SCHOOL DISTRICT 64 (GULF ISLANDS)

|12 RAINBOW ROAD, SALT SPRING ISLAND, B.C. V8K 2K3
(250) 537-5548 FAX (250) 537-4200

September 11, 2018

Christina Zacharuk

President and CEO

Public Sector Employers’ Council Secretariat
Suite 201, 880 Douglas Street

Victoria, BC V8W 2B7

Dear Ms. Zacharuk:

This will confirm that the Board of Education of School District No. 64 ( Gulf Islands) is aware of
the total compensation paid to executive staff during the 2017-2018 fiscal year and further, that
we verify the amount of compensation paid was within the compensation plan as approved by
the Board and reported to the Public Sector Employers’ Council Secretariat.

Yours truly, //

////”

Rob Pingle
Board Chair
School District 64 (Gulf Islands)




A Cormnmunity of Learners

Public Sector Executive Compensation Report 2017-18
School District No. 64 (Gulf Islands)

The Board of Education encourages and adopts practices that enable the district to attract,
retain, incent, and reward qualified, high-performing employees who are critical to the delivery of
quality public education programs to students in School District No. 64 (Gulf Islands).

A key component of this approach is the development and maintenance of a framework for
executive and exempt staff compensation that is rational, defensible, competitive and able to be
effectively administered.

Compensation Philosophy

The Board’'s compensation philosophy aligns with the statutory system of exempt staff
compensation administration in the K-12 public education sector and the British Columbia Public
School Employers’ Association (BCPSEA) exempt staff compensation management plan
(BCPSEA Policy 95-06, Compensation and Employment Standards for School District
Employees Not Subject to a Collective Agreement), which is an approved compensation plan
under the Public Sector Employers Act. Compensation mandates adopted by the Public Sector
Employers’ Council from time to time are the official policy of BCPSEA and any adjustments to
exempt staff compensation levels are considered within the context of the applicable
compensation mandate.

The Board’s compensation philosophy is based upon a set of principles that guide development,
maintenance and decision-making with respect to salary structures and total compensation
packages and programs.

At its core is an integrated view of compensation and rewards — not only traditional,
quantifiable elements such as salary and benefits (compensation), but also more intangible
elements such as career opportunities, learning and career development, work challenge, and
supportive culture (rewards). The total rewards compensation program further integrates with
plans that establish the board of education’s overall education, business, and human resources
strategies and objectives to facilitate the attraction and retention of qualified, experienced,
motivated and high-potential employees who are committed to the board’s overarching goal of
delivering a high quality public education experience to BC students.

The Board’'s compensation philosophy is based upon a set of principles that guide development,
maintenance, and decision-making. At its core is an integrated view of compensation and
rewards — not only traditional, quantifiable elements such as salary and benefits, but also more
intangible elements such as career opportunities, learning and career development, work
challenge, and a supportive culture in which to grow and thrive as a learning leader. This model
integrates with plans that establish the Board's overall education, business, and human
resources strategies and objectives.




The Board’s approach includes:

» Consideration of all components of the total rewards model.

» Consideration of the relevant labour market for compensation comparison purposes.

* Linking pay ranges to neutral, relevant factors (e.g., required skill level, required
competencies, job content, required qualifications).

= Ensuring appropriate relationships exist between positions in the district’'s organizational
hierarchy.

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

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

The Board’s total compensation package for executive staff is comprised of the following
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.
Generally, base salary is targeted at the median of the comparator labour market.

= 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 Compensation

The non-cash elements of the total compensation package include:

= Health and welfare benefits, such as basic medical, extended medical, dental, group life,
short-term and long-term disability, employee and family assistance program, etc. consistent

with such benefits as offered in the K-12 sector generally.

= Pension benefits — executive staff are enrolled in either the Teachers Pension Plan or the
Municipal Pension Plan.




Accountability

Underlying the Board’s compensation philosophy and approach is the understanding that legal
and regulatory mandates are considered a baseline for implementing any compensation plan or
practice. Compensation administration in the K-12 public education sector operates within the
following context:

= The Public Sector Employers Act, which establishes the legislative policy framework for
exempt staff compensation administration in the public sector.

= The BCPSEA exempt staff compensation management plan (Policy 95-06, Compensation
and Employment Standards for School District Employees Not Subject to a Collective
Agreement), which is an approved compensation plan under the Public Sector Employers
Act.

= Compensation mandates adopted by the Public Sector Employers’ Council from time to
time. Any adjustments to exempt staff compensation levels are considered within the
context of the applicable compensation mandate.

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

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

= Proposed compensation adjustments for all other executive and exempt positions in the
district must be reviewed and approved by BCPSEA prior to implementation.




School District 64 (Gulf Islands)

Summary Compensation Table at 2018

Holdback/Bonus/

All Other

Previous Two Years Totals
Total Compensation

Compensation 2017/2018
Incentive Plan (expanded Total
Name and Position Salary Compensation Benefits Pension below) Compensation 2016/2017 2015/2016
Lisa Halstead, Superintendent $ 166,779 - $ 6,997 $ 23,450 $ 8,760 $ 205,986 $ 198,691 $ 196,522
Doug Livingston, Director of Instruction $ 126,444 - $8,178 $ 18,156 $ 5,460 $ 158,238
Rodney Scotvold, Secretary Treasurer $ 136,070 - $8,372 $ 15,233 $ 20,866 $ 180,541 $ 173,040




Summary Other Compensation Table at 2018

Vehicle / Perquisites /
All Other Vacation Transportation other
Name And Position Compensation Severance payout Leave payout Allowance Allowances Other
Lisa Halstead, Superintendent $ 8,760 - $ 3,300 - $ 5,460
Doug Livingston, Director of Instruction $ 5,460 - - - $ 5,460
Rodney Scotvold, Secretary Treasurer $ 20,866 - $ 11,266 - $9,600




Notes

Lisa Halstead, Superintendent

Doug Livingston, Director of Instruction

Rodney Scotvold, Secretary Treasurer




