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ROSSMOOR COMMUNITY SERVICES DISTRICT 

AGENDA ITEM D-3 

Date: April 28, 2026 

To: Honorable Board of Directors  

From: General Manager Sharon Landers 

Subject: DISCUSSION AND POSSIBLE ACTION RE: THE ADDITION OF COSTS TO 

THE FY 2026-2027 BUDGET AS THEY PERTAIN TO SALARY ADJUSTMENTS, 

THE CONVERSION OF ONE PART-TIME 29-HOUR STAFF POSITION TO 

FULL-TIME  

RECOMMENDATION 

It is recommended that the Rossmoor Community Services District (RCSD) Board of Directors 

take the following actions: 

1) Approve the addition of costs to the FY 2026-2027 budget for adjustments to salaries that

are below market; and

2) Approve the conversion of one-part time 29-hour staff position to full-time.

BACKGROUND 

The District contracted with Stafford HR Consulting (SHRC) to conduct a classification and 

compensation analysis of its positions, make recommendations to its classification system and 

recommend a pay scale that complies with California wage laws. SHRC completed its analysis 

and recommends simplifying and modernizing certain titles, adjustments for salaries below 

market, the conversion of one part-time 29-hour staff position to full time, the purchase of a group 

term life insurance policy for full time staff, and the adoption of a compensation philosophy and a 

pay range and step increase policy.  

The recommendations detailed in the attached Presentation and the revisions to Policy 2155 to 

provide guidelines for setting of salary and compensation ranges were reviewed most recently by 

the Personnel and Contracts Committee on Thursday, March 26, 2026. The Committee also met 

on February 10, 2026, to discuss SHRC’s initial recommendations. The Committee is supportive 

of modernizing titles, the specified salary adjustments, the conversion of one part-time 29-hour 

staff position to full-time, and group term life insurance recommendations. They also were 

supportive of the revisions proposed to Policy 2155 and the proposed Compensation and Step 

Placement Policy. 
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The Board discussed the classification and compensation analysis at its meeting on March 10, 

2026, and requested revisions to the benchmark agencies that were used to determine salary 

adjustments. Consistent with this request, SHRC revised its list of benchmark cities.  

At its Board meeting on April 14, 2026, the board approved the purchase of a group term life 

insurance policy at one time annual salary for full time staff effective July 1, 2026, and the first 

reading of the compensation policy and pay range and step increase policy. At this meeting, the 

Board also discussed revisions proposed to Policy 2155 and approved the first reading with the 

revisions recommended. The General Manager is recommending further changes to the proposed 

policy as is discussed in Agenda Item D-2. Neither the changes to the benchmark cities nor the 

policy changes result in a change in the recommendations. 

DISCUSSION 

Salary adjustments for below market salaries 

While the views of the Board have varied, some members have been wrestling with the concept 
that it might be acceptable to pay low wages and have high turnover. Paying low wages might 
look like a cost-saving move on paper, but for roles that require self-direction and minimal 
supervision, like many park operations jobs, it tends to backfire in a few predictable ways. 

First, low wages narrow our hiring pool. People who can work independently, solving problems 
on the fly, and maintaining public-facing spaces without constant oversight usually have options. 
If a nearby fast-food job pays more with clearer structure and less responsibility, the more 
capable candidates will simply go there. What’s left is a smaller pool, often with less experience 
or less incentive to perform at a high level. 

Second, turnover becomes a constant drain. When workers feel underpaid, they’re far more 
likely to leave quickly for even slightly better opportunities. Every departure means recruiting, 
onboarding, and retraining costs—not just in money, but in time and lost productivity. In roles 
that rely on initiative, new hires take longer to get up to speed, so service quality dips 
repeatedly. 

Third, low pay undermines ownership and initiative. Jobs that require people to notice problems 
(trash, safety issues, guest needs) and act without being told depend heavily on intrinsic 
motivation. When compensation signals “this role isn’t valued,” workers are less likely to go 
beyond the bare minimum. You end up needing more supervision, the exact opposite of what 
the role design intended. 

Fourth, service consistency suffers. Parks rely on clean, safe, welcoming environments. High 
turnover means fewer experienced workers who understand the nuances of the space. 
That leads to missed maintenance issues, slower response times, and a generally lower 
visitor experience. 

Finally, the “low-cost labor” approach often creates hidden costs. We may save a few dollars 
per hour, but lose more through inefficiency: more complaints, more accidents or maintenance 
backlogs, and potentially reputational damage that reduces attendance or community support. 
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In short, if the job requires initiative and low oversight, we’re essentially paying for judgment and 
reliability—not just time. Undervaluing that leads directly to the outcomes we are worried about - 
higher turnover and declining service 

Conversion of one part-time 29-hour staff position to full-time 

Converting our 29-hour part-time role into a full-time position can solve several issues in our 
current organizational structure, especially given that our parks operate 7 days a week with long 
daily hours. 

The biggest benefit is continuity and accountability. Right now, our Park Superintendent is likely 
stretched thin trying to oversee both parks and coordinate three part-time staff who may not 
overlap consistently. Two full-time maintenance assistants create a reliable “anchor” on the 
team—staff who are consistently present, understand the standards, and can reinforce them 
day-to-day. That consistency is hard to achieve with mostly part-time coverage. 

It also directly strengthens weekend operations. Weekends are typically our highest-traffic 
periods, but they’re often covered by part-time staff who may work limited or irregular shifts. 
Having another full-time employee available for weekends means more often there’s someone 
experienced on-site to guide decisions, prioritize tasks, and step in when issues arise. That 
reduces the need for the supervisor to be constantly on-call or physically present. 

Another key advantage is improved team supervision without formally adding another 
supervisor role. This full-time worker can help train part-timers, ensuring tasks are completed on 
time and maintaining service standards. That distributes leadership in a practical way without 
the cost or hierarchy of another management position. 

From an efficiency standpoint, this will reduce the “reset effect” that comes with part-time 
staffing. With three part-timers, there’s often repeated instruction, uneven performance, and 
gaps in communication. A full-time employee helps bridge those gaps—keeping workflows 
consistent across shifts and making sure nothing falls through the cracks between days. 

There’s also a retention and cost angle. While a full-time role has higher upfront cost, it typically 
brings lower turnover than part-time roles. That means fewer cycles of hiring and training, and a 
more experienced team overall. Over time, that stability translates into better-maintained 
parks and fewer operational disruptions. 

Finally, it aligns staffing with the reality of our schedule. Two parks open 7am–10pm, seven 
days a week, is essentially a full-time operational demand. Relying heavily on part-time labor for 
that kind of coverage creates fragility. Adding another full-time position makes the staffing model 
more proportional to the workload. 

In short, we would not just be adding hours—we are adding stability, leadership coverage, and 

operational consistency, all of which are critical for maintaining service levels in a system that 

depends on initiative and minimal supervision. 
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FISCAL IMPACT 

The fiscal impacts will vary depending upon what recommendations are adopted by the Board 

but with the elimination of one part time office position, the highest impact would be approximately 

$13,479.96 in FY 2026- 2027.  

ATTACHMENTS 

1. Budget Impact Analysis – Proposed Salary Increases and Conversion of 29-Hour Part-

Time Position to Full-Time

2. Proposed Organization Chart for Maintenance Operations

3. Proposed Classification and Compensation Schedule (Salary Ranges)
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