ITEM 1

ZFIRST5

MONTEREY COUNTY

FINANCE/PERSONNEL COMMITTEE MEETING MINUTES
Friday, April 3, 2026, at 2:00 p.m.
First 5 Monterey County (FSMC) ¢ 1125 Baldwin Street ¢ Salinas, CA

Call to Order: Committee Chair Lal, called the meeting to order at 2:00 p.m.

Roll Call: A legal quorum was present. Commissioners in attendance: Monica Lal (Committee Chair), Roderick
Franks, and Miriam Mendoza.

Approve Agenda: The Agenda was approved as presented by consensus.

Public Comment Period: Members of the audience desiring to address the Committee may do so during this time. Public comments on
items not already on the agenda will be accepted.

No public comments

Action/Information Items:

1. Approval of Finance/Personnel Committee Meeting Minutes for February 5, 2026

ACTION: A motion was made by Commissioner Mendoza and seconded by Commissioner Franks the minutes
for February 5, 2026, were approved as presented. Monica abstained from voting.

2. Financials for Quarter ended 12/31/25 — Kris Curtis, Director of Finance

ACTION: A motion was made by Commissioner Mendoza and seconded by Commissioners Franks. The
financials for quarter ending 12/31/25 were approved as presented and recommended the Balance Sheet and
Income/Expenses by Month Reports be moved forward to the next Regular Commission Meeting as a Consent
Agenda item.

3. FY25/26 Proposed Budget Revision - Kris Curtis, Director of Finance

ACTION: A motion was made by Commissioner Franks and seconded by Commissioner Mendoza, the
FY25/26 Proposed Budget Revision was reviewed and accepted as presented. Commissioners recommended the
item be move forward to the Regular Commission on Consent Agenda as an information item.

4. Review FY25/26 Administrative Cost — Kris Curtis, Director of Finance
ACTION: Committee reviewed and accepted the FY25/26 Administrative Cost Policy and Rate as presented.

5. Insurance Coverage Review — Kris Curtis, Director of Finance
ACTION: Committee reviewed and accepted the insurance coverage as presented.

Committee directed staff to continue higher coverage amounts for cyber insurance given current cyber risks and
increased threats due to Al advancements.

6. Funded Partner Update — Kris Curtis, Director of Finance
Updates may be provided on the following partners in one or more of the categories listed below:
Centro Binacional para el Desarrollo Indigena Oaxaquefio, Go Kids, Inc., Monterey County Office of Education (MCOE), North Monterey
County USD (NMCUSD), Door to Hope, Inc., and Monterey County Probation Department.

a. Contract Update
b. Expenditure Update
c. Audit Financial Report Update
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ACTION: A motion was made by Commissioner Franks and seconded by Commissioner Mendoza to accept the
Funded Partner update as presented.

7. Job Description Approval Authority and Bright Beginnings Position Classification — Joanna Jensen,
Operations Manager and Johhny Salazar, Deputy Director

ACTION: A motion was made by Commissioner Franks seconded by Commissioner Mendoza, the Committee
approved delegating authority to Commissioner Mendoza to approve job descriptions for Commission-approved
positions and authorized Staff the flexibility to classify a Bright Beginnings position based on final job
responsibilities and organizational needs.

8. Deputy Director Update — Johhny Salazar, Deputy Director
Information Item Only

DD Salazar presented an update on the framework for the REDI-Focused Compensation Study for feedback and
input on next steps.

Adjournment: Commissioner Lal adjourned the meeting at 3:28 p.m.
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ITEM 2

FIRST 5 MONTEREY COUNTY
BOARD BRIEFER

MEETING: Finance Committee Meeting — Thursday, May 14, 2026

SUBJECT: REDI Compensation Salary Structure Review

POSSIBLE ACTION:

a. Discuss potential Salary Structure Scenarios in Item 2b
b. Select Salary Structure Scenario to bring forward to the June Commission Meeting for formal adoption
and to prepare FY26/27 Proposed Budget

Commissioners Recusals: None

BACKGROUND:

First 5 Monterey County (FSMC) initiated a Race, Equity, Diversity, and Inclusion (REDI)-focused
compensation study to ensure that compensation practices reflect organizational values, support equity, and
remain fiscally sustainable. This work builds on prior compensation efforts and aligns with the Strategic
Plan

The study is intended to define a clear compensation philosophy grounded in equity and transparency,
evaluate internal and external equity, and strengthen alignment between compensation practices and
F5MC’s mission and REDI commitments.

In February 2026, FSMC engaged Vega Mala Consulting (VMC) to support this work. VMC specializes

in human resources, organizational development, and equity-centered workplace practices. Their work
focuses on integrating REDI principles into organizational systems, including compensation, and they bring
experience supporting public and nonprofit agencies in designing more equitable and transparent
compensation structures.

SUMMARY/DISCUSSION:

Since February 2026, Vega Mala Consulting has been working diligently in gathering market data,
assessing staff input and values, and using REDI principles to propose a new salary structure for FSMC
adoption.

It is important to note that the market has historically moved towards a more “professionalized” workplace,
adopting compensation practices that instead of pulling people out of poverty, keep individuals in, or close
to poverty. The inequities of a market-based compensation system then only increase over time, with Cost-
of-Living adjustments doing little to uplift the lowest wage earners.

Despite working within the dominant economy that favors market-based wages which promote competition
and individualism, FSMC is attempting to move towards a compensation philosophy that is more values
aligned with our mission, and uplifts features like the cost of living and moving towards a thriving wage, a
common base salary, and the understanding of differentiated responsibilities and differentiated pay.

The proposed salary scenarios aim to shift FSMC towards a more equitable model, where historically
undervalued labor is uplifted. This course correction, and the desire to want our employees to be on the
trajectory towards a thriving wage, naturally, comes at a financial cost. Understanding the financial realities
and budget constraints that are present in our work, we are putting forward three potential scenarios that
balance the principles of REDI, market data, and budget constraints.
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Mala Nagarajan, Senior HR Consultant with Vega Mala will be at the meeting to discuss the methodology
and findings.

FINANCIAL IMPLICATIONS:

Item 2a is the current salary scale.
The scenarios presented in Item 2b with a high-level summary of the distinctions is below:

Scenario A Currently Planned:
e Base salary of $70K reflecting a budget increase of 4.67%
e This scenario is within the projected budget increase

Scenario B Moving Forward:
e Base salary of $80k reflecting a budget increase of 8.24%
e This scenario would be approximately $60K above the projected budget increase.

Scenario C Thriving Wage:
e Base salary of $98k, reflecting a budget increase of 18.73%. This increase would place all FSMC
employees at thriving wage minimum
e This scenario would be approximately $240K above the projected budget increase.

Johnny Salazar, Deputy Director
Kris Curtis, Director of Finance
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EMPLOYEE SALARY AND BENEFIT POLICY
SALARY CLASSIFICATIONS AND PAY SCHEDULE

EFFECTIVE FOR PAYPERIOD STARTING 7/1/25*

Salary Classifications Salary Range
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6
Support I $44,167.56 $46,375.94 $48,694.73 $51,129.47 $53,685.94 $56,370.25
Support II $55,051.96 $57,804.57 $60,694.80 $63,729.55 $66,916.01 $70,261.80
Support I11 $66,289.38 $69,603.83 $73,084.02 $76,738.23 $80,575.13 $84,603.90
Program Officer | $69,487.88 $72,962.26 $76,610.38 $80,440.90 $84,462.94 $88,686.09
Program Officer 11 $90,497.62 $95,022.50 $99,773.63| $104,762.32] $110,000.44| $115,500.46
Program Officer 111 $108,120.74| $113,526.78| $119,203.12 $125,163.28| $131,421.42|] $137,992.48
Eval Officer/PAC $100,692.97( $105,727.60| $111,014.01f $116,564.70| $122,392.96[ $128,512.59
Director of Finance $110,893.67| $116,438.36] $122,260.28( $128,373.29] $134,791.96[ $141,531.55
Deputy Director $130,142.63| $136,649.77| $143,482.25( $150,656.37| $158,189.18| $166,098.64
Executive Director $149,391.59] $156,861.18| $164,704.22( $172,939.44 $181,586.40[ $190,665.73
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ITEM 2b

Scenario A
Base Pay $70,000.00
Starting Step Step 1 or 1st step above current salary Range Ratio 15
Steps Increase step each year Actual Pay Ratio 2.6

F5MC Current Salary Advanced Range

Proposed Job Class Classifications Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Responsibility | Constraint | Step Size
1 - Assistant Support | $71,500 $73,000 $74,500 $76,000 $77,500 $79,000 $80,500 $82,000 $83,500 $13,500 $1,500
2 - Senior Assistant  Support Il $75,000 $76,500 $78,000 $79,500 $81,000 $82,500 $84,000 $85,500 $87,000 $88,500 $5,000 $13,500 $1,500
3 - Manager Support llI $85,000 $86,500 $88,000 $89,500 $91,000 $92,500 $94,000 $95,500 $97,000 $98,500 $15,000 $13,500 $1,500
4 - Senior Manager Program Officer | $92,500 $94,000 $95,500 $97,000 $98,500 $100,000 $101,500 $103,000 $104,500  $106,000 $22,500 $13,500 $1,500
5 - Associate Director Program Officer || $107,250  $109,000  $110,750 $112500  $114250 $116,000 $117,750 $119,500 $121,250  $123,000 $37,250 $15,750 $1,750

Program Officer lIl, Eval
6 - Director Officer/PAC, Finance $115000 $116,750  $118,500 $120,250  $122,000 $123,750 $125500 $127,250 $129,000 $130,750 $45,000 $15,750 $1,750
7 - Deputy Director Deputy Director $130,000 $132,200  $134,400 $136,600  $138,800 $141,000 $1432200 $145400 $147,600  $149,800 $60,000 $19,800 $2,200
8 - Executive Director |Executive Director $160,000 $162,200  $164,400 $166,600  $168,800 $171,000 $173,200 $175400 $177,600 $179,800 $90,000 $19,800 $2,200

26/27 PR Amounts

Based on Current Based on Based on
Employees who are on the Current Scenario A Difference % Increase
Salary scale Salary Scale Salary Scale

$1,701,905 $1,781,311 $79,406 4.67%




Scenario B

Base Pay $80,000.00
Starting Step Step 1 or 1st step above current salary Range Ratio 15
Steps Increase step each year Actual Pay Ratio 2.4

F5MC Current Salary Advanced Range

Proposed Job Class Classifications Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 Responsibility | Constraint | Step Size
1 - Assistant Support | $81,500 $83,000 $84,500 $86,000 $87,500 $89,000 $90,500 $92,000 $93,500 $13,500 $1,500
2 - Senior Assistant  Support Il $85,000 $86,500 $88,000 $89,500 $91,000 $92,500 $94,000 $95,500 $97,000 $98,500 $5,000 $13,500 $1,500
3 - Manager Support Il $90,000 $91,500 $93,000 $94,500 $96,000 $97,500 $99,000 $100,500 $102,000 $103,500 $10,000 $13,500 $1,500
4 - Senior Manager  Program Officer | $95,000 $96,500 $98,000 $99,500 $101,000 $102,500 $104,000 $105500 $107,000 $108,500 $15,000 $13,500 $1,500
5 - Associate Director Program Officer Il $105,000 $106,750 $108,500 $110,250 $112,000 $113,750 $115500 $117,250 $119,000 $120,750 $25,000 $15,750 $1,750

Program Officer lll, Eval

6 - Director Officer/PAC, Finance $126,500 $128250  $130,000 $131,750 $133,500 $135250 $137,000 $138,750  $140,500 = $142,250 $46,500 $15,750 $1,750

7 - Deputy Director Deputy Director $145,000  $147,200 $149,400 $151,600 $153,800 $156,000 $158,200 $160,400 $162,600 $164,800 $65,000 $19,800 $2,200

8 - Executive Director | Executive Director $175000 $177,200  $179,400 $181,600 $183,800 $186,000 $188200  $190,400 $192,600  $194,800 $95,000 $19,800 $2,200

26/27 PR Amounts

Based on Current Based on Based on
Employees who are on the Current Scenario B Difference % Increase
Salary scale Salary Scale Salary Scale

$1,701,905 $1,842,100 $140,195 8.24%




Scenario C

Base Pay $98,000.00
Starting Step Step 1 or 1st step above current salary Range Ratio 15
Steps Increase step each year Actual Pay Ratio 2.2

F5MC Current Salary Advanced Range
Proposed Job Class Classifications Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 Responsibility | Constraint | Step Size

1 - Assistant Support | $99,500 $101,000 $102,500  $104,000 $105500 $107,000 $108,500 $110,000 $111,500 $13,500 $1,500
2 - Senior Assistant  Support |l $103,000 $104,500  $106,000 $107,500  $109,000 $110,500 $112,000 $113,500 $115,000 $116,500 $5,000 $13,500 $1,500
3 - Manager Support Il $108,000 $109,500  $111,000 $112500  $114,000 $115500 $117,000 $118500 $120,000 $121,500 $10,000 $13,500 $1,500
4 - Senior Manager Program Officer | $113,000 $114500  $116,000 $117,500  $119,000 $120,500 $122,000 $123,500 $125,000 $126,500 $15,000 $13,500 $1,500
5 - Associate Director |Program Officer Il $118,000 $119,750  $121,500 $123250  $125000 $126,750 $128500  $130,250 $132,000 $133,750 $20,000 $15,750 $1,750
Program Officer lll, Eval
6 - Director Officer/PAC, Finance $126,500 $128250  $130,000 $131,750  $133500 $135250 $137,000 $138,750  $140,500  $142,250 $28,500 $15,750 $1,750
7 - Deputy Director Deputy Director $168,000 $170,200  $172,400 $174,600  $176,800 $179,000 $181,200 $183,400 $185,600 $187,800 $70,000 $19,800 $2,200
8 - Executive Director | Executive Director $198,000  $200,200  $202,400 $204,600  $206,800 $209,000 $211,200 $213,400 $215,600 $217,800 $100,000 $19,800 $2,200

26/27 PR Amounts

Based on Current Based on Based on
Employees who are on the Current Scenario B Difference % Increase
Salary scale Salary Scale Salary Scale

$1,701,905 $2,020,750 $318,845 18.73%
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Additional Background for ITEM 2

Agenda

Purpose: To share the high-level approach to F5MC'’s
new salary scale (e.g., key decision points, changes)

and next steps in the REDI-focused compensation
oroject e Welcome

Outcomes: By the end of this meeting, you will have e Re-introductions

a high-level understanding of e New Salary Scale

e F5MC’'s new salary scale e The approach

e How the changes align with the organization’s e Key changes and decisions
mission e What this means for the
e What this means for staff agency and staff
e Next steps

e Next steps in the process to approve and
implement the new scale

And VMC and F5MC leadership will have an e Closing
understanding of how staff feel about these changes.

e Q&A
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The VMC Team
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Results of the
REDI-Focused Comp
Study:

The Approach




Additional Background for ITEM 2

VMC Refresher

Assumptions & Beliefs

Our assumptions and beliefs about salary and compensation come from
somewhere.

Historical,
socio-economic, & Personal Current

intergenerational assumptions & » organizational
context beliefs about compensation
salaries practices




Additional Background for ITEM 2

VMC Refresher

What attitudes do our pay practices reflect and promote?

Labor-Based

Market-Based Wage Equity-Based Wage

Wage
e The cost of labor e Equal wage e The cost of living (toward a
e Competition e My labor hour = your labor thriving wage)
. . hour e Collective well-being, a
e Individualism

e My labor power = your common base salary

labor power e Differentiated

responsibilities and
differentiated pay

Dominant culture VALUES ALIGNMENT Liberation



Additional Background for ITEM 2

VMC Approach

o Lift up unseen and undervalued labor
« Allow for transparency and clarity in how pay is set

« Allow for the organization to exercise self-determination in setting pay
and adapt/adjust over time

« [riangulating cost of labor (market), organizational context, and cost of
living (thriving wage)

« Prioritize collective impact rather than impact on individual employees
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Results of the
REDI-Focused Comp
Study:

FSMC's New Salary Scale




Additional Background for ITEM 2

The New Salary Scale

What is the same What is different

A salary scale with ranges based on The grouping of jobs for each band has shifted. Programmatic and

different job levels (or “job classes”) non-programmatic positions are grouped together in levels to address the ways in
and role. which the market undervalues the former and overvalues the latter.

Each range has “steps” that employees | 10 “steps” in each range. Each employee will be moved into a step that is just
can advance to over time. above their current pay and then will advance a step each year until they reach
end of scale. Employees typically begin at the first step in a range when hired into a
position within the designated range.

Salary ranges were determined based | Market data informs salary ranges. However, the data is used to ensure salaries can
on market data. remain competitive for recruitment and to make informed decisions around adjusting
for market biases (see first point).

Additional stipend is given for Language is considered supplemental pay. This means it is part of total salary, but
bilingual responsibilities. not part of the job class level/ranges, and calculated more transparently and clearly.




Additional Background for ITEM 2

The New Salary Scale

What is the same What is different

Ranges exist are-determined Ranges demonstrate the interconnectedness of the work, and reflect the
independently-and-netconnectedtoeach | interdependence between levels and steps. Instead of being determined
other independently, the relationship between levels is clear and transparent.
N/A Every salary includes base pay. This is determined by thriving wage

information, and COLA is applied to this to impact all employees equitably. It
represents the shared work (e.g., staff meetings) that all staff share.

Flat COLA given to all staff. Flat cost of living adjustment (COLA) is added to the base pay instead of to
final salaries (which was the most recent practice). This results in whole salary
scale adjusting (previous practice). Note: COLA would be based on

Commission’s approved amount.

Each range has an end step. TBD Bonus payment. In an amount to be determined.

Prioritizing increase in pay for all Prioritizing moving folks toward a thriving wage range and applying
employees with satisfactory performance. | proportional increases instead of percentage-based increases.




Additional Background for ITEM 2

The New Salary Scale

Base Pay Job Class Pay | gypplemental

e Same for all

employees e Range determined by Compensation:
position Language
e Represents —
shared work + e Represents + L Total Pay
differentiated

level of language (TBD) x

responsibilities 5X (TBD)

e Step determined by
yrs at F5MC

Base Pay + Job Class Pay + Sum of Supplemental Compensation = Total Pay
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The New Salary Scale

Proposed Salary Classifications /
Current Salary Classifications Step 1 Step 10

Base Pay (BP)

Assistant / Support | [BP]
Senior Assistant / Support ||

Manager / Support ll|

Senior Manager / Program Officer |

Associate Director / Program Officer Il, Eval
Officer/PAC |, Controller |

Director / Program Officer Ill, Eval
Officer/PAC II, Controller I

Deputy Director

[BP] x TBD
Pay Ratio

Executive Director
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The New Salary Scale

What does this mean for FbMC & staff?

e Your salary will not go down
e |t may or may notgo up
e How salaries are determined, and how they might increase, will be clear and consistent

e Salaries are in relationship to each other, not determined by individual negotiations,
market comparisons, or performance

o Performance will be assessed independently of pay (more to come in this project at a later date)
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Q&A
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Next Steps
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Timeline

MAY —— JUN
Finalize salary structure Present new salary scale to
decisions full Commission for approval
Present new salary scale to Finalize budget
Commission Finance
Committee for approval Finalize salary tool
(5/14)
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