total Contributions 38.17% 32.14% 70.31%
Cost Group #8 December 31, 2013 (Recommended Rates for FY 15-16)
CCCFPD Safety Tier E Basic COLA Total
Normal Cost 12.45% 3.28% 15.73%
UAAL 21.90% 27.67% 49.57%
Total Contributions 34.35% 30.95% 65.30%

Member Contribution Rates for Contra Costa County Fire Protection District
PEPRA Safety Tier E members

December 31, 2012 (Recommended Rates for FY 14-15)
Cost Group #8 Basic COLA Total
CCCFPD Safety Tier E 11.66% 3.09% 14.75%

December 31, 2013 (Recommended Rates for FY 15-16)
Cost Group #8 _ Basic COLA Total
CCCFPD Safety Tier E 12.45% 3.28% 15.73%

5351465v1/05337.002 SEGAL CONSULTING



MEETING DATE

CONTRA
“UCCCERA  n
SOULNLL AGENDA ITEM

Employees’ Retirement Association ey

MEMORANDUM

Date: January 28, 2015
To: CCCERA Board of Retirement
From: Gail Strohl, Retirement Chief Executive Officer

Subject: Renewal of Contract with Segal Consulting for Actuarial Services

The term of the Actuarial Services Agreement between CCCERA and The Segal Company (now
Segal Consulting) was three years and expired on December 31, 2014. Segal has submitted an
actuarial fee proposal to CCCERA for the next three years. If the proposed fees are approved by
the Board, the Agreement will be amended to extend it for another three years.

Note that under the terms of the Agreement, either party may terminate the Agreement at any
time for any reason by providing at least 30 days prior written notice to the other party. The
purpose of the extension of the Agreement is to fix the fees should CCCERA continue to rely on
Segal to provide actuarial services for the next three years.

The proposed fees include continued annual increases in the cost of the actuarial valuation of
$2,500 (approximately 2.5%) per year. This is partly due to inflation and partly due to the
increasing complexity of CCCERA’s valuation, mostly notably the addition of six new tiers due
to PEPRA. Hourly rates for additional services are proposed to increase at approximately 2% per
year.

Recommendation: Consider and take possible action on renewal of contract with Segal
Consulting for actuarial services.
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100 Montgomery Street Suite 500 San Francisco, CA 94104-4308 John W. Monroe, ASA, MAAA
T 415.263 8200 www.segalco.com Vice President & Actuary
jmonroe@segalco com

January 16, 2015

Mr. Kurt Schneider

Deputy Chief Executive Officer

Contra Costa County Employees' Retirement Association
1355 Willow Way, Suite 221

Concord, CA 94520

Re: Actuarial Fee Proposal for a Three-Year Contract Renewal
Dear Kurt:

This letter presents our proposed schedule of fixed valuation fees and hourly billing rates for our
services to CCCERA, commencing January 1, 2015.

This letter proposes three years of fixed fees and hourly billing rates starting January 1, 2015.
Note that the December 31, 2014, 2015 and 2016 actuarial valuations will be performed during
2015, 2016 and 2017, respectively and are shown under those columns in the table below.

Fixed Fee Valuation and Retainer Services

Current: Proposed: Proposed: Proposed:
Task 2014 2015 2016 2017

Actuarial Valuation
(includes one meeting) $95,000 $97,500 $100,000 $102,500
January 1, 2013 through
December 31, 2015
Experience Study

(includes two meetings) $60,000
General Consulting Services

(per year) $16,000 $16,000 $16,000 $16,000

Our fee for the last valuation as of December 31, 2013 was $95,000. Our proposed fees for the
next three valuations have been adjusted to reflect the expansion of the valuation to include the
new CalPEPRA tiers and implementing leave cashout assumptions in member Basic contribution
rates.

Benefits, Compensation and HR Consulting. Member of The Segal Group. Offices throughout the United States and Canada



Mr. Kurt Schneider
January 16, 2015
Page 2

Our actual time charges accruals for the 2010 and 2013 experience studies were $77,000 and
$69,000, respectively. The increase in the experience study fee is based on this experience and
reflects the complex structure of CCCERA’s actuarial assumptions.

Hourly Rates for Additional Services

The table below shows the current rates and the rates we are proposing effective January 1, 2015.

Current: Proposed: Proposed: Proposed:
Jan 2014to Jan2015to Jan2016to  Jan 2017 to
Class of Personnel Dec 2014 Dec 2015 Dec 2016 Dec 2017
Principal Actuaries
(Angelo) $495 $500 $500 $510
Reviewing Actuaries $460 $470 $480 $490
Supervising Actuaries
(Monroe) $440 $450 $460 $470
Senior Actuarial Analysts $265 - $430  $280-$440  $290-$450  $300 - $460
Actuarial Analysts $160-$260 $180-$270 $190-$280  $200 - $290
Compliance Consultant $440 $450 $460 $470
GASB DISCLOSURES

As you know, the Governmental Accounting Standards Board (GASB) approved two new
Statements affecting the reporting of pension liabilities for accounting purposes. Statement 67
replaces Statement 25 and is for plan reporting. Statement 68 replaces Statements 27 and is for
employer reporting. As the valuation results for funding purposes can no longer be used for
financial disclosure purposes, we anticipate that there will be significant amount of additional
work in preparing the new disclosures. This is especially the case during the first year of
implementation as results for the first and prior year(s) have to be compiled under the

new Statement.

As the scope of the project is not completely defined at this time', we would propose that our
cost to assist the Association to comply with the new GASB Statement Nos. 67 and 68 be based
on our actual time charges associated with completing these projects. If it is essential that a
budget be established ahead of time, then we would suggest a budget in the following ranges for
the first year of implementation of each Statement:

! For instance, the employers may find it beneficial to request the Association to have Segal prepare the disclosures

that are only applicable to Statement No. 68. If this is going to be the case, we can separately identify that cost when
we prepare our invoices for the Association.

5346433v1/05337.002



Mr. Kurt Schneider
January 16, 2015
Page 3

> $20,000 to $30,000 for GASB 67 reporting for the plan year ending December 31, 2014
> $25,000 to $40,000 for GASB 68 reporting for the fiscal year ending June 30, 2015

These fee estimates include time that has already been spent on implementation. However, our
actual billing may turn out to be significantly different depending on how many meetings are
needed with the other stakeholders.

Note that after the first few years of implementation, we will have a much better sense regarding
the amount of additional fees above those currently charged for the actuarial valuation that will
be necessary for the ongoing work associated with complying with GASB Statement No. 67 and
68 in future years. On that basis, if desired we could develop an incremental fixed fee for the
GASB related work as of the fixed valuation fees.

We look forward to working with you and the Board of Retirement for the next three years.

Sincerely, \ g

), A A - /YM

Paul Angelo, FSA, MAAA, FCA, EA Joh# Monroe ASA, MAAA, EA

Senior Vice President and Actuary Vice President and Actuary
AW/hy
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MEMORANDUM

Date: January 28, 2015

To: CCCERA Board of Retirement

From: Christina Dunn, Retirement Administration Manager

Subject: Resolution for Salary and Benefits for Unrepresented Employees and

Adoption of Publicly Available Pay Schedules

Background

On January 1, 2015 the Contra Costa County Employees’ Retirement Association (“CCCERA”)
became an independent employer separate from Contra Costa County (“County”) creating the
need to implement CCCERA personnel governing documents.

Prior to January 1, 2015 employees at CCCERA were governed by County created documents
including Administrative Bulletins, Salary Regulations, Personnel Management Regulations,
Management Resolution, Memorandum of Understandings between the County and IFPTE,
Local 21 or AFSCME, Local 2700, various Board of Supervisor Resolutions and the CCCERA
Department Handbook. As CCCERA creates personnel governing documents that pertain to their
staff we will streamline the documents for ease of administration. Staff has created a draft
Resolution for Salary and Benefits for Unrepresented Employees and a publicly available pay
schedule for all classifications. Staff will be continue to work on creating Personnel Policies, an
Employee Benefits Guide and negotiating new Memorandum of Understandings.

Next Steps

In order to provide salary and benefits to unrepresented staff at CCCERA, a resolution should be
adopted by the Board of Retirement. Staff have created a draft resolution based on the salary and
benefits provided by the County to CCCERA unrepresented employees as of December 31,
2014. Listed below are the main differences between the County Management Resolution and
the proposed CCCERA Unrepresented Employees Resolution.

1355 Willow Way Suite 221 Concord CA 94520 925.521.3960 FAX: 925.646.5747 www.cccera.org
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Items that have been removed from the County Management Resolution and will appear in the
CCCERA Personnel Polices:

Subject County Management Resolution
Reference
» Work Schedule Definitions Section 1.11
» Leave without pay — use of accruals Section 1.21
» Mileage Reimbursement Section 4
» Higher Pay for Work in Higher Classification ~ Section 9
> Length of Service Credits Section 11.12

Items that have been removed from the County Management Resolution and will appear in the
CCCERA Employee Benefits Guide:

Subject County Management Resolution
Reference
» Loss of Coverage due to layoff Section 2.14
» Health Plan Coverage and Provisions Section 2.15
» Family Member Eligibility for Health and Section 2.16
Dental Insurance
» Supplemental Life Insurance Section 2.25
» PERS Long-Term Care Section 2.28

Items that have been changed from the County Management Resolution:

Subject County Reference Change
» Health and Dental Coverage Section 2.13 Language added to include time
upon retirement worked at CCCERA
» New Retirement Plan Section 6 Refers to CCCERA Member
(PEPRA) Handbooks
» Training Section 7 and Included Career Development
Section 17 training and Professional

Development Reimbursement

1355 Willow Way Suite 221 Concord CA 94520 925.521.3960 FAX:925.646.5747 www.cccera.org
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Items that have been removed from the County Management Resolution and will not appear
elsewhere:

Subject County Reference Reason for Deletion

» Employees in Classifications Section 2.B N/A
who receive Health Care
Coverage from CalPERS

» Catastrophic Leave Bank Section 2.26 Unable to participate in

County’s program.

» Personal Protective Equipment Section 3 N/A

» County Subvention for Section 5.11 As of 7/1/14 no longer
Retirement CEO applicable

> Bilingual Pay Differential Section 8 N/A

> Overtime Exempt Exclusion Section 11.10 Not utilized by CCCERA

staff

» Mirror Classifications Section 11.13 N/A

» Deep Classifications Section 11.14 N/A

» Vacation Buy Back for Section 16.B As 0f 9/1/13 no longer applies
Employees hired on and after to CCCERA staff
4/1/11

> Executive Automobile Section 21 N/A
Allowance

> Certified Employee Benefit Section 56 Not currently utilized by
Specialist (CEBS) CCCERA staff

> Any items that were specific to other departments in the County were removed.

Recommendation

1. Consider and take possible action to adopt Resolution 2015-1 providing for salary and
benefits for unrepresented employees of CCCERA effective January 1, 2015.

2. Consider and take possible action to adopt the publicly available pay schedules for all
CCCERA classifications effective January 1, 2015.
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RESOLUTION OF THE BOARD OF RETIREMENT
CONTRA COSTA COUNTY EMPLOYEES’ RETIREMENT ASSOCIATION

CCCERA RESOLUTION FOR SALARY AND BENEFITS
FOR UNREPRESENTED EMPLOYEES

EFFECTIVE JANUARY 1, 2015
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BOR Reso. No. 2015-1

WHEREAS, the Contra Costa County Employees' Retirement Association ("CCCERA") is a
public agency established by virtue of, and governed by the County Employees’ Retirement Law
of 1937, Government Code sections 31450, et seq., (“CERL”) and Article X VI, section 17 of the
California Constitution.

WHEREAS, CCCERA administers a retirement system for the County of Contra Costa and for
other participating employers located within the County, including CCCERA, by and through its
Board of Retirement (“Board”), and as the Board delegates to its employees who are appointed
by CCCERA pursuant to CERL section 31529.9 (“CCCERA Employees.”)

WHEREAS, the Board wishes to provide salary and benefits to the unrepresented employees of
CCCERA, effective from January 1, 2015 until further notice;

NOW THEREFORE IT IS HEREBY RESOLVED that effective January 1, 2015 and until
further notice employees of CCCERA in the job classifications identified on Attachment A
hereto shall receive the following salary and benefits:

1. Paid Holidays:

CCCERA observes the following paid holidays during the term covered by this Resolution:

New Year’s Day Labor Day

Martin Luther King Jr. Day Veterans’ Day
Presidents’ Day Thanksgiving Day
Memorial Day Day after Thanksgiving
Independence Day Christmas Day

Any paid holiday observed by CCCERA that falls on a Saturday is observed on the
preceding Friday and any paid holiday that falls on a Sunday is observed on the following
Monday.

Eligibility for Paid Holidays: Regular full-time employees are entitled to a paid day off in
recognition of the holiday without a reduction in monthly base pay for CCCERA-observed
holidays listed above.

If a holiday falls on an employee’s regularly scheduled day off due to an alternative work
schedule, the employee is entitled to take the day off, without a reduction in pay in
recognition of the holiday. The employee is entitled to receive 8 hours of flexible
compensation hours or pay at the rate of one times the employees’ base rate of pay.

Part-time employees [who are regularly scheduled to work a minimum of 20 hours per
week)] are entitled to the listed paid holidays on a pro rata basis. For example, a part time
employee whose position hours are 24 per week is entitled to 4.8 hours off work on a
holiday (24/40 x 8 =4.8).

2|Page



BOR Reso. No. 2015-1

When a paid holiday falls on a part-time employee’s normally scheduled work day and the
part-time paid holiday hours are more than the normally scheduled work hours the
employee is entitled to receive flexible compensation hours or pay at the rate of one times
the employees’ base rate of pay for the difference between the employee’s normally
scheduled work hours and the paid part-time holiday hours.

When a paid holiday falls on a part-time employee’s normally scheduled work day and the
part-time paid holiday hours are less than the normally scheduled work hours the employee
must use non-sick leave accruals for the difference between the employee’s normally
scheduled work hours and the part-time paid holiday hours. If the employee does not have
any non-sick leave accrual balances, leave without pay will be authorized.

Flexible Compensation: Flexible Compensation may not be accumulated in excess of 288
hours. After 288 hours are accrued by an employee, the employee will receive flexible pay
at the rate of 1.0 times the employee’s base rate of pay. Flexible compensation may be
taken on those dates and times determined by mutual agreement of the employee and their
supervisor.

2. Personal Holidays:

Regular employees subject to this Resolution are entitled to accrue up to two hours of
personal holiday credit each month.

Part-time employees [who are regularly scheduled to work a minimum of 20 hours per
week] accrue personal holiday hours on a pro rata basis.

No employee may accrue more than forty hours of personal holiday credit at any time.
Once the employee reaches forty hours of personal holiday, the employee will cease
accruing such paid time off until he/she uses sufficient such time to reduce his/her bank
below the forty-hour maximum, after at which time the employee may begin to accrue
additional hours up to the forty-hour maximum.

On separation from CCCERA service, employees shall be paid for any accrued and unused
personal holiday hours at the employee’s then-current rate of pay.

3. Vacation:

Regular full-time employees subject to this Resolution are entitled to accrue paid vacation

as follows:
Monthly  Maximum
Accrual Cumulative
Length of Service* Hours Hours
Fewer than 11 years 10 240
11 years 10-2/3 256
12 years 11-1/3 272
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Monthly  Maximum

Accrual Cumulative

Length of Service* Hours Hours

13 years 12 288
14 years 12-2/3 304
15 through 19 years 13-1/3 320
20 through 24 years 16-2/3 400
25 through 29 years 20 480
30 years and up 23-1/3 560

* Includes County service if employed at CCCERA before January 1, 2015.

Part-time employees [who are regularly scheduled to work a minimum of 20 hours per
week] are entitled to the listed paid vacation on a pro rata basis.

Employees may accrue paid vacation time up to a maximum of twice their annual vacation
accrual. That is, for a full-time employee with 8 years of service, the employee may
accrue up to a maximum of 240 hours (120 hours maximum annual accrual x 2 =240
hours). Once the employee reaches this maximum cumulative hours, she/he will cease
accruing paid vacation time until he/she uses sufficient vacation to drop below the
maximum cumulative hours after which time the employee may begin to accrue additional
hours up to the maximum cumulative hours.

On separation from CCCERA service, employees shall be paid for any accrued and unused
vacation hours at the employee’s then-current rate of pay.

Vacation Buy Back:

A. With the exception of the Retirement Chief Executive Officer, employees may
elect payment of up to one-third (1/3) of their annual vacation accrual, subject to
the following conditions:

(1) the choice can be made only once every thirteen (13) months and there must be
at least twelve (12) full months between each election;

(2) payment is based on an hourly rate determined by dividing the employee’s
current monthly salary by 173.33; and

(3) the maximum number of vacation hours that may be paid in any one sale is
one-third (1/3) of the annual accrual.

B. The Retirement Chief Executive Officer may elect payment of up to one-third
(1/3) of their annual vacation accrual, subject to the following conditions:

(1) the choice can be made only once in each calendar year;
(2) payment is based on an hourly rate determined by dividing the employee’s
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current monthly salary by 173.33; and

(3) the maximum number of vacation hours that may be paid in any one sale is
one-third (1/3) of the annual accrual.

NOTE: Where a lump-sum payment is made to employees as a retroactive general salary
adjustment for a portion of a calendar year that is subsequent to the exercise by an
employee of the vacation buy-back provision herein, that employee’s vacation buy-back
will be adjusted to reflect the percentage difference in base pay rates upon which the lump-
sum payment was computed, provided that the period covered by the lump-sum payment
includes the effective date of the vacation buy-back. For example: In May a salary
increase is approved with an effective date of January 1" and the employee completed a
vacation buy-back in March, a lump sum payment for the difference in base pay of the
vacation buy-back would be calculated.

4. Sick Leave:

Regular full-time employees subject to this Resolution shall earn paid sick leave benefits at
the rate of eight (8) hours per month. Regular part-time employees [who are regularly
scheduled to work a minimum of 20 hours per week] are entitled to sick leave benefits on a
pro rata basis.

Unused sick leave hours accumulate from year to year. When an employee is separated,
other than through retirement, accumulated sick leave hours shall be cancelled, unless the
separation results from layoff, in which case the accumulated hours shall be restored if
reemployed in a regular position within the period of layoff eligibility. At retirement,
employees are credited, at the rate of one day for each one day earned, with sick leave
accumulated as of the day of retirement and that sick leave credit counts as additional
retirement service credit.

For more information on sick leave benefits please refer to the CCCERA Personnel
Policies.

5. Sick Leave Incentive Plan:

Employees may be eligible for a payoff of a part of unused sick leave accruals at
separation. The sick leave incentive plan is an incentive for employees to safeguard sick
leave accruals as protection against wage loss due to time lost for injury or illness. Payoff
must be approved by the Retirement Chief Executive Officer, and is subject to the
following conditions:

» The employee must have resigned in good standing
> Payout is not available if the employee is eligible to retire

» The balance of sick leave at resignation must be at least 70% of accruals earned in
the preceding continuous period of employment excluding any sick leave use
covered by the Family and Medical Leave Act (FMLA), the California Family
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Rights Act (CFRA) or the California Pregnancy Disability Act (PDL).
» Payout is by the following schedule:

Years of Payment Payment of Unused
Continuous Service Sick Leave Payable
3 — 5 years 30%
5 -7 years 40%
7 plus years 50%

» No payoff will be made pursuant to this section unless CCCERA certifies that an
employee requesting as sick leave payoff has terminated membership in, and has
withdrawn their contributions from CCCERA.

> It is the intent of the Board of Retirement that payments made pursuant to this
section are in lieu of CCCERA retirement benefits resulting from employment with
any of the employers in the CCCERA retirement plan.

6. Management Administrative Leave

Management Administrative Leave is authorized time away from the job for any personal
activities and needs which are not charged to sick leave or vacation hours. Unrepresented
employees who are exempt from the payment of overtime are eligible for this benefit.

Use of Management Administrative Leave may be requested whenever desired by the
employee; however; approval of request shall be subject to the same department process as
used for vacation requests.

All unused Management Administrative Leave will be cancelled at 11:59 p.m. on
December 31 of each year.

A.
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On January 1% of each year, all full-time management employees in paid status, except
for the Retirement Chief Executive Officer, will be credited with ninety four (94)
hours of paid Management Administrative Leave. The Retirement Chief Executive
Officer will be credited with seventy (70) hours of paid Management Administrative
Leave. All Management Administrative Leave is non-accruable and all balances will
be zeroed out on December 31 of each year.

Regular part-time employees [who are regularly scheduled to work a minimum of 20
hours per week] are eligible for Management Administrative Leave on a prorated
basis, based upon their position hours.

Employees appointed (hired or promoted) to a management position are eligible for
Management Administrative Leave on the first day of the month following their
appointment date and will receive Management Administrative Leave on a prorated
basis for that first year.
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Other Unpaid Leaves:

CCCERA provides leaves of absence to eligible employees in a variety of circumstances.
In all cases, CCCERA intends to comply with applicable federal and state laws. For
additional information on unpaid leaves please refer to the CCCERA Personnel Policies.

. Pregnancy disability leave may be requested by any employee at any time.
. Workers’ compensation leave is provided to any employee as needed.
. Leave as a reasonable accommodation of an employee’s disability is

provided to any employee as needed.

Request for Leave: As soon as an employee learns of the need for a leave of absence, the
employee should submit a request for leave to the Retirement Administration Manager.
Request forms are available from Human Resources. Any leave request must state the
purpose of the leave being requested. If approved, the leave must be used for that purpose.

A. Medical/Family Illness/Child Care Leave (FMLA/CFRA LEAVE)

Eligible employees may request an unpaid Family Medical Leave Act (“FMLA”) of up to
18 workweeks in a rolling 12-month period (measured backwards from the date the leave
begins) for any of the following reasons:

. Birth of the employee’s child and to care for the child within the first year of
birth;

. The care of an adopted or foster child which the first year of placement with
the employee;

. Care for the employee’s child, spouse or domestic partner, or parent with a

serious health condition;
. Serious health condition of the employee;

. A qualifying exigency arising out of an eligible family member’s call to
military duty; or

. To care for a covered military service member who is the employee’s eligible
family member/next-of-kin.

For purposes of this Resolution, an eligible employee is one who has completed one year of
continuous employment with CCCERA and worked a minimum of 1,250 hours during the
preceding 12 months.

Medical certification is required for leaves necessitated by the serious health condition of
the employee or of a family member, but an employee or his/her health care provider need
not, and should not, disclose the employee’s underlying condition. medical history, results
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of tests, or any genetic information. A “serious health condition” means an illness, injury,
impairment, or physical or mental condition that involves any of the following:

. Time or treatment in connection with inpatient care;

. Period of incapacity of more than three consecutive days that involves
treatment by a health care provider; or

. Any period of incapacity or treatment that is permanent or long term.

Employees will continue to be covered by CCCERA health insurance benefits under pre-
leave conditions during the entire approved FMLA leave.

FMLA leave is unpaid, except that employees [may elect to use any accrued vacation, sick,
personal holiday or management administrative leave time.

Intermittent leave or a reduced work schedule may be approved with medical certification
for an employee’s Serious Health Condition, for the employee to care for a child, parent,
spouse, or domestic partner (under the CFRA only) with a serious health condition.

Medical certification that the employee is released to return to work is required before the
employee will be permitted to return.

If an employee needs to extend his or her leave, he/she must request an extension for
FMLA/CFRA leave as soon as practicable after he/she has knowledge of the need for
additional leave time. Recertification by a treating health care provider may be required
every 30 calendar days in connection with an employee’s absence where appropriate.

B. Pregnancy Disability Leave

Pregnancy Disability Leave (PDL) is a leave due to pregnancy, childbirth, or related reasons
preventing the employee from performing her job functions. PDL includes leave needed for
prenatal care and prenatal complications.

Employees may take up to a maximum of four months of PDL per pregnancy. Medical
certification of the need for the leave is required, and the length of PDL will depend on the
medical necessity for the leave. Medical certification that the employee is released to return
to work is required before the employee will be permitted to return.

Employees will continue to be covered by CCCERA health insurance benefits under pre-
leave conditions during the entire approved PDL.

Leave for pregnancy disability is unpaid, except that employees may elect to use any
accrued vacation, sick, personal holiday or management administrative leave time.

C. Military Leave

Federal and state mandated-military leaves of absence are granted without pay to members
of the United States Uniformed Services, the California National Guard, or the reserves. To
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be eligible, an employee must submit written verification from the appropriate military
authority. Such leaves will be granted in accordance with state and federal law.

When an employee goes on Military Leave for more than 30 days, any applicable group
insurance (existing provisions will apply) continues for 90 days following the
commencement of unpaid Military Leave. Beyond the 90 days, the employee may elect to
continue the same group health care coverage, including dependent coverage, if applicable,
for up to 24 months at his/her own expense.

An employee may elect to use accrued personal holidays, vacation, and/or management
administrative leave at the beginning of unpaid military service or may retain earned and
accrued vacation for use upon return from the leave. The employee must provide this
request/election in writing to Retirement Administration Manager prior to the start of the
military leave.

At the conclusion of military service, an employee will be reinstated upon giving notice of
his/her intent to return to work by either (1) reporting to work or (2) submitting a timely oral
or written request to CCCERA for reinstatement within 90 days of days after their release
from active duty or any extended period required by law. The Military Leave will expire
upon the employee’s failure to request reinstatement or return to work in a timely manner
after conclusion of service.

8. Health, Dental, and Related Benefits

Regular full-time and part-time employees [who are regularly scheduled to work a
minimum of 20 hours per week] and their eligible dependents may be entitled to receive
medical and dental insurance coverage through CCCERA Plans. Attached hereto as
Attachment B, is the monthly premium subsidy for unrepresented employees.

Dual Coverage: Each employee, eligible dependent and retiree may be covered by only a
single CCCERA health or dental plan.

Please refer any questions about medical/dental benefits to Human Resources.

Health and Dental Coverage Upon Retirement

1. Any CCCERA retiree or their eligible dependent who becomes age 65 on or after
January 1, 2009 and who is eligible for Medicare must immediately enroll in
Medicare Parts A and B.

2. “Eligible dependents” who become survivors of employees or retirees are not
eligible for any monthly premium subsidy.

3. For employees hired by Contra Costa County or CCCERA on or after January 1,
2009 and their eligible dependents, are eligible for retiree health/dental coverage
upon completion of fifteen (15) years of service of which five (5) of those years
must be as an active employee of CCCERA with no monthly premium subsidy paid
by CCCERA for any health or dental plan after they separate from CCCERA
employment. However, any such eligible employee who retires from CCCERA
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may retain continuous coverage of a CCCERA health and/or dental plan provided
that:

(1) he or she begins to receive a monthly retirement allowance from CCCERA
within 120 days of separation from CCCERA employment and

(i)  he or she pays the full premium cost under the health and/or dental plan
without any CCCERA premium subsidy.

4. Employees hired by Contra Costa County on January 1, 2007 to December 31,
2008 and their eligible dependents, are eligible for retiree health/dental coverage
premium subsidy upon completion of fifteen (15) years of service of which five
(5) of those years must be as an active employee of CCCERA. For purposes of
retiree health eligibility, one year of service is defined as one thousand (1,000)
hours worked within one anniversary year.

5. Employees hired by Contra Costa County on or before December 31, 2006 and
their eligible dependents, may remain in their CCCERA health/dental plan, but
without CCCERA-paid life insurance coverage, if immediately before their
proposed retirement the employees and dependents are either active subscribers to
one of the CCCERA contracted health/dental plans or if while on authorized leave
of absence without pay, they have retained continuous coverage during the leave
period. CCCERA will pay the health/dental plan monthly premium established by
the Board of Retirement for eligible retirees and their eligible dependents.

6. All periods of benefit eligible employment will be included in the fifteen (15) years
of service calculation for purposes of health and dental coverage upon retirement.

7. Employees, who resign and file for a deferred retirement and their eligible
dependents, may continue in their CCCERA group health and/or dental plan under
the following conditions and limitations:

) Health and dental coverage during the deferred retirement period is totally
at the expense of the employee, without any CCCERA contributions.

(i)  Life insurance coverage is not included.
(iii)  To continue health and dental coverage, the employee must:

a. be qualified for a deferred retirement under the 1937 Retirement Act
provisions;

b. be an active member of a CCCERA group health and/or dental plan at
the time of filing their deferred retirement application and elect to
continue plan benefits;

c. be eligible for a monthly allowance from the Retirement System and
direct receipt of a monthly allowance within twenty-four (24) months of
application for deferred retirement; and

d. file an election to defer retirement and to continue health benefits
hereunder with the Contra Costa County Human Resources Benefits
Service Unit within thirty (30) days before separation from CCCERA
service.
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Deferred retirees who elect continued health benefits hereunder and their
eligible dependents may maintain continuous membership in their
CCCERA health and/or dental plan group during the period of deferred
retirement by paying the full premium for health and dental coverage on or
before the 10" of each month, to the Contra Costa County Auditor-
Controller. When the deferred retirees begin to receive retirement benefits,
they will qualify for the same health and/or dental coverage pursuant to
section 7 above, as similarly situated retirees who did not defer retirement.

Deferred retirees may elect retiree health benefits hereunder without
electing to maintain participation in their CCCERA health and/or dental
plan during their deferred retirement period. When they begin to receive
retirement benefits, they will qualify for the same health and/or dental
coverage pursuant to section 7 above, as similarly situated retirees who did
not defer retirement, provided reinstatement to a CCCERA group health
and/or dental plan will only occur following a three (3) full calendar
month waiting period after the month in which their retirement allowance
commences.

Employees who elect deferred retirement will not be eligible in any event
for CCCERA health and/or dental plan subvention unless the member
draws a monthly retirement allowance within twenty-four (24) months
after separation from CCCERA employment.

Deferred retirees and their eligible family members are required to meet
the same eligibility provisions for retiree health/dental coverage as
similarly situated retirees who did not defer retirement.

Long-Term Disability Insurance

CCCERA will provide Long-Term Disability Insurance with a replacement limit of eight-
five percent (85%) of total monthly base earnings reduced by any deductible benefits.

10. State Disability Insurance

Unrepresented employees do not contribute towards State Disability Insurance.

11. Life Insurance

For employees who are enrolled in the County’s program of medical or dental coverage as
either the primary or the dependent, term life insurance in the amount of ten thousand
dollars ($10,000) will be provided by CCCERA.

Management employees, with the exception of the Chief Executive Officer will also
receive fifty-seven thousand dollars ($57,000) in addition to the life insurance provided
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above. The Chief Executive Officer will receive an additional sixty thousand dollars
($60,000) in addition to the ten thousand dollars ($10,000) insurance provided above.

In addition to the life insurance benefits provided by CCCERA, employees may subscribe
voluntarily and at their own expense for supplemental life insurance. Please refer to
Human Resources for additional information.

12. Workers Compensation Insurance

1.

12|Page

For all accepted workers’ compensation claims filed with CCCERA employees will
receive seventy five percent (75%) of their regular monthly salary during any period of
compensable temporary disability not to exceed one (1) year. If workers’ compensation
benefits become taxable income, CCCERA will restore the former benefit level, one
hundred percent (100%) of regular monthly salary.

Waiting Period: There is a three (3) calendar day waiting period before workers’
compensation benefits commence. If the injured worker loses any time on the date of
injury, that day counts as day one (1) of the waiting period. If the injured worker does
not lose time on the date of the injury, the waiting period is the first three (3) days
following the date of the injury. The time the employee is scheduled to work during
this waiting period will be charged to the employee’s sick leave and/or vacation
accruals. In order to qualify for workers’ compensation the employee must be under
the care of a physician. Temporary compensation is payable on the first three (3) days
of disability when the injury necessitates hospitalization, or when the disability exceeds
fourteen (14) days.

Continuing Pay: A regular employee will receive the applicable percentage of regular
monthly salary in lieu of workers’ compensation during any period of compensable
temporary disability not to exceed one year. “Compensable temporary disability
absence” for the purpose of this Section, is any absence due to work-connected
disability which qualifies for temporary disability compensation under workers’
compensation law set forth in Division 4 of the California Labor Code. When any
disability becomes medically permanent and stationary, the salary provided by this
Section will terminate. No charge will be made against sick leave or vacation for these
salary payments. Sick leave and vacation rights do not accrue for those periods during
which continuing pay is received. Employees are entitled to a maximum of one (1)
year of continuing pay benefits for any one injury or illness.

Continuing pay begins at the same time that temporary workers’ compensation benefits
commence and continues until either the member is declared medically
permanent/stationary, or until one (1) year of continuing pay, whichever comes first,
provided the employee remains in an active employed status. Continuing pay is
automatically terminated on the date an employee is separated from CCCERA by
resignation, retirement, layoff, or the employee is no longer employed by CCCERA. In
these instances, employees will be paid workers’ compensation benefits as prescribed
by workers’ compensation laws. All continuing pay must be cleared through
CCCERA.
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4. Physician Visits: Whenever an employee who has been injured on the job and has
returned to work is required by an attending physician to leave work for treatment
during working hours, the employee is allowed time off, up to three (3) hours for such
treatment, without loss of pay or benefits. Said visits are to be scheduled contiguous to
either the beginning or end of the scheduled workday whenever possible. This
provision applies only to injuries/illnesses that have been accepted by CCCERA as
work related.

5. Labor Code §4850 Exclusion: The foregoing provisions for workers’ compensation
and continuing pay are inapplicable in the case of employees entitled to benefits under
Labor Code Section 4850.

Health Care Spending Account

After six (6) months of regular employment, full time and part time (20/40 or greater)
employees may elect to participate in a Health Care Spending Account (HCSA) Program
designated to qualify for tax savings under Section 125 of the Internal Revenue Code, but
such savings are not guaranteed. The HCSA Program allows employees to set aside a
predetermined amount of money from their pay, before taxes, for health care expenses not
reimbursed by any other health benefit plans. HCSA dollars may be expended on any
eligible medical expenses allowed by Internal Revenue Code Section 125. According to
IRS regulations, any unused balance is forfeited and may not be recovered by the
employee. Please refer to Human Resources for more information on the HCSA Program.

Dependent Care Assistance Program

Full time and part time (20/40 or greater) employees may elect to participate in a
Dependent Care Assistance Program (DCAP) designed to qualify for tax savings under
Section 129 of the Internal Revenue Code, but such savings are not guaranteed. The
program allows employees to set aside up to five thousand ($5,000) of annual salary
(before taxes) per calendar year to pay for eligible dependent care (child and elder care)
expenses. According to IRS regulations, any unused balance is forfeited and may not be
recovered by the employee. Please refer to Human Resources for more information on
DCAP.

Premium Conversion Plan

CCCERA offers the Premium Conversion Plan (PCP) designed to qualify for tax savings
under Section 125 of the Internal Revenue Code, but tax savings are not guaranteed. The
program allows employees to use pre-tax salary to pay health and dental premiums. Please
refer to Human Resources for more information on the PCP.
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Computer Vision Care (CVC)

Employees are eligible to receive an annual eye examination on CCCERA time and at the
expense of CCCERA provided that the employee regularly uses a video display terminal at
least an average of two (2) hours per day as certified by the employee’s supervisor.

Employees certified for examination under this program must make their request through
the Contra Costa County Human Resources Benefits Service Unit. Should prescription
CVC eyeglasses be prescribed for the employee following the examination, CCCERA
agrees to provide, at no cost, basic CVC eye wear consisting of a ten dollar ($10) frame
and single, bifocal or trifocal lenses. Employees may, through individual arrangement
between the employee and the employees’ doctor and solely at the employee’s expense,
include blended lenses and other care, services or materials not covered by the Plan. Please
refer to the Benefits Service Unit of the Contra Costa County Human Resources
Department for more information on the CVC Program.

Retirement:

CCCERA Membership:

Contributions: Employees are responsible for the payment of one hundred percent of
the employees’ basic retirement benefit contributions determined annually by the
Board. Employees are also responsible for the payment of the employee’s contributions
to the retirement cost-of-living program as determined annually by the Board.
CCCERA is responsible for payment of one hundred percent of the employer’s
retirement contributions as determined annually by the Board.

A. Employees who are not classified as new members under PEPRA will be enrolled in
Retirement Tier 1 enhanced. For more information on retirement tiers please refer to
the CCCERA member handbooks.

B. Employees who are classified as new members under PEPRA will be enrolled in
Retirement IV (3% COLA). For more information on retirement tiers please refer to
the CCCERA member handbooks.

C. CCCERA will implement Section 414(h) (2) of the Internal Revenue Code which
allows CCCERA to reduce the gross monthly pay of employees by an amount equal to
the employee’s total contribution to the CCCERA Retirement Plan before Federal and
State income taxes are withheld, and forward that amount to the CCCERA Retirement
Plan. This program of deferred retirement contribution will be universal and non-
voluntary as required by statute.

Deferred Compensation:

A. CCCERA will contribute eighty-five dollars ($85) per month to each employee who
participates in CCCERA’s Deferred Compensation Plan. To be eligible for this
Deferred Compensation Incentive, the employee must contribute to the deferred
compensation plan as indicated below:
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Employees with Current Qualifying Base Monthly Contribution

Monthly Salary of: Contribution Amount Required to Maintain
Incentive Program
Eligibility

$2,500 and below $250 $50

$2,501 — 3,334 $500 $50

$3,335 4,167 $750 $50

$4,168 — 5,000 $1,000 $50

$5,001 — 5,834 $1,500 $100

$5,835 — 6,667 $2,000 $100

$6,668 and above $2,500 $100

Employees who discontinue contributions or who contribute less than the required
amount per month for a period of one (1) month or more will no longer be eligible for
the eighty-five dollars ($85) Deferred Compensation Incentive. To reestablish
eligibility, employees must again make a Base Contribution Amounts as set forth above
based on current monthly salary. Employees with a break in deferred compensation
contributions either because of an approved medical leave or an approved financial
hardship withdrawal will not be required to reestablish eligibility. Further, employees
who lose eligibility due to displacement by layoff, but maintain contributions at the
required level and are later employed in an eligible position, will not be required to
reestablish eligibility.

B. Regular employees hired on and after January 1, 2009 will receive one hundred and
fifty dollars ($150) per month to an employee’s account in the Contra Costa County
Deferred Compensation Plan or other tax-qualified savings program designated by
CCCERA, for employees who meet all of the following conditions:

1. The employee must be hired by CCCERA on or after January 1, 2009.

2. The employee must be appointed to a regular position. The position may be either
full time or part time (designated at a minimum of 20 hours per week).

3. The employee must have been employed by CCCERA or Contra Costa County for at
least 90 calendar days.

4. The employee must contribute a minimum of twenty-five dollars ($25) per month to
the Contra Costa County Deferred Compensation Plan, or other tax-qualified savings
program designated by CCCERA.

5. The employee must complete and sign the required enrollment form(s) for his/her
deferred compensation account and submit those forms to the Benefits Services Unit
of Contra Costa County.

6. The employee may not exceed the annual maximum contribution amount allowable
by the United States Internal Revenue Code.

7. Employees are eligible to apply for loans from the Contra Costa County Deferred
Compensation Plan loan program. For more information on the loan program refer to
Human Resources.
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General Training

CCCERA periodically provides training to employees on its harassment prevention and
equal opportunity/discrimination policies. The purpose of these training sessions is to
inform and remind employees of CCCERA’s policies on these matters. These training
sessions are mandatory.

Employees also receive safety training as part of CCCERA’s Injury and Illness Prevention
program.

Other Job-Related Training

Employees may request to attend training sessions on topics that are directly related to the
employee’s current job and that are likely to improve the employee’s job knowledge and
skills. Requests to attend training must be submitted to the employee’s department
manager. It is within the sole discretion of CCCERA whether or not to grant a training
request.

Professional Development Reimbursement

To encourage personal and professional growth which is beneficial to both CCCERA and
the employee, CCCERA reimburses for certain expenses incurred by employees which are
related to an employee’s current work assignment.

Expenses that may be eligible for reimbursement include certification programs and courses
offered through accredited colleges, universities and technical schools.

Guidelines: Prior to registering for a course, the employee must provide appropriate
information to Human Resources to begin the approval process.

If granted, reimbursement may be used to defray actual costs of tuition, registration, testing
materials, testing fees and books only and is limited to $2,000 per year.

Course attendance, study, class assignments and exams must be accomplished outside of the
employee’s regular working hours.

Reimbursement: Reimbursement will only be provided for course work in which the
employee achieves a grade of C or better. Reimbursement will be provided only to
employees who are employed by CCCERA at the time CCCERA receives evidence of
satisfactory completion of the course or certification exam.

If the employee does not successfully complete the course or certification exam, no
reimbursement will be provided.

Exceptions: For classifications which require a certification or technical license, CCCERA
will reimburse the entire cost of certification fees and membership dues without reducing
the maximum annual Professional Development Reimbursement amount.
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Salary

Attached hereto as Attachment A, is the salary schedule for all classifications of
unrepresented employees.

Overtime

Management employees are not entitled to receive overtime pay, holiday pay, holiday
compensatory, or overtime compensatory time.

Differential Pay

A. Longevity

Ten Years of Service:

Employees who have completed ten (10) years of service for Contra Costa County and/or
CCCERA are eligible to receive a two and one-half percent (2.5%) longevity differential
effective on the first day of the month following the month in which the employee qualifies
for the ten (10) year service award.

Fifteen Years of Service:

Employees who have completed fifteen (15) years of service for Contra Costa County
and/or CCCERA are eligible to receive an additional two and one-half percent (2.5%)
longevity differential effective on the first day of the month following the month in which
the employee qualifies for the fifteen (15) year service award.

Twenty Years of Service:

Employees in the Retirement General Counsel classification who have completed twenty
(20) years of service for Contra Costa County and/or CCCERA will receive an additional
two percent (2%) longevity differential effective on the first day of the month following the
month in which the employee qualifies for the twenty (20) year service award.

B. Certificate Differentials

NOTE: No employee may receive more than one certificate differential at one time,
regardless of the number of certificates held by that employee.

» Accounting Certificate Differential

Incumbents of unrepresented professional accounting, auditing or fiscal officer positions
who possess one of the following active certifications will receive a differential of five
percent (5%) of base monthly salary:

(1) a Certified Public Accountant (CPA) license issued by the State of California,
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Department of Consumer Affairs, Board of Accountancy;

(2) a Certified Internal Auditor (CIA) certification issued by the Institute of Internal
Auditors;

(3) a Certified Management Accountant (CMA) certification issued by the Institute of
Management Accountants; or

(4) a Certified Government Financial Manager (CGFM) certification issued by the
Association of Government Accountants.

» Chartered Financial Analyst (CFA)
Employees who possess an active CFA certification will receive a differential of five
percent (5%) of base monthly salary. Verification of eligibility for any such differential
must be provided to Human Resources.

» Associate of the Society of Actuaries (ASA)
Employees who possess an active ASA certification will receive a differential of five
percent (5%) of base monthly salary. Verification of eligibility for any such differential
must be provided to Human Resources.
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Effective January 1, 2015

Attachment A

Class Title Monthly Salary Range
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6

Retirement Administrative/HR Coordinator $6,009.02 $6,309.47 $6,624.93 $6,956.19 $7,303.99 $7,669.19
Retirement Benefits Program Coordinator $6,307.74 $6,623.12 $6,954.27 $7,301.99 $7,667.09

Retirement Information Technology Coordinator Il $6,307.74 $6,623.12 $6,954.27 $7,301.99 $7,667.09

Retirement Communications Coordinator $6,491.48 $6,816.05 $7,156.86 $7,514.70 $7,890.43

Retirement Administration Manager $6,747.06 $7,084.41 $7,438.63 $7,810.56 $8,201.08

Retirement Information Technology Manager $7,545.81 $7,923.09 $8,319.25 $8,735.21 $9,171.97 $9,630.56
Retirement Investment Analyst $7,842.89 $8,235.02 $8,646.78 $9,079.11 $9,533.07

Retirement Accounting Manager $8,257.27 $8,670.13 $9,103.63 $9,558.81 $10,036.76

Retirement Benefits Manager $8,257.27 $8,670.13 $9,103.63 $9,558.81 $10,036.76

Retirement Compliance Officer $8,257.27 $8,670.13 $9,103.63 $9,558.81 $10,036.76 $10,538.59
Deputy Retirement Chief Executive Officer $9,838.93 $10,330.88 $10,847.42 $11,389.80 $11,959.29 $12,556.22
Retirement General Counsel $10,971.88 $11,520.47 $12,096.50 $12,701.32 $13,336.38

Retirement Chief Investment Officer $12,577.39 $13,206.25 $13,866.57 $14,559.90 $15,287.90

Retirement Chief Executive Officer

$15,166.67




Attachment B

Health and Dental Coverage Monthly Premium Subsidy

Effective: January 1, 2015
Health Plans:
» Contra Costa County Health Plan, (CCHP), Plan A
Single: $509.92
Family: $1,214.90
» Contra Costa County Health Plan, (CCHP), Plan B
Single: $528.50
Family: $1,255.79
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