October 9, 2018

Ms. Christina Zacharuk, President and CEO
Public Sector Employers’ Council Secretariat
Suite 210, 880 Douglas Street

Victoria, BC

V8W 2B7

Dear Ms. Zacharuk:

Re: 2017-2018 Executive Compensation

This will confirm that the Board of Education of School District No. 34 (Abbotsford) 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 as

reported in the Summary Compensation Table.

If you should have any questions or concerns, please do not hesitate to contact our office.

Yours truly,

e

Shirley Wilson, Chair
Board of Education

SW/to

2790 Tims Street Tel 604.859.4891
Abbotsford BC V2T 4AM7  Fax 404.852.8587 abbyschools.ca

RESPECT OPPORTUNITY INNOVATION



Public Sector Executive Compensation Disclosure Report 2017-2018
School District No. 34

The Board of Education adopts practices that enable the district to attract, retain, incent and reward
qualified, high performance employees who are essential to the delivery of public education programs
to students in the Abbotsford School District.

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.

The Board supports the common public sector compensation philosophy based on the core principles of
performance, differentiation, accountability and transparency as well as a common sector wide
approach to benchmarking.

Inherent in the compensation philosophy are the following core principles:

= Performance: The compensation structure and administration of the structure supports and
promotes meaningful career growth and development opportunities, and a performance-based
(merit) organizational culture.

= Differentiation: Differentiation of salary is supported where there are differences in the scope of
the position within an organization or due to superior individual team contributions.

= Accountability: Compensation decisions are objective and based upon a clear and well documented
business rationale that demonstrates the appropriate expenditure of public funds.

= Transparency: The compensation program is designed, managed, administered, and communicated
in a manner that ensures the program is clearly understood by employees and the public while
protecting individual personal information.

This common compensation philosophy generally supports the progressive workforce pillar in the
Strategic Plan of Abbotsford Board of Education.

Labour Market Comparators

Key to the compensation philosophy is the need to maintain a meaningful level of competitiveness with
the relevant external labour market. Based on the common compensation philosophy implemented in
the K-12 education sector, primary comparators for management employees include these common
comparators or benchmarks:



- BC Public Sector Organizations — crown corporations, health sector, K-12 education, post-
secondary, core public service, community social services, regional government, municipalities
and various public bodies.

- Other provincial jurisdictions were relevant, excluding territories.

- Private sector — utilized only in cases of talent in high demand with significant recruitment
pressure from the private sector.

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., job content (specific duties/responsibilities),
required skill level, required competencies, 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.

The Board’s total compensation package for executive staff is comprised of the following elements.

Cash Compensation

Total cash compensation includes annual base annual salary

=  Annual base salary

Annual base salary is considered in the context of the total compensation package.

Vehicle

The Board pays annual car allowances to senior management, plus mileage allowance based on the
district rate.

Non-cash Compensation

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

BENEFITS AND PENSION PROVISIONS

a) Medical insurance;

b) Extended Health insurance;

c) Dental insurance;

d) Group life insurance and accidental death and dismemberment insurance; and
e) Long term disability insurance.

The overall cost of all benefits shall be paid 80% by the Board and 20% by the Position. The Position shall
have the right to allocate the 80% contribution of the Board among benefits as he/she so desires in the
context of the District’s Flexible Benefit Plan.

Management staff and their dependents will participate in a Flexible Benefits Plan arranged by the
Board of Education. Participation is mandatory in the Group Life, Accidental Death and Dismemberment,
and Long Term Disability plans. Operations Management staff may waive coverage in the medical,
extended health and dental benefit plans, provided they have alternate coverage through a spouse.
Voluntary Accidental Death & Dismemberment and



Dependent Life are optional. The Board will contribute a monthly sum for each employee towards the
Flexible Benefits Plan to pay for benefit premiums. This sum historically represents the equivalent of the
Board’s contribution of 80% of the cost of family level for Extended Health (Choice 3), Dental (Choice 4)
and MSP, plus Group Life (Choice 3).

At the time of enrolment, Management staff will have the option to direct payment of any surplus
monies remaining after benefit premiums have been paid to either:

a) monthly credit to be paid as taxable income, or
b) monthly credit to be deposited to Health Spending Account, or
c) a combination of (i) and (ii) above.

Pension Plans
Non Educational Leaders must participate in the Municipal Pension Plan in accordance with current
legislative requirements as updated from time to time by the Government of BC.

Educational Leaders participate in the Teacher’s Pension Plan. An employer contribution rate (as defined
by the plan) and the employee contribution rate (as defined by the plan) will apply.

Short Term Salary Continuance Plan
Executive Management Staff, as a condition of employment with the District, will participate in the Short
Term Salary Continuance Plan, which entitles members to 100% of earnings from day

e 1 through day 45 of absence due to illness or injury and the commencement of the Long Term
Disability benefit.

e The Secretary Treasurer Position receives 100% of earnings from day 1 through day 90 of
absence due to illness or injury and the commencement of the Long Term Disability benefit

Long Term Disability Plan

Operations Management Staff, as a condition of employment with the District, will participate in the
Long Term Disability Plan arranged by the Board of Education through the Flexible Benefit Plan. The staff
member will contribute 100% of required monthly premium.

Early Retirement Incentive Plan

The Board will pay an allowance to senior managers who resign from the School District before reaching
age 65 for Education Sr. Managers and age 64 for Operations Sr. Managers, subject to the following
conditions:

The employee must:
e be age 55 or over,
e have completed ten (10) years of service in this District
e retire from employment in this District prior to his/her 65th birthday (Education Sr. Managers)
and 64 (Operations Sr. Managers).

ANNUAL VACATIONS:
Senior leaders are entitled to an annual paid vacation of six (6) weeks in addition to any other statutory
holidays normally observed by the district office.



Operations managers are entitled to annual paid vacation based on the following scale:
0-4 years 20 days
5-9 years 25 days
10+ 30 days

In recognition of extraordinary hours and workloads, the Superintendent may grant up to five (5)
compensatory days off with pay annually.

Professional Development

Pursuant to district policy, the Board agrees to grant leaves to attend professional conferences at the
discretion of the Superintendent of Schools. Expenses incurred on such conference leaves shall be
reimbursed by the Board.

The Board shall pay the annual membership fees in the BC School Superintendents’ Association and the
BC Association of School Business Officials.

Compensation Administration

The Board engages in consistent and ongoing administration of the compensation structure to ensure
that reality matches philosophy and that equity is maintained. An ongoing system of compensation
review ensures that total compensation levels are benchmarked externally against the appropriate
labour market and internally against appropriate job evaluation criteria.

Annual Base Salary Administration

The salary structure for the position of Superintendent of Schools is based on placement at the
appropriate salary range in the structure reflective of labour market competitiveness and internal
equity. Placement and progression through the salary range is dependent upon performance.

The decision whether to grant a salary increase to the position of Superintendent is at the sole
discretion of the Board. In determining whether a salary increase is warranted, the Board considers such
factors as performance, competence, external competitiveness, and internal equity including the
maintenance of appropriate salary differentials through the organization. Potential increases are
considered within the Board’s overall compensation budget.

Performance Management
The performance of the Superintendent is reviewed formally by the Board.

The performance of all other management/exempt personnel is reviewed by the Superintendent, or
designate, on an annual basis.

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 currently 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
=  BCPSEA — 2014 Public Sector Compensation Review



= 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 are 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.

= the Board supports and has adopted the current common public sector compensation philosophy as
well as the common benchmarking and development of position salary ranges.

= the Board is also accountable to the public and therefore ensures adherence 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 34 (Abbotsford)

Summary Compensation Table at 2018

Previous Two Years Totals
Total Compensation

All Other
Holdback/Bonus/ Compensation 2017/2018
Incentive Plan (expanded Total
Name and Position Salary Compensation Benefits Pension below) Compensation 2016/2017 2015/2016
Kevin Godden, Superintendent of Schools $ 217,600 - $ 13,409 $ 30,201 $ 21,296 $ 282,506 $ 265,968 $ 236,457
Gino Bondi, Assistant Superintendent $ 151,841 - $ 11,156 $ 20,923 $ 12,858 $ 196,778 $ 181,206 $ 174,604
Carla Danielsson, Assistant Superintendent $ 151,836 - $ 10,694 $ 20,922 $2,734 $ 186,186 $ 175,465 $ 165,600
Angus Mackay, Assistant Superintendent $ 151,978 - $ 10,756 $ 20,917 $ 8,804 $ 192,455 $ 184,961 $ 162,982
Ray Velestuk, Secretary-Treasurer $ 159,842 - $ 13,277 $ 16,067 $ 20,234 $ 209,420 $ 196,891 $ 184,316




Summary Other Compensation Table at 2018

Vehicle / Perquisites /
All Other Vacation Transportation other
Name And Position Compensation Severance payout Leave payout Allowance Allowances Other
Kevin Godden, Superintendent of Schools $ 21,296 - $8,024 - $ 11,335 $1,937
Gino Bondi, Assistant Superintendent $12,858 - $5,470 - $ 7,200 $188
Carla Danielsson, Assistant Superintendent $2,734 - - - $ 2,546 $188
Angus Mackay, Assistant Superintendent $ 8,804 - $6,078 - $2,538 $ 188
Ray Velestuk, Secretary-Treasurer $ 20,234 - $ 15,321 - $ 4,800 $113




Notes

Kevin Godden, Superintendent of Schools

Other Note: The amount of $80.00 is for Teacher Regulation Branch fees which are paid for the employee by the District $1857
Retro salary payment

Gino Bondi, Assistant Superintendent

Other Note: The amount of $80.00 is for Teacher Regulation Branch fees which are paid for the employee by the District $108 Retro
Payment

Carla Danielsson, Assistant Superintendent

Other Note: The amount of $80.00 is for Teacher Regulation Branch fees which are paid for the employee by the District $108 Retro
Payment

Angus Mackay, Assistant Superintendent

Other Note: The amount of $80.00 is for Teacher Regulation Branch fees which are paid for the employee by the District $108 Retro
Payment

Ray Velestuk, Secretary-Treasurer

Other Note: $113 Retro Payment




