
AGENDA
MEETING OF THE

EXECUTIVE COMMITTEE
Committee Chair:  Summer McBride

Thursday, September 12, 2024
3:00 PM – 4:30 PM 

Meeting Location:
First 5 LA

750 N. Alameda Street
Los Angeles, CA 90012

1. ACTION
Call to Order/Roll Call

2. INFORMATION
AB 2449 Request(s) to Participate Remotely Due to Emergency Circumstances and 
Notice(s) of Remote Participation for Just Cause 

3. INFORMATION
Policy on Compensation & General Human Resources Procedures

Presenters: John Wagner, Executive Vice President and Gala Collins, 
Director of Human Resources 

4. INFORMATION
Direction on the Long-Term Financial Plan to Align with the Strategic Plan for 
2024-2029

Presenters: John Wagner, Executive Vice President; JR Nino, Vice 
President of Operations & Sustainability; and Raoul Ortega, Director of 
Finance

5. INFORMATION
Public Comment (for items on this agenda)

6. ACTION      
       Adjournment
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Agenda Item: 3
Date: September 12, 2024

FIRST 5 LA

SUBJECT:

Policy to delegate authority to the President & CEO of First 5 LA for the administration of human 
resources, including: (1) organizational structure, (2) personnel (hiring, discipline, termination and 
evaluation), (3) compensation.

BACKGROUND:

With the Board of Commissioner’s approval of the new 2024-2029 strategic plan in November of 
2023, followed by the organizational restructuring that occurred to align internal staff functions to the 
goals, objectives and strategies identified in the strategic plan, it’s timely to bring forward a policy 
clarifying the delegation of authority to the President & CEO for general administration of human 
resources, including:  (1) organizational structure, (2) personnel, and (3) compensation.

In addition, in a management letter provided to the organization as part of the FY 2023/24 audit, the 
auditors recommended a best practice of establishing a Board-approved policy clarifying this 
delegation of responsibility to the President & CEO to ensure maximum transparency.

In addition to the attached policy being brought forward for Board consideration and eventual action 
at the November Board meeting, it’s also important to point out that any financial impact of decisions 
made in general human resources administration, personnel, or compensation will continue to be 
clearly spelled out as part of the annual budget development process.  

NEXT STEPS:

Given the purview of the Board’s Executive Committee in First 5 LA’s Bylaws, staff will bring a draft 
version of this policy to the Executive Committee at its September 12, 2024, meeting for their advice 
and input.  After discussion with the Executive Committee, the policy will be presented to the full 
Board as an informational item in October, and then brought back to the Board as an action item at 
its November meeting.
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Los Angeles County Children and Families First 
Proposition 10 Commission

PURPOSE

In addition to regularly managing the human resources of an organization, it is considered a best 
practice to periodically review an organization’s compensation framework in comparison to the 
external market. This policy clarifies the delegation of authority to the President & CEO for general 
administration and management of human resources, including but not limited to areas described 
within this policy. Except for the President & CEO who reports to the Board of Commissioners, this 
policy covers all First 5 LA employees, reporting to the President & CEO. 

BACKGROUND

For purposes of this policy, the general administration and management of human resources is 
delegated to the President & CEO and includes planning, management, and oversight of: (1) the 
internal organizational structure, (2) personnel, and (3) compensation.

Internal Organizational Structure:

Internal organizational structure includes but is not limited to hierarchy of authority (chain of 
command, span of control), decision making and delegation of authority within the organization, 
division of work (determination of jobs, departments, functions, and  job placement within the 
organization), job reclassifications, job descriptions, organizational culture (norms, practices, values, 
and beliefs of an organization).

Personnel 

Personnel refers to policies, procedures, and practices impacting recruitment and hiring, onboarding 
and orientation, employment terms, performance management, training and development, employee 
conduct, health and safety, employee relations, termination and resignation, employee records and 
privacy, and diversity, equity, and inclusion. 

Compensation:

Compensation includes both salaries and benefits. Compensation refers to but is not limited to 
salaries and wages, adjustments to salary, updates to salary structure and ranges, promotions, pay 
for performance (merit), and cost of living adjustments (COLA). Benefits include but are not limited to 
any form of indirect compensation to employees, in addition to base salaries and wages, such as 
medical, dental and vision insurance, employee assistance program (EAP), life insurance, disability 
insurance, retirement plans, wellness programs, commuter benefits, general leave (holidays, 
vacation days, sick leave, bereavement, etc.), health/flexible savings accounts (H/FSAs), relocation 
benefits, etc. *

In 2014, First 5 LA undertook a comprehensive Compensation Study.  On October 9, 2014, the 
Board of Commissioners approved the organization’s Compensation Philosophy, which provides 
guidelines for how the President & CEO should approach the overall administration of the 
compensation of staff, taking into account: 

1. External Competitiveness 
2. Alignment with Best Practices 
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3. Internal Equity 
4. Reward for Performance 

In addition to approving the Compensation Philosophy, the Board endorsed a formal salary 
classification system and modified salary and benefits system which, with regular adjustments, 
continues to this day. Furthermore, First 5 LA’s overall administration of Human Resources is 
regularly updated to comply with all applicable local, state, and federal laws. 

When modifying or updating compensation and benefits, accountability for public funds is always 
taken into consideration.

APPLICATION

These guidelines apply to all employees of First 5 LA, below the level of the President & CEO. The 
President & CEO will work with their leadership team to update internal policies and procedures, as 
needed in the areas of general administration of human resources, personnel and compensation. 
Any fiscal impacts to the organization’s budget will be clearly presented as part of the annual budget 
development process to the Board.

The Executive Committee will provide advice and feedback to the President & CEO regarding 
personnel and compensation issues as aligned to the organization’s Bylaws.

*Any such reference is discretionary on the part of F5LA and no right or expectation shall be 
inferred or implied from the existence from this policy.
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Policy on 
Compensation & 
General Human 
Resources 
Procedures
Gala Collins, Director of Human Resources  
John Wagner, Executive Vice President 

September 12, 2024
Special Meeting of the Executive Committee
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Objectives 1. Introduction of the Policy on Compensation 
& General Human Resources Procedures

2. Overview of the Board approved 2014 
Compensation Study

3. Significance of bringing forth this Policy
4. Continued Board approval
5. Next Steps
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Introduction of the Policy 
on Compensation & 
General Human 
Resources Procedures
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Introduction of the Policy on Compensation & General Human 
Resources Procedures

• Policy will clearly delegate authority to the President 
& CEO for general administration and management 
of human resources, which includes planning, 
management, and oversight of the organizational 
structure, personnel, and compensation.
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Introduction of the Policy on Compensation & General Human 
Resources Procedures

• Organizational Structure refers to hierarchy of authority (chain of command, 
span of control), decision making and delegation of authority within the 
organization, division of work (determination of jobs, departments, functions, 
and job placement within the organization), job reclassifications, job 
descriptions, and organizational culture (norms, practices, values, and beliefs 
of the organization). 

• Examples include decisions on how the organization is structured, the naming 
conventions of the centers, departments and jobs in the organization, what 
jobs are needed in the organization, and the duties included in the job 
description.  
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Introduction of the Policy on Compensation & General Human 
Resources Procedures

• Personnel refers to policies, procedures, and practices impacting recruitment 
and hiring, onboarding and orientation, employment terms, performance 
management, training and development, employee conduct, health and safety, 
employee relations, termination and resignation, employee records and 
privacy, and diversity, equity, and inclusion. 

• Examples include decisions on candidate selection, salary offered within the 
salary range to a candidate, when and how we conduct our employee 
performance evaluations and what training is provided to employees.
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Introduction of the Policy on Compensation & General Human 
Resources Procedures
• Compensation includes both salaries and benefits. Compensation refers to 

salaries and wages, adjustments to salary, updates to salary structure and 
ranges, promotions, pay for performance (merit), and cost of living 
adjustments(COLA). Benefits include any form of indirect compensation to 
employees such as medical, dental and vision insurance, employee assistance 
program (EAP), life insurance, disability insurance, retirement plans, wellness 
programs, commuter benefits, general leave (holidays, vacation days, sick 
leave, bereavement, etc.) health/flexible savings accounts (H/FSA’s), 
relocations benefits.

• Examples include decisions on merit allocation, up to the merit amount 
approved in the budget, based on different levels of performance, selection of 
medical, dental, and vision providers, updating commuter benefits based on 
updated parking rate information. 
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2014 
Compensation 
Study & 
Philosophy 
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2014 Compensation Study 

• In 2014, The Hay Group (now Korn Ferry) completed a comprehensive 
compensation study for First 5 LA. 

• Based on the results of the compensation study: 
○ The Board approved a compensation philosophy which provides 

guidelines for how First 5 LA should approach staff compensation and is 
still relevant today.

○ Aligned with the compensation philosophy, the Board also endorsed a 
formal salary classification system which, with regular adjustments, is still 
in use today. 
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First 5 LA’s Compensation Philosophy

10

External 
Competitiveness

Alignment with Best 
Practices

Internal Equity

Reward for 
Performance

• Develop a compensation program informed by an understanding of how First 5 
LA’s base pay practices and benefits compare to other organizations in First 5 
LA’s market for talent.

• Align existing compensation practices with appropriate levels of base pay upon 
analysis of internal and external data, taking into account emerging and best 
practices in the market.

• While recognizing equity-based job content, also reward talented and high-
performing employees.

• Achieve an appropriate alignment of positions and compensation in an 
internally fair and equitable manner based on job content and responsibility.
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Why is this 
important now?3 15
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Why is this important now?

• With the Board’s approval of the new 2024-2029 Strategic Plan, followed by the 
organizational restructure to align staff functions to the goals, objectives and 
strategies in the strategic plan. It’s timely to bring forward a policy clarifying the 
delegation of authority to the President & CEO for general administration of 
human resources.

• In a management letter, as part of the FY 2023/24 audit, the auditors 
recommend a best practice of establishing a Board-approved policy clarifying 
the delegation of authority to the President & CEO to ensure maximum 
transparency. 
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Continued 
Board Approval4 17
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Board Approval

ü Per our Bylaws, the President & CEO will continue to 
engage the Executive Committee for their “advice and 
consent” on personnel and compensation matters.

ü The Board will continue to approve the annual budget, and 
any financial impact of decisions made will be clearly 
stated as part of the annual budget development process. 

ü Accountability for public funds will always be taken in 
consideration.
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Next Steps5 19
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Next Steps

• October 10, 2024 – Commission Meeting (Information)
○ Information Item: High-level Overview of the Policy on Compensation and 

General Human Resources Procedures

• November 14, 2024 – Commission Meeting (Action)
o Action Item: Policy on Compensation and General Human Resources 

Procedures is presented to the Board for action
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Recommendations on
Long-term Financial Plan 
to align with the new 

FY 2024/29 Strategic Plan

Item 4 September 12, 2024
Special Meeting of Executive Committee
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Agenda

• Background & Guiding Principles

• Recap & Recommended Long-Term Financial Plan (LTFP) 
Options

• LTFP Implementation

• Next Steps

• Questions
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Background

Adopted LTFP:

• Adopted in FY 2019/20 to support FY 2020/28 Strategic Plan.

• Established declining annual spending limits.

• Original plan did not account for the passage of Prop 31.
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Guiding Principles 

Revise LTFP to:

• Plan F5LA's resources for the greatest impact on our youngest children 
and their families.

• Provide much needed consistency, stability and longer-term contracts for 
our partners' work in our communities with our youngest children and their 
families.

• Ensure alignment and adequate resources to implement the new FY 
2024/29 Strategic Plan.
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Recap - Direction for the LTFP

For Strategic Long -Term Impact  
 A. $50 Million B. $55 Million C. $60 Million D. $65Million  

For Partners & Community Stability – Available Fund Balance by FY2034/35
 A. $100 + Million B. $100 Million C. $50 Million. D. Zero 
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Recap - Direction for the LTFP (continued)

For Strategic Long-Term Impact - Timing (by when)
 A. FY 2025/26  B. FY 2026/27 C. FY 2027/28 D. FY 2028/29

For Partners & Community Funding Stability - Size of Reserve (% of budget)
 A. 50% (6 months)  B. 25% (3 months)
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Updated LTFP Recommendations

For Strategic Long -Term Impact (Estimated demand on F5LA's resources)
 A. $55 Million B. $60 Million 

For Partners & Community Stability – Available Fund Balance by FY2034/35
 A. $80 + Million B. $30 + Million

For Strategic Long-Term Impact – Timing (by when)
   A. FY 2027/28

For Partners & Community Funding Stability – Size of Reserve (% of budget)
   A. 50% (6 months)
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LTFP Recommended Option - Aligning to $55 Million
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LTFP Recommended Option - Aligning to $60 Million
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LTFP Recommended Options

Options By ________. F5LA will become a $___ 
organization,

With a projected “Available Fund Balance” of 
roughly $____ by FY 34/35.

1 FY 27/28 $55 Million $84 Million

2 FY 27/28 $60 Million $33 Million
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LTFP Implementation via Annual Budget Development

• Resources will be aligned to final set of tactics under the FY 2024-29 
Strategic Plan via the annual budget development process. 

• Resources for programs and operations will be adjusted appropriately and 
proportionately year to year to meet the needs of the organization and our 
work with partners.  

  
• New adopted LTFP will be grounded in the annual budget process.
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LTFP Implementation via Annual Budget Development 
(continued)

• Secured resources from our Sustainability Framework efforts will be 
reflected  through our annual LTFP updates and budget development. 

• Management to review and update the board annually to ensure fidelity to 
the direction of the approved LTFP.
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Next Steps

• September PPC Meeting – Present as an Informational Item the two 
options that commits F5LA's estimated use of Prop 10 funds of either 
$55M or $60M by FY 2027/28.

• October Board Meeting - Present LTFP as an Action Item.
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Questions 35
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Appendix:  Sustainability Framework

First 5 LA Sustainability Efforts toward Our Mission

Maximize First 5 LA 
Assets

Operations
• Leasing portion 
of building​
• Maximizing  staff 

capabilities and 
current technology​
• Cost efficiency​
• Optimizing use of Fund 

Balance and Maximizing 
its investments

Investment Strategy
• Maximizing current 

investments with a 
return-on-investment 
approach integrated 
with exit strategies or 
leveraging external 
funding streams 
(programs)

Alternative Revenue 
Strategies

Policy Advocacy
• Lead and support 

monitoring of local, 
state, and federal 
policies

Collective Impact
• Partnering with other 

organizations to pool 
funding

Business Models
• Assessing use of 

different business 
models (e.g., fiscal 
intermediary, etc.)
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