Publrc Sector Executwe Cempensatlon Report

The Board of Educa’aon encourages and adopts practrces that enable the drstrrct 1o attract _
retain, incent, and reward qualified; high- performlng employees who are critical to the delrvery of
qual;ty pUb[lC educatlon programs o students in School Drstnct No 92 (NlSGA’A)

A key component of thls approach is the development and mamtenance of a framework for -
executive and exempt staff: compensatlon that is ratlonal defensnoie competrt;ve and abie tobe -
g eﬁectlvely admrmstered

Compensatron Phrlosophy

The Board s compensat;on phllosophy is based upon a set of pnncrples that gurde development _
'marntenance and decision-making. At its core is an integrated view of compensation and-. '
rewards — not only traditional, quantrfrable elements such as salary and benefits”
(compensatlon) but also more intangible elements such as career opportunities, learnlng and
career development, work challenge, and supportive culture (rewards). This total rewards model
further integrates with pians that estab!lsh the Board’s overall educatlon busmess and human
resources: strategies and objectives.

Inherent in the Board s compensatlon phrlosophy are the followmg ob}ectlves

» To attract and retain qualrfled expenenced maotivated, and hrgh potentra[ employess who
are committed to the Board’s overarching goal- of deirvenng a high- quality pubhc educatlon
expenence 1o our students

= To support employees through the provision of rneanlngfut career growth and development
opportunities, and a performance-based organizational cutture.

Labour Market :Comparators

Key to the. compensatlon phllosophy is the need o maintain a meaningful level of
competitiveness with the external labour market. Consistent with industry standards, “labour
market” is defined.in the British Columbia Public School Employers’ Association (BCPSEA)
“sectoral exempt compensation management pian (Policy. 95-06, Compensatron and

Emplo ymenr Standards for School District Emp!eyees Not Subject to a Collective Agreement)
as: L

: The recruitment pool for these employees
s The destrnatron sectortor these employees

The followmg consrderatlons guide articulation of the relevant labour market:

Degree of r_ecr_untme_nt from these ;unsdrctlons
Transterability of skills

Comparability of qualifications and experience
Comparability of authority and consequence of error.




For executive and exempt staff positions in the BC K-12 publlc educatton sector the reievant
labour market s :
1. Other BC schoo] dlstncts (pnmary tabour market)

2. . Other Canadian.school districts (To the extent that BC school boards recruit from and
lose employees to these jurisdictions, this segment of the labour market is weighted to
Alberta and Ontario (and to a lesser extent, Saskatchewan} consistent with the industry-
‘standard definition of labour market.) :

.3 Other public sector organizations.

4. Seiected private sector orgamzatnons

The-Board s-approach includes:
= Consideration of all components of the total rewards model.
= Consideration of the relevant'labou'r tnarkét for compénsation comparison purposes. '

»  Linking pay ranges to neutral, relevant factors (e.g., required skill level, requzred
competenc;es, job content required quallf;catlons)

= Ensurlng appropnate relationships exlst between positions in the dtStrlCt’S compensatton
hierarchy. :

= Considering the ways in which appropriate organizational and individual performance
measures may e linked to the administration of the compensation system.

In balancing external competitiveness with internal equsty the Board typically has determined
that the reference point for executive and exempt total comperisation is the median of the
relevant comparator labour market.

The Board's total compensation package for executive staff is compnsed of the foliowing
elements.

Cash compensation
Total cash compensation includes annual base salary and monthly vehicle allowance
= Annual base salary

Annual base salary is considered in the context of the total compensation package. The
base salary structure is a single rate structure.

= Vehicle allowance

Due to the diverse geography of the district and the need to visit schools and other district
worksites, the Board provides a monthly vehicle allowance to the Superintendent and other
senior management positions. The monthly vehicle allowance is set at a level competitive
with the vehicle allowances provided to Superintendents and other senior managers in
districts of similar size and geography




Non-cash compensatlon

The non cash etements of the totai compensatnon package rnciude

. Health and welfare benefrts such as basic medlcat extended medlcal dental group Itfe
- shortfermand. long-term disability, employee and family asststance program etc consrstent
fwrth such benefrts as oﬁered in the K—tz sector generally """

. Pensmn beneﬂts — executlve staff are enrotied in erther the Teachers Pensron Plan or the
: _Mumcrpai Pension P!an . :

. Patd tlme off mctudmg an annual vacatlon entrtlement of 40 days Pursuant to the Pubhc '
Sector Employers Act, carry iorward of unused accumulated vacatlon is not permltted If

_ accumulated vacatlon then such vacatton may be carrred forward for one year only and at- -

the end of that year, the unused: accumutated vacatlon must be used in fuil pa!d out or a -
combtnatlon of ihe two. : : S .

Compensatlon Admmtstratlon

The Board engages in oonsrstent and ongo:ng admtnrstratlon of the compensatron structure to
ensure that reahty matches philosophy-and that- equity-is maintained. An .ongoing system of
compensation review ensures that total compensation levels are benchmarked externally -
agasnst the approprlate iabour market and rnternally agasnst appropnate jOb evaluation. cntena.
‘The Board works wrth BCPSEA to obtaln mformatlon and adwce relatmg to the executwe and
exempt compensation structures. In addition, the Board utilizes the BCPSEA Report on Total
Compensation Paid 1o Exempt Employees — the results of BCPSEA’s triennial survey of total_
compensation paid to exempt benchmark positions in BC public school disiricts as well as .
school districts in A!berta Saskatchewan and Ontario, and other reievant publlc sector "~
employers g : o . : :

. .Annual base salary: adm-ini'stration

_.The salary structure for the posrtion of. Supenntendent of Schoois {and other management
positions) is based on.placement .at the appropnate pay band inthe structure reflective of
“tabour-market ‘competitiveness and internal equity. Placemient and progression through the .
steps on the pay band is dependent upon competency growth and perdormance. The © N
maximum point .on the payband: typically represents the job rate for the position, deﬂned as -
the salary that should be paid to an incumbent who has established him/herself as rneet:ng
all the goalls and expectations-of the positionina fuliy satlsfactory manner, New hires are
generally not placed at the job rate on commencement of empioymen’t although due to the
key leadership roles and responsibifities, such individuals: are generally recruited at a: highly
competent level and are often placed at the mid- to maximum pomt in the' pay band

reﬂectrve of the requured competence qualrfrcatrons and expenence

The dec:snon whether to grant a salaryi mcrease is af the sote discretion of the Board in-
determining whether a salary increase is warranted; the Board considers such factors as
performance, competence, external cornpetltrveness and internal equrty tnciudmg the




maintenance of appropriate 'sal'ar'y_diﬁeréntials_through the organization. increases are
considered within the Board’s overall compensatfion budget.

Accoumabi[ity

Underlymg the Board s compensation philosophy and approach is the understandmg that legal
and regulatory mandates are considered a baseline for implementing any compensation plan or
practice. Compensat:on admlmstration in the K-12 pubiic educatlon sector operates within the
following: context: '

» the Public Sector Emp!oyers Act, which estabhshes the leglslatwe policy framework for
exermnpt staif compensatlon administration in the pubilc sector

» the BCF’SEA exempt staff compensatron management plan (Pohcy 95-06 ‘Compensation
and Employment Standards for School District Employees Not Subject to a Collective
Agreememj which is an approved compensation plan under the legistation.

Under the current compensation adMinistration system in the K-12 sector:

= the Board of Education is solely responsible for the establishment and maintenance of
compensatlon levels for the position of Superintendent of Schools. “ As elected school
trustees, we are accountable to our public and therefore ensure that we adhere to proper
human resources practices with respect to executive and exempt staff compensation.

= the Board must submit proposed compensation adjustments for all other executive and
exempt positions in the district fo BCPSEA for review and approval prior to impiementation.




Summary Compensation Table. Flscal 201 0-2011 (year endmg June 30 2011)

: Prevmus 2 Years

Name and -] Salary .Bonus Incentwe : Pensum AllOther = | "Total
: Pmmpal % %) Plan 3] Compensation % " . Totsls
Position {b) () Compensation (e} % () (hy**
(@) Sl Pae (0*
$)
d) :
C : 2008-2009:
 Keith Spencer, |: : | $155.252
Superintendent 127,356 18162 | 1(}352_ 155870 20092010:
' $153,380
Notes

*This.amount includes vehicle aliowance/fiease of $5460 employer- pa»d CPP and E) benefits premlums,
and employer—patd heatth and walfare benefrts premiums.

included are ali employer portions:

Ei

Group Life
Additional Life
WCB

MSP

Dental Extended Health




