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Core Competencies
Employee and Community Input
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01.04.2022 Survey Totals

Employee = 37

Stakeholder = 43

Community Employees

Collaborative

Communication
Integrity

Trusts in Staff

Clear Vision for LTD

Friendly, Personable, 

Approachable, 

Empathetic, Outgoing

Good Listener

Understands the value 

of frontline workers Transit Knowledge

Employee Retention

Improved Workplace MoraleOpen-mindedness

Transit Experience

Integrity, 

Honesty, 

Humility

Innovative

Commitment to Equity

Collaboration

Knowledge of Lane County

Communication

TransparencyConfidence, 

Approachable

Good Listener

Committed to 

Change/Improvement Rebuild trust with the 

community
Increase ridership



Determining General Manager 

Compensation
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Understand Reasonable 

Base Compensation

Compare to Previous 

Compensation Model

Establish Expectations for 

Next GM Compensation: 

What will candidates expect?



General Manager 

Compensation Analysis 

2022
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Understand Reasonable 

Base Compensation



Board Compensation Philosophy

Base Compensation
Consistent with Market

Market of the subject matter 

Market of public sector/nonprofits in the region

Market of private sector organizations in similar subject

Incentive Compensation
Incentivize success of LTD

Tied to Organizational Success Outcomes: 
implementation of Strategic Business Plan

Quantifiable results - verified by 3rd party:
results are achievable, challenging, collaborative

Payments pre-determined based upon achievement: 
deliver X, be paid Y

Over-achievement is encouraged and recognized

10

Attract and retain high quality talent
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Determining Base Compensation
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Identify Public Transit Peer Organizations

Public Sector/Non-Profit Organizations

- OR, Lane County, and City of Eugene

Private Sector Transportation Organizations

- Regional and National

1

2

3



Determining Base Compensation
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Identify Public Transit Peer Organizations1

$165,821

Average

$197,763
$284,079 $394,829

Low High Outlier*

*Outlier value not included in average calculation.



Determining Base Compensation
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Public Sector/Non-Profit Organizations

- OR, Lane County, and City of Eugene
2

$115,000

Average

$215,885
$310,000

Low High



Determining Base Compensation
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Private Sector Transportation Organizations

- Regional and National
3

Standard Starting Base 

Compensation

$150,000

Benefits and Incentive 

Compensation

General Scale for Salaries

$180,000 $220,000

+



Current (Interim) General 

Manager Compensation 

Structure

15

Compare to Previous 

Compensation Model



Board Compensation Philosophy

Base Compensation
Consistent with Market

Market of the subject matter 

Market of public sector/nonprofits in the region

Market of private sector organizations in similar subject

Incentive Compensation
Incentivize success of LTD

Tied to Organizational Success Outcomes: 
implementation of Strategic Business Plan

Quantifiable results - verified by 3rd party:
results are achievable, challenging, collaborative

Payments pre-determined based upon achievement: 
deliver X, be paid Y

Over-achievement is encouraged and recognized
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Attract and retain high quality talent
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Board Compensation Philosophy
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Alignment on Compensation Eligible

Determination of Base Compensation vs Incentive Compensation

Determination of Measurable Outcomes (tied to organizational 

success)

Communication between Board Chair/GMEC Chair & General 

Manager

A

B

C

D
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Objective Measurable Outcomes
Tied to Organizational Success Outcomes
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Compare to Previous 

Compensation Model

Interim GM Compensation Structure

Base Compensation
Consistent with Market

$174,729

Incentive Compensation
Incentivize success of LTD

Amount Eligible = $25,000

*Incentive compensation will be distributed as a one-time 

payment based on annual objective performance results, at 

the conclusion of the evaluation year.



Incentive Compensation: Structure
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Incentive Compensation Eligible: $25,000*

Objective Criteria: 

Success Outcomes

Success 

Outcome
Goal

Weighted Goal 

Points

If goal achieved: 

amount received

Customer 

Satisfaction
A Net Promotor Score of 55%. 30 $7,500

Employee 

Engagement

An Employee Engagement Score of 

65%.
25 $6,250

Community 

Value

Establishment of a baseline for the 

percentage of the community that 

believes we provide value and improve 

5%.

20 $5,000

Financial Health
Achievement of 3-year rolling financial 

plan targets.
15 $3,750

Sustainability A reduction in GHG emissions of 70%. 10 $2,500

Total 100 $25,000
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*Incentive compensation will be distributed as a one-time payment based on annual objective performance results, at the 

conclusion of the evaluation year.



Determining Base Compensation
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Identify Public Transit Peer Organizations1

$165,821

Average

$197,763

$284,079 $394,829

Low High Outlier*

*Outlier value not included in average calculation.

$174,729

LTD Interim GM



Determining Base Compensation
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Public Sector/Non-Profit Organizations

- OR, Lane County, and City of Eugene
2

$115,000

Average

$215,885

$310,000

Low High

$174,729

LTD 

Interim GM



Revisit: Determining General 

Manager Compensation
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Understand Reasonable 

Base Compensation

Compare to Previous 

Compensation Model

Establish Expectations for 

Next GM Compensation: 

What will candidates expect?



Next Steps
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Stakeholder Interviews

Complete Survey

Draft and Final Job Description

Marketing Plan

Post Position

Initiate Recruitment

January

February



Questions?
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