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CLBC has been building a performance management system and leadership competencies 
framework with a view to moving to more of a pay for performance compensation methodology 
for excluded employees. 

A review of the current base salary (merit) adjustment process and the variable pay award 
methodology was undertaken. 

Currently at CLBC, excluded employee’s base salary adjustments are made using a combination 
of length of service and some form of personal performance consideration but with length of 
service the more dominant factor.  When length of service is a driver of salary changes, a sense of 
entitlement is almost certain.  The focus becomes what I am owed as opposed to what I have 
earned. 

CLBC variable pay works more like a group incentive plan. Almost all eligible employees have 
received the maximum award available since inception as corporate performance standards have 
been met or exceeded every year.  As the variable pay opportunities are quite modest, it is not 
likely this plan is driving performance but is viewed in terms of an “entitlement”.  If the plan is to 
continue, significant structural change is required. 

A number of options for dealing with base salary adjustments (i.e. merit) are provided with a 
model utilizing a combination of employee performance and demonstration of leadership 
competencies the recommended course of action. 

Similarly, several options regarding the variable pay plan are provided starting with the issue of 
whether the plan should continue to exist.  If CLBC wishes to continue with a variable pay plan, 
then structural change is required.  Alternatively, it may be more prudent to roll the variable pay 
plan into the base salary plan and manage future changes in base salary using performance and 
demonstrated leadership competencies as the drivers. 

A series of recommendations for moving forward are provided.  Moving toward a pay for 
performance model is a significant cultural change.  Leaders will be challenged to model 
behaviour in support of this change. The journey is a process and not an event.  It will not be 
without challenges but there are significant rewards for those organizations that can make the 
change.   

Appendix 1 offers detail of how performance rating is used to determine whether a salary 
increase is warranted, and if so, the size of the salary increase. 

Appendix 2 provides a method for leaders to review employee performance in terms of leadership 
competencies. 
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SEAB Solutions Inc. was asked to submit a proposal to CLBC regarding the development and 
implementation of a performance based compensation system for their exempt employees.  As 
part of the project, the following steps were taken: 

1. Review existing base salary and total cash compensation methodology. 

2. Review competency framework. 

3. Review performance management and goal setting process. 

4. Assess readiness of CLBC to migrate compensation process to performance based. 

5. Review options. 

6. Recommend appropriate strategy. 

,�*4131
10.

Discussions with CLBC’s Director, Human Resources and a consultant retained to assist in the 
development of an automated performance management framework provided a good overview of 
the current state.  Additional conversations plus a review of competency information, CLBC 
performance metrics, performance management documentation and current compensation 
information was completed.  Best practice information was referenced to review the current state.  

 

 

GLOSSARY OF TERMS 
In this report, several terms are used to define different types of compensation and changes to 
compensation.   

Base salary: The current salary of a given employee and does not include overtime, incentives, 
vacation payouts, benefits or allowances.   

Cost of living increases: A method of adjusting base salaries through a prescribed percentage 
change in base salary that applies to all eligible employees irrespective of performance.   

Merit increases: A method of adjusting base salaries changes ostensibly driven by the 
employee’s performance within their position.   

Variable pay: A form of compensation (often referred to as a bonus or incentive) usually in the 
form of eligibility to receive a prescribed annual, lump sum amount expressed as a percentage of 
base salary.  It is paid to an employee when defined performance metrics (corporate, group and 
individual)—singularly or in combination are met or exceeded.   

Target incentive: The prescribed size of variable pay available to each position.   

Total cash compensation:  The sum of base salary plus incentive payments.   

Total compensation:  The sum of total cash compensation plus benefits and other compensation 
such as perquisites. 
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Compensation Philosophy:  A statement that outlines the organizations goals and principals 
regarding compensation.  It defines the consistency of approach, the degree and sources of 
internal and external data to be used, alignment with business strategy and cultural values, the 
degree to which performance plays a role, the communication principles and governance 
accountability. 
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• Current methodology for allocating base salary increases for excluded employees is a 
combination of “cost of living” increases combined with a form of merit based salary 
increases.   

• Use of cost of living type increases is common in the public sector but leads to a sense of 
entitlement.  Such increases are often described as “pay for pulse”.   

• It was not clear how performance information is used to determine a merit increase; as a 
result, length of service appeared to be the major driver of base salary adjustments. 

• Using a combination of drivers can create a very mixed message regarding performance.   

• Changes in base salary (for whatever reason), also increase the costs of many benefits 
(Vacation costs, pension costs, group insurance and disability insurance). 

• Cost of living increases paid to non-performers decreases the available funds for real 
performers and builds a sense of entitlement while diminishing the likelihood of 
performance improvement.   

• The system at CLBC closely follows the system in use by their Shareholder, the 
Provincial Government.   

• CLBC has been working diligently to develop a performance management system and 
looks to utilize this data to assess and award merit increases. 

• Efforts to change the culture to performance based will be impeded by cost of living type 
increases.   

• During the past four years, the costs associated with cost of living increases have 
exceeded the costs associated with performance based “merit” increases on an aggregate 
basis. 

• CLBC does not have its own compensation philosophy. 

• Excluded positions at CLBC have defined salary ranges that, for the last four years, have 
been adjusted annually usually by a defined percentage for all positions. This process 
mirrors that of the Provincial Government but is without reference to the broader 
marketplace. 

• CLBC has been developing a performance management system based on a solid model of 
individual and group goals.  There is a growing awareness and use of this data in the 
annual review process although some parts of the organization appear to be more 
advanced in this process than other areas.   
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• There is a very modest variable pay system in place that applies to the majority of 
excluded positions at CLBC.   

• A number of CLBC metrics are used to determine corporate performance.  It is not clear 
what the minimum level of corporate performance needs to be for any payments to be 
paid in a given fiscal period.   

• The CLBC Board reviews, approves and monitors these corporate metrics.   

• Since inception, CLBC has paid variable pay payments to eligible excluded management 
employees with the amount paid at or near the maximum for most eligible employees 
every year.  Further examination of the link between metrics and payments should be 
made. 

• It is not clear whether the current variable pay system is driving performance or is viewed 
as an entitlement.   

• Variable pay payments are not pensionable earnings consistent with the plan rules of the 
Public Service Pension Plan. 

• The operation of the current variable pay system would seem to be more of a group 
variable pay plan than an individual variable pay opportunity.  It is not clear whether this 
was what was intended. 

16* 12� 5�
� ��� ��
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Base Salary (Merit Awards at CLBC) 

There are several options in how base salaries (merit awards) are managed. 
1. Maintain the status quo. 
2. Base salary changes (merit awards) linked to individual work goal results. 
3. Base salary changes (merit awards) linked to individual competencies. 
4. Base salary changes (merit awards) linked to individual work goal results and 

competencies. 
 
The only reason to maintain the status quo would be a perceived sense that CLBC is not 
ready for change.  The linking of performance and rewards is consistent with best 
practice. 
 
While linking base salary changes (merit awards) to work goal results (the what) or 
competencies (the how) offers advantages over the current approach, a combination of 
work goal results and competencies offers a broader perspective.  If the focus is 
singularly on the individual’s work goal results, there is little doubt that work goals will 
be achieved but it may be at the cost of ’how’ the work gets done which may result in 
low staff morale, burnout, absenteeism and turnover.  Similarly, an exclusive focus on 
competencies will result improve ‘how’ work gets done, but may result in shortfalls in 
terms of business results.   
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Variable Pay Plan 

 
The options regarding the variable pay plan are as follows: 
 

1. Maintain the status quo. 
2. Eliminate the variable pay plan and roll it into base salary. 
3. Modify the existing plan to have a maximum payout of 1.5 times target. 
4. Introduce minimum levels of corporate performance and individual performance 

as eligibility criteria. 
 
Maintaining the existing plan is problematic on several fronts.  Annually, the vast 
majority of eligible employees are receiving the maximum variable pay.  This will 
ultimately be seen as an entitlement.  It is uncertain if the current plan is actually driving 
performance.  Given the very modest size of the payouts, the money may be better spent 
and controlled in base salary allocations.  If the current plan is retained, then there needs 
to be minimum threshold of individual and corporate performance before an employee is 
eligible.  Additionally, consideration of a maximum variable pay greater than target 
would be consistent with best practice and provide additional reward opportunity for high 
performers.  
 
 

-��1,,�23�* 12� 5�
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Merit Awards 

    

CLBC should develop its own compensation philosophy and complete a market assessment 
of their excluded base salary ranges. 

It is clear that individual performance is far less of a driver of base salary changes than time in the 
position.  This can be confirmed by the large proportion of excluded salary increases attributable 
to “cost of living”.  Such changes promote a culture of entitlement where the employee views 
their salary through the lens of what I am paid as opposed to what is earned.   

The current model using cost of living and performance based is likely not sustainable.  The 
move to performance driving excluded salary adjustments is considered a best practice as salary 
budgets are always under pressure and dollars spent on under-performers are not available for 
high performers.   

The problem with moving to performance based salary adjustments is it will be a significant 
philosophical change (particularly for some employees).  While there appears to be readiness for 
this change, it is very likely that some resistance to the change will be encountered in the first 
year of implementation.  Further, we are entering a period where the expectations regarding 
salary changes and the ability to fund changes will be under significant pressure.  The BC 
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Government has clearly indicated that provincial employees should not expect increases for the 
next few years. Further, with a growing deficit, the Government has announced numerous cuts to 
non-profit agencies.  As well, the Government has announced the closure of one crown 
corporation and compensation audits of other organizations where Government is the shareholder.  
The message is clear.  Expect less funding and don’t draw attention to yourself for your 
compensation practices.   

CLBC should assess their readiness to make a cultural shift to performance based 
compensation.  There also needs to be a frank discussion as to the merits and risks of 
moving to performance based compensation at this time.  The use of performance 
information related to work goal achievement and competencies would be an effective 
approach. 

 

Variable Pay Plan 

The current variable pay plan was created through a process of reducing base salary ranges by an 
amount equal to the target variable pay amount.  It is highly unusual for the high percentage of 
payouts at or near maximum every year and warrants additional review. 

CLBC should assess whether the current variable pay system is truly driving performance 
or whether it could/should meld into base salary compensation.    

Assuming that the variable pay plan continues, CLBC should ensure that a defined 
minimum level of performance is required for variable pay payments to be paid.  A more 
thorough examination to the plan metrics since inception and the governance surrounding 
the plan may be valuable.  Consideration should be given to modifying the variable pay 
plan to a maximum variable pay of at least 1.25 times target but not more than 1.5 times 
target.  

 

CLBC Action Plan for Moving Forward 
 

There are numerous benefits and challenges to moving toward a performance based compensation 
system.   

Assuming that CLBC has assessed their readiness level, Senior Management is solidly behind the 
change and that CLBC has determined that continuation of the existing variable pay plan, there 
are a number of possible issues that must be addressed. 

• Review the process regarding the setting of CLBC metrics and how the budget for 
variable pay payments and salary increases is derived. 

• Determine what performance means in terms of base salary changes and variable 
pay payments.  Individual performance must play a roll in variable pay eligibility. 

• Verify that CLBC employee performance rating should be based on achievement of 
results and demonstrating behavioural competencies.   

• Develop training for all impacted staff with modules about what performance based 
compensation is, goal setting, assessing performance, coaching and performance 
management.  Ensure a process for education/re-education for new employees, 
newly excluded employees. 
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• Ensure that the performance management process has sufficient rigour.  An annual 
audit of recommended performance ratings for the CEO’s review should determine 
whether ratings are consistent across the organization. 

• In determining that size of an individual’s merit increase, the individual’s current 
position must be a factor.  In general terms, dividing the current salary by the 100% 
point in the salary range (sometimes called the control point) defines that 
individual’s ‘compa-ratio’ (C/R).  Failure to utilize position in range will result in 
inequities. 

• The change to a performance based compensation system will require the senior 
leaders to be personally committed to the change and the need to consistently 
demonstrate their commitment in their actions, words and leadership. 

• Migration to performance based compensation will require a common performance 
review date for all excluded employees (likely April each year). 

• When measuring performance for base salary increases and variable pay payments, 
great care should be taken to not use the same performance criteria or metrics for 
both components.  Otherwise you will be paying for the same performance twice. 

 

In Appendix 1 is a matrix defining the performance rating in terms of goals results and 
behavioural competencies.   This rating and the position within the current salary range are used 
to show the range of allowable  base salary changes.  Finally, a short description is provided to 
reference the use of performance ratings in the calculation of variable pay payments. 

Appendix 2 contains a matrix that outlines the eight CLBC Leadership Competencies and 
examples of how leaders can assess employee performance in terms of competencies. 

It is almost always the case that organizations will never have enough money to pay their 
strongest performers all that they should be paid, but those organizations will have even less 
money for the strong performers if they keep spending more money on the non-performers.   

The choice is for CLBC to make.  Should you decide to implement a performance based 
compensation system, I would be please to assist in whatever way that I can.  Even if you decide 
to largely retain the current system, there are some ways to improve it.  I wish you well in your 
deliberations and remain available for further discussion or clarification. 
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Appendix 1—Performance Matrix 
Using a combination of goal results performance and behavioral competencies yields five distinct 
individual performance ratings: 

1. Unsatisfactory 

2. Developing 

3. Fully Satisfactory 

4. High Achievement 

5. Exceptional 
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The most effective way of calculating increases to salary based on merit is to the use a 
‘compa-ratio’ (C/R) approach.  The C/R reflects where the individual sits within the 
salary range and is expressed as a percentage of the maximum of the salary range.  For 
example, an employee whose salary is $64,000 where the salary range maximum is 
$80,000 is said to have a C/R of 80.0.    If the salary range increases to $82,000; the 
employee’s C/R would become 78.0, a lower point on the range. 
 
Assigning a pre-determined set of C/R points to levels of performance within a 
standardized performance matrix offers the following advantages: 

• Salary changes always occur within the salary range regardless of whether the range itself 
increases; 

• For non-performers, no increase in salary would mean a drop in C/R if the range 
increases - whereas to date, CLBC has applied across-the-board percentage increases to 
all employees regardless of performance; and, 

• Merit-based salary increases are applied in a way that is consistent, transparent and 
defensible.  

 
The matrix below shows levels of performance and sets out pre-determined C/R point 
increases based on an individual’s existing C/R. 
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. 

Example:  In 2009, Donna has a current salary of $64,000 in a position paying a 
maximum of $80,000 (C/R is 80.0). The range for the position is increasing by 2.5% for 
the coming year.  Her performance was rated “High Achievement”.  From the chart 
above the allowable C/R adjustment is 3 to 5 pts.  Assuming we choose 4.0 pts, her new 
C/R is 84.0.  84% of $82,000 is $68,880, and increase of $4,880 or 7.625%.  Note that the 
combination of a 4.0 C/R shift and a salary policy change of 2.5% is more than the 
addition of the two changes. 
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Using the same performance ratings on the previous page, an individual would normally 
need to have a personal performance rating of Fully Satisfactory, High Achievement or 
Exceptional to be eligible. 
 
The corporate metrics would determine the size of the variable pay pool.  
 
Assuming that there is enough money for an average 80% payout, as long as the 
individual’s performance confirmed eligibility, the individual would receive 80% of their 
target bonus.  In this way, the bonus is a group variable pay plan (encouraging teamwork, 
cooperation) and the size of the payout is a function of corporate performance and the 
individual’s target variable pay.   
 
A variation on this theme is to vary the size of payment by performance rating but then 
there is a real danger that you are using the same performance criteria to drive the size of 
the salary increase and the size of the payout.     
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Appendix 2--Defining Excluded Employee Performance through Leadership 
Competencies 
 
CLBC has developed a series of eight Leadership Competencies listed in the Table 
below.  To measure performance relative to leadership competencies, it requires 
collecting data specific to the employee’s performance.  One method is for the leader to 
engage the employee in a series of questions regarding the degree to which the employee 
exhibits behaviors consistent with each competency.  It should be noted that not all 
positions will have the same degree of opportunity to demonstrate each leadership 
competency so the focus should be tailored to the individual position and incumbent.  As 
well, the questions are only a guide follow-up questions seeking clarification or 
amplification are very likely and should be expected.  The information gleaned from this 
process can be augmented by data from employee and customer satisfaction surveys, 360 
feedback tools, and other metrics. 
 
CLBC Leadership Competencies and Behavioural Indicators 
 
Competency Behavioral Indicator Questions and Results 
  
Accountability • Show me examples of effective work plans in your 

group. 
• Give me an example where you involved others in 

getting things done effectively. What worked and didn’t? 
• Provide an example where you acknowledged 

responsibility for a mistake you made. 
Coaching and 
Developing Employees 

• Give me an example where you demonstrated effective 
delegation and authority to an employee. 

• Provide an example where you gave timely recognition 
to an employee for a job well done.  How was it 
received?  What would you do differently next time? 

• Show me a defined developmental plan that was 
consistent with the employee’s passions and career 
aspirations.  What progress was made this year? 

Ethics and Credibility • Give an example of an ethical situation that you dealt 
with this year and how you resolved it. 

• Provide an example where you were questioned on and 
decision you made.  How did you respond?  How would 
the person who questioned you feel you responded? 

Innovation • Give an example of a risk you took that was a success 
and another example where you took a risk that was not 
successful.  What did you learn from each of these? 

• Provide a situation you empowered staff to challenge the 
status quo.  What did you learn, what did they learn? 

• Share an example of collaborative sharing of ideas and 
the results. 
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• Give an example where internal stakeholders or service 
providers developed creative solutions 

Puts the Customer First • Provide an example where you improved a relationship 
with a customer.  What did you do?  Quantify the 
improvement. 

• Give an example where the customer’s individual needs 
were incorporated into your engagement plan. 

• Share an example demonstrating respect and timeliness 
in dealing with a customer concern.  

• Give an example where the customer felt their interests 
where primary in your decision. 

Relationships and 
Teamwork 

• Provide and example where you brought a group of 
people together.  What did you specifically do to foster 
teamwork or build relationships in the group? 

• Share an example where you effectively resolved a 
conflict with others.   

• Give an example your actions to break down barriers 
between groups. 

Strategic Thinking & 
Decision Making 

• Share an example where you anticipated a future 
problem and proactively dealt with it.  What did you 
learn from this experience? 

• Provide an example of a situation where you had to 
balance short term impacts against long term 
implications. 

• Give an example of a decision that required you to 
analyze complex information to determine a course of 
action.  What other factors did you consider? 

• Share a situation where you effectively engaged internal 
and external stakeholders in a decision process.  What 
would you do differently if you had to do it again? 

Visionary • Provide an example where your leadership fostered 
change. 

• Give an example of where your passion for the CLBC 
vision influenced internal or external stakeholders.  Was 
one group easier to influence than the other? 

• Share a situation where your actions demonstrated the 
importance that employees maintain a focus on achieving 
CLBC’s vision.  

  
 
Assessing performance through leadership competencies is about engaging the employee 
in a discussion about specific examples of their behavior during the year.  The leader 
needs to set the stage by letting the employee know (in advance) that they will be 
discussing leadership competencies as part of the performance review process.  On the 
basis of the discussion the leader should be able to determine whether the employee’s 

Page 42 
MSD 2012 00576 Phase 1



�������
� ������ �� � �������	
��� ����� ! ����� !#'#

15 | P a g e  

performance in terms of leadership competencies needs improvement, meets 
requirements or exceeds requirements for the position. 
 
Like any new process, it will take some serious effort to change the culture of the 
organization.  It is critical that the senior leadership team be committed to this change and 
demonstrates their commitment through their personal actions.  Cultural change is not an 
event but a process.  Thus while individual progress will be measured annually, 
organizational progress may evolve slowly over several years.  The actions of leaders that 
demonstrate strength in one (or more) leadership competency can serve as role model 
behavior for others.  A healthy dose of pragmatism is essential in the first year of 
implementation. 
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GOVERNANCE & HR COMMITTEE 

Meeting of March 30th, 2011  
 BRIEFING NOTE 

ISSUE:  
CLBC Executive Compensation  

BACKGROUND:  
“Executive Compensation” refers to the compensation of the CEO and the CEO’s direct 
reports.  Currently the CEO has 10 executive level direct reports.  

This briefing note describes the current status of executive compensation for CLBC and 
the regulatory framework and governance within which the organization is operating.   

Compensation Philosophy 

A Compensation Philosophy is a statement that outlines an organization’s goals and 
principles regarding compensation.  It defines the consistency of approach in 
compensating employees, the degree and sources of internal and external influences, 
alignment with business strategies and cultural values, the degree to which performance 
plays a role, communication principles, and governance accountability.  

CLBC’s compensation philosophy is described in the report “Executive Compensation 
Reporting for the Fiscal Year Ending March 31, 2010” (attached).  This report is publicly 
accessible and posted on the CLBC website.  

Regulatory Structure 

The provincial government has established the Public Sector Employer’s Council (PSEC) 
that sets and coordinates the management of human resource and labour relations 
policies and practices in the public sector, including a series of statutory and regulatory 
policies on remuneration levels, changes, severance, and reporting for executive 
compensation.   

Executive and excluded positions at CLBC are governed by PSEC-approved salary 
ranges that may be adjusted based on mandates established by PSEC.  The current 
mandate of 0%-0% covers the period until March 31, 2012.  Conversations are underway 
now to provide comment to government as they determine whether or not there will be 
any compensation increases available after 2012. 

Excluded compensation at CLBC closely follows the system used by the shareholder, the 
provincial government.  The Province has historically been less persuaded by external  
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labour market comparators and more influenced by pay relationship with the public 
service directly.   

Variable Pay 

There is a variable pay system in place at CLBC that applies to the majority of excluded 
and executive positions, with the exception of the CEO.  

Following the strategy of the Provincial government, the variable pay plan was 
introduced through a clawback of a portion of base salary, dedicated to re-earnable 
performance pay.  

The variable pay is tied to corporate performance metrics identified in the operational 
plan. Variable pay amounts are determined in June of each year, to reflect the conclusion 
of the annual executive performance review of the previous fiscal year.  

Under the CLBC variable pay system, excluded managers and directors are eligible to 
receive up to 5% variable pay, and VPs can receive up to 10%. The CEO re-earnable 
bonus (up to 15%) was rolled into base salary in 2009.   

Reports and Analysis 

Some work has been done to examine executive compensation issues and strategies, 
including:   

� In November 2008 CLBC commissioned a compensation review from Western 
Compensation Benefits Consultants (WCBC). This report recommended that 
CLBC review and determine its compensation philosophy, establish desired 
positioning in relationship to the marketplace, and review its variable 
compensation scheme. The report provides information on CLBC’s executive 
salary range in comparison with comparable organisations (report attached).  
 

� In 2009 the Auditor General conducted a review of executive compensation in 
the crown sector and CLBC was one of six crown employers randomly chosen 
the provide information.  The OAG report generally found that compensation 
ranges were not excessive, that there needed to be more Board accountability for 
determining and reporting compensation outcomes on an annual basis and that 
pay for performance plans were not well constructed (metrics) or reported 
(November 2009 letter from Auditor General attached).  
 

� In April 2010 CLBC commissioned another report from SEAB solutions on 
options and recommendations for an executive compensation strategy. This 
report recommended that CLBC develop a more robust compensation 
philosophy by completing a market assessment of excluded base salary ranges,  
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assessing whether the current variable pay system is truly driving performance 
or whether it could/should meld into base salary compensation, and developing 
a performance rating scheme based on both achievement of results and 
demonstration of behavioural competencies (report attached). 
 

� The Crown Corporation Employers’ Association (CCEA) is a public sector 
employers association, established under the Public Sector Employers’ Act, 
requiring membership of all designated crowns.  In June 2010 CCEA, working 
with Mercer Consulting developed a framework of principles for executive 
compensation philosophies.  This framework identified the key pillars/best 
practices in design of an executive compensation philosophy.  These included 
defining an appropriate comparator group, establishing the market positioning 
strategy within the group, and linking pay and performance.  The principles 
framework is intended to provide a basis for engaging PSEC in establishing a 
common understanding of best practices, upon which each of the crown 
employers would then build their plan to meet business requirements of their 
organization.  CCEA is continuing this work and discussions with government 
(report attached).  

DISCUSSION:  
Executive compensation is an issue that continues to challenge Boards of crown 
agencies.  While Boards are often appointed by government to manage the organization, 
there is little independent authority or flexibility to manage amounts of CEO or 
executive compensation.   

The Board will be interested in establishing a strong executive compensation philosophy 
and ensuring consistent application of the elements of a compensation strategy, 
including performance pay, along with fulfilling their accountability for public 
reporting.  

RECOMMENDATION: 
For information.  
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GOVERNANCE & HR COMMITTEE 
Meeting of: May 25th, 2011  

 BRIEFING NOTE 
 
ISSUE:  
Discussion of a framework and options for CLBC’s excluded compensation philosophy. 

BACKGROUND:  
At the March 30th meeting, the Committee discussed CLBC’s Compensation Philosophy with a view 
to critically examine the current philosophy and provide options for change.  CLBC engaged a 
Compensation consultant, SEAB Solutions Inc., to perform the work. 

Once formally accepted by the CLBC Board, the draft Compensation Philosophy will go to PSEC for 
review and final approval.   

DISCUSSION: 
This note attaches the consultant’s two reports for the Committee’s consideration in recommending 
a compensation philosophy: one outlining a framework for CLBC’s excluded compensation 
philosophy; and a second setting out options for aspects of excluded compensation that will be 
encompassed in the framework.  

Options for the Committee’s consideration include: 

1) Comparator organizations 

2) Number of benchmark positions to be included 

3) Appropriate comparison percentile with external positions 

4) Variable pay plan vs. base salary compensation 

5) Benefits plan 

Bruce Clow from SEAB Solutions Inc. will attend the Committee meeting to provide 
information and answer questions about the report and recommendations.    

RECOMMENDATION: 
For discussion. 
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INTRODUCTION 
 
Community Living BC (CLBC) is in the process of developing a comprehensive 
Compensation Philosophy and has several issues to consider as part of the process of 
moving forward. 
 
ISSUES 
 
Who is/are the appropriate comparator(s)? 
 
There is no single comparator that would be reflective of CLBC’s operations and thus a 
blend of employers including the BC Government, BC non –commercial Crown 
Agencies, selected Municipalities, School Boards and Health Authorities would be 
appropriate.  It is critical for those charged with governance of this issue to be engaged in 
the process of determining the comparator group and process to collect/utilize the data. 
 
How many benchmark positions? 
 
Probably about 12 positions would be required.  Ideally one or two positions from each of 
the six excluded pay ranges currently in place should be used as benchmarks. 
 
 
What is the appropriate percentile for comparison appropriate?   Given the proposed 
comparator group, the 50th percentile is appropriate. 
 
How do we insure internal equity?    
 
A simple job evaluation tool is best for this and given the number of positions is not an 
onerous task. 
 
What options do we have regarding the bonus/incentive plan?    
 
There are three possible scenarios.  First, make the plan meaningful in terms of the size of 
potential reward.  Second, abandon the plan and roll it into base salary.  Third, maintain 
status quo.  The third option makes no sense.  The vast majority of eligible employees 
have received all or nearly their entire target bonus each year suggesting problems with 
the process of setting performance metrics.  As a result payments may be viewed more as 
an entitlement than related to performance.  Boosting the size of target incentive 
payments will likely be problematic in terms of PSEC approval particularly if the 
performance target setting process is perceived as lacking rigour.  That leaves the second 
option.  The process used to create this incentive (take money away from salary and put it 
at risk) was poor methodology and it is doubtful that the existing plan is driving 
performance. 
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How do you roll incentive plans into base salary? 
 
One dollar of at risk pay (bonus) is not equal to one dollar of base salary increase.  Base 
salary is pensionable and has other wage related benefit impacts.  Base salary almost 
never goes down so it becomes a legacy cost.  The salary ranges can be increased by the 
amount of the target incentive in place and then the employee can earn through 
performance increases in base salary.  In the first year there should be a cap on the size of 
increases available with no incentive payments being paid.  This saving should cover the 
wage related benefit cost increases over the longer time necessary to earn all of the 
“incentive pay” in the form of base salary increases.   
 
What about benefit plans? 
 
The best benefits are those employees value.  The “one size fits none” approach often 
offers some administrative savings but fails to deliver the kind of benefits (and amount of 
them) that employees would choose.  For example, those that need eyeglasses might 
choose more of this benefit and no orthodontic coverage.  CLBC should explore ways to 
bring their benefit package in line with the Governments plan for excluded employees. 
 
What role should length of service play in the allocation of base salary increases? 
 
None. CLBC will always be challenged to truly reward the highest performing excluded 
employees but they will almost always overpay their worst performers.  Spending scarce 
merit budgets on “cost of living increases” perpetuates the sense of entitlement lower 
performers develop when this level of performance is rewarded. 
 
What role does PSEC play in CLBC Compensation plans? 
 
All Crown employers are required to file their compensation plans with PSEC for 
approval (after the internal governance process has been satisfied).   Proposed changes to 
an existing plan (such as altering an approved bonus plan or setting new salary band 
ranges) also needs to be approved by PSEC. 
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GOVERNANCE & HR COMMITTEE 
Meeting of: July 27, 2011 

BRIEFING NOTE 
 

ISSUE:  
Compensation Philosophy. 

BACKGROUND: 
At the May 25th meeting, the Committee discussed options for changing CLBC’s compensation 
philosophy as presented by Compensation consultant, SEAB Solutions Inc.  This note attaches the 
consultant’s draft Compensation Philosophy as approved by the Committee at that meeting. 

Once formally accepted by the CLBC Board, the draft Compensation Philosophy will go to PSEC for 
final approval at a time to be determined by the G&HR Committee. 

DISCUSSION: 
On the recommendation of the Crown Corporation Employers’ Association (CCEA), CLBC will seek 
PSEC approval of the Compensation Philosophy in two stages. First will be to roll variable pay into 
salary, and second to seek approval of CLBC’s new Compensation Philosophy.   

Accordingly, the draft Compensation Philosophy is written using the supposition that CLBC’s 
variable incentive pay is integrated into excluded salaries and purports that there are no current or 
future increases to CLBC’s overall excluded total compensation package as a result. 

Included in the Compensation Philosophy are the following elements: 

1) What constitutes CLBC’s Total Excluded Compensation 

2) How excluded positions are valued and individuals progress through the salary range 

3) Comparator organizations including a selection of crown agencies, municipalities, a health 
authority, and the provincial government 

4) Number and types of benchmark positions to be referenced in the external market 

5) Appropriate comparison percentile with external positions 

RECOMMENDATION: 
For discussion. 
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GOVERNANCE & HR COMMITTEE 
Meeting of: July 27, 2011  

 BRIEFING NOTE 

ISSUE:  
Variable Pay. 

BACKGROUND:  
At the May 25th meeting, the Committee agreed to proposed changes to CLBC’s compensation 
philosophy which included integration of excluded variable pay into salary. On the 
recommendation of the Crown Corporation Employers’ Association (CCEA), CLBC will seek PSEC 
approval of the Compensation Philosophy in two stages. First will be to roll variable pay into salary, 
and once approved, to seek approval for CLBC’s new Compensation Philosophy.   

The attached paper, which will ultimately form the basis for seeking PSEC approval to integrate 
variable incentive pay into salary, outlines CLBC’s proposed compensation and performance 
management changes. 

DISCUSSION: 
The paper outlines a number of compensation-related issues CLBC faces and recommendations for 
change.  These issues originate from the pay model that was initially approved by PSEC on the 
recommendations of MCFD in 2004 and include the following: 

� VP pay levels lagging behind Government ADMs. 

� Variable incentive pay applied more as an ‘entitlement’ due to inconsequential bonus 
amounts. 

� A need to apply greater rigour to CLBC’s performance management system to take into 
account corporate, team, and individual goal achievement as well as competency in doing 
the job. 

� PSEC mandate salary increases that have resulted in across-the-board salary adjustments for 
all excluded employees; need to make use of future dollars in a way that recognizes and 
distinguishes high performers. 

The paper sets out a justification and methodology for how CLBC would move away from variable 
incentive pay to a more rigorous performance-based rewards system. 

RECOMMENDATION: 
For information. 
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Governance & Human Resources Committee 
Meeting of: July 27, 2011  

 
Report 

 
EXCLUDED TOTAL COMPENSATION PHILOSOPHY  

 
INTRODUCTION 

The Board of Directors, under its Charter, is responsible for compensation plans for the 
CLBC Executive.  It also reviews all decisions regarding the salary plan established for 
all excluded employees. 

The Board established a Governance and Human Resources Committee of the Board.  In 
their role, this committee reviews compensation plans and brings such 
recommendations as they deem appropriate to the Board of Directors for review and 
approval. 

CLBC is committed to providing excluded employees total compensation opportunities 
that are competitive, equitable, and consistent throughout all levels. We are also 
committed to ensuring an open and transparent communication process to all staff on an 
ongoing and timely basis. 

Our total compensation strategy at CLBC is guided by the following principles: 

� It is aligned with and supports  CLBC’s short and long-term strategies and 
objectives 

� It is responsive to the different markets in which we compete 

� It is managed on a total compensation basis 

� It values cost effectiveness and ease of administration 

� It recognizes differences in performance and reinforces desired behaviours 

� It is communicated clearly and consistently 

� It provides a competitive base level of salary and benefits 

� It is approved by the CLBC governance model.  

 
 
  

Page 58 
MSD 2012 00576 Phase 1



 

2 
 

COMPENSATION PHILOSOPHY FOR CLBC EXCLUDED STAFF 
 

Purpose  
The purpose of a Compensation Philosophy statement is to detail goals and principles in 
regard to Excluded Staff Compensation.  CLBC’s philosophy statement is intended to be 
a map or a guide in making effective compensation decisions that recognize employees 
for business and service results on behalf of our stakeholders. 

Our compensation strategy differentiates and rewards outstanding performance as 
defined by the achievement of short and long-term business goals while demonstrating 
competency on the job. Our benefits strategy is to provide competitive, cost effective 
benefits that will help to attract and retain these employees. 

CLBC employee compensation programs are a vital component in attracting the talent 
necessary to grow and further the strategic interests of CLBC. Our compensation 
programs are also an important factor in the retention of productive and talented 
employees so they can continue their employment with CLBC and provide enhanced 
service to our clients and stakeholders. 

Finally, the compensation plan is designed to motivate, engage, and recognize 
employees who achieve targeted results in a way that exemplifies our values and 
expected behaviours. On an ongoing basis compensation will be commensurate with the 
overall performance of CLBC, teams and individual employee contribution. 

Definitions and Process  
CLBC will make Total Compensation comparisons with the approved comparator 
group.  In the broader market Total Compensation includes the following elements: 

Direct Compensation includes Base Salary or Differential Pay (such as overtime, pay in 
lieu of vacation, benefits or overtime, shift differentials or on-call payments) and 
Variable Pay (such as stipends allowances, performance pay, recognition awards, 
incentive bonus or retention bonus).  

Indirect Compensation includes pay for time at work (such as work breaks, CLBC 
events, training and education leave) and pay for time not at work (such as sick leave, 
vacation, statutory holidays, compensatory time, professional development time, paid 
special leave, compassionate leave, family illness leave, child care leave or elder care 
leaves and any other paid leaves). 

Employer Paid Group Benefits include the employer costs associated with benefits 
provided to employees (such as BC Medical, Extended Health and Dental, Group Life 
Insurance, Long Term Disability and a defined benefit pension plan).  The benefits 
package at CLBC remains consistent with comparable public sector employers in terms 

Page 59 
MSD 2012 00576 Phase 1



 

3 
 

of breadth, depth and costs.  There may be opportunities to modify the current structure 
to increase flexibility and changes may be introduced on a zero cost basis.1   

Other important factors such as work/life balance, alternative work arrangements, access 
to developmental opportunities and flexible work hours contribute to CLBC’s employee 
friendly culture and assist in terms of attraction and retention. 

CLBC salary ranges are defined through a process that values external comparability 
(external market data) and internal equity (job evaluation).  CLBC has determined that 
an equal balance between internal equity and external competitiveness is appropriate.   
Cash compensation changes are based on employee performance. 

Internal Relativity and Equity 

CLBC maintains systems to ensure that the relative value of all jobs, roles and functions 
are correctly ranked in relation to one another in an equitable, gender neutral, consistent 
and effective manner, and properly recognizes those aspects of work which are valued 
by the organization. 

Internal values are determined by an ongoing job evaluation of the responsibilities and 
accountabilities of positions.  

Individual equity is achieved by ensuring that the actual salary awarded within the 
respective salary range reflects increasing levels of competence and individual 
performance.  Salary is reflective of the employee’s contribution and value and increases 
as his or her competencies2 grow and performance goals are achieved.  

External Relativity 

CLBC competes for talent across the Province but with a concentration in the Lower 
Mainland.  

Benchmark positions are used for comparison with external public sector compensation 
data.  These include positions at the Executive level, Director level and Manager level as 
well as ensuring all functional classifications are represented.   

There are three groupings of comparators:    

Crown agencies such as BC Housing, BC Assessment Authority, BC Safety Authority, 
Land Title and Survey Authority and Legal Services Society are similarly sized Crown 
entities and reasonable comparators in terms of the BC market. 

 

                                                 
1 CLBC is currently exploring options for increasing choice in Health & Welfare plans without incurring 
additional costs.  This is a joint Union- Management initiative the results of which will apply to both 
included and excluded staff. 
 
2 CLBC is developing job-specific competencies that describe expected knowledge, skills and abilities 
associated with jobs.  Core and leadership competencies currently exist but proficiency levels need to be 
aligned with jobs to clearly outline proficiency levels as part of job performance expectations.   
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A cross-section of BC municipalities is included as comparable employers and 
augmented by inclusion of the Northern Health Authority. 

The Provincial Government, as the sole shareholder with similar functions is also 
included. 

The composition and weighting assigned to each grouping of employers is noted in 
Table 1. 

 
TABLE 1—Board Approved Market Comparators and Weightings 
 
Comparator 

Group 
BC 

Government 
BC Non-Commercial 

Crowns 
Select BC Municipalities, Health 

Authorities, School Districts 
Weighting 40% 40% 20% 
Employers BC Gov’t BC Assessment City of Prince George 

BC Housing City of Vernon 
Legal Services Society City of Maple Ridge 
BC Safety Authority City of Richmond 
Land Title & Survey Auth. City of Saanich 
BC Pavilion Corporation Northern Health Authority 

  
External data reviews will take place every 2-3 years. 

Target Compensation  

The goal of CLBC’s total compensation program is to target our programs to be the 
median (50th percentile) of the defined external marketplace in terms of total 
compensation. This target level is reviewed to ensure it remains valid and competitive 
and may need to be adjusted as business and market conditions change.3     

 

                                                 
3 The 50th percentile is common among crown agencies and represents a level that allows the organization 
to compete successfully for talent on a scale that is felt to be acceptable to Government and CLBC’s 
stakeholders. 
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INTEGRATION OF THE EXCLUDED VARIABLE PAY INCENTIVE INTO SALARY 

Goal 
CLBC is currently refreshing its organizational philosophy for compensation and 
performance management for approval of PSEC.  The previous plan, in place since 
approved by PSEC in 2004, requires updating to include a more strategic alignment 
between corporate, team and individual goals and interests, and a consideration of 
compensation and performance management best practices.   

A first strategy for CLBC is to amend the manner in which the total compensation is 
allocated for excluded staff at CLBC.  Using a net zero mandate, as required by PSEC, 
CLBC is proposing to integrate the current re-earnable incentive pay into base salary, 
maintaining total compensation at the same level for each employee.   

Background 
In April 2004, PSEC approved a Compensation Plan developed by MCFD respecting 
base salary and variable/at-risk compensation (incentive) for executive levels of the 
organization outlined in Table 1 below.  

Table 1—PSEC Recommendations for Executive Salary and Incentive  
 

Position  Cash Compensation (not 
including benefits)1 

Variable or At Risk Compensation  

CEO 
VP/CFO/COO 
Senior Corporate Director 
Senior Manager 
Senior Advisor 

$150,000 to $195,151 
$115,900 to $137,977 
$  99,343 to $121,419 
$  62,917 to $  89,133 
$  55,190 to $  77,267 

Discontinued in 2009/10 
Up to 10% of Base Salary 
Up to 5% of Base Salary 
Up to 5% of Base Salary2 
Up to 5% of Base Salary2 

 

The VP salary level was based on comparison with ADM salaries at that time.  Since 
2004, salary increases at CLBC have been granted within mandate, but all salaries have 
remained within the range established in 2004, while the scope and responsibilities of 
the VP positions at CLBC have changed significantly.  CLBC maintains a continued 
commitment to maintaining salaries at the 50th percentile of their comparator group, 

                                                        
1 As at March 31, 2010 
2 The original approved plan did not include re earnable incentive pay for positions below the Director level.  CLBC introduced a 5% 
re earnable incentive for senior managers and advisors in its first year of operation.  The salary ranges were reduced dollar for dollar 
to create the incentive amount. 
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including the ADM salary levels.  The latter are currently in the range $140,000 - 
$160,000 (salary not including benefits) for the most relative band.    

In reviewing best practices on performance management, CLBC is interested in 
establishing a values-based leadership philosophy, and enhancing its performance 
management process as an integral part of the day-to-day approach of the team, rather 
than an annual event to achieve a compensation outcome.   

The organization’s performance management philosophy includes training managers to 
give and receive feedback, aligning personal goals and values to that of the organization, 
a transparent accountability framework, encouraging employee participation and 
ownership of the process and linking performance management to the overall human 
resource system of recruitment, engagement, development and succession planning.    

Proposed Approach 
The current re-earnable incentive component of CLBC’s performance management 
system has not achieved its desired outcomes.  Since it has been put in place, arguably it 
has been seen as an entitlement, provided at the same level annually for all management 
staff – and CLBC is interested in establishing a more rigorous plan going forward.  
Coupled with the Board approach for a renewed consideration of both compensation 
and performance management, is the interest to align the performance management 
approach for all staff, beginning with consistency of approach to that of the CEO, whose 
incentive bonus was integrated into base pay in 2009.   

CLBC will utilize the same methodology employed to integrate the CEO base salary 
with the re-earnable bonus in 2009.  That is, the total compensation, which is made up of 
salary, benefits, pension and all other income, will remain constant with the total 
compensation in place prior to the realignment, and reported to PSEC in 2010 and 2011.  
(Sample calculation for VP level is attached).  The salary range for each of these levels 
will be adjusted and an amount added to the salary of each excluded member.   

CLBC proposes to conduct the analysis and make the changes beginning with the first 
salary payment in fiscal 2012-13 (April 1, 2012).   

On a go-forward basis, CLBC’s methodology for adjusting excluded employee salaries 
will take into account both achievement of organizational, team and individual goals, as 
well as competency in performing the job in terms of organizational values. 

Any increases granted through future mandates will be allocated based on the best 
interests of the organization and staff, and as approved by PSEC.   

Conclusion 
CLBC believes this approach a) is consistent with the current net zero mandate; b) is a 
better alignment of the organization from the most senior levels; c) will be supported by 
staff; d) will be acceptable to stakeholders; and e) sets the stage for a renewed 
philosophy on compensation and performance management. 
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Sample Calculation:  VP Level Variable Pay into Salary 
 

Current 
Compensation Incentive 
Base Salary $137,842 
Benefits  $ 15,769* 
Bonus $  13,784 10% 
Total Compensation $167,395 

New Scenario 
% 

Benefits  Benefits Components 
Maximum Total Comp $167,395 
 
Current Base Salary $137,842 
Benefits $ 15,769* 
Bonus 0 
Sub Total $153, 611 

Amount remaining $ 13,784 

Incremental cost 
impact on wage related 
benefits of moving 
bonus to base $1,415 11.44% Pension 9.13%, LTD 1.57%, WCB 0.74% 

Bonus amount moved 
to Base Salary $ 12,370 

New Base Salary $150,212 

New Total Compensation $166,373 
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GOVERNANCE & HR COMMITTEE 
Meeting of:  September 28, 2011 

 BRIEFING NOTE 
ISSUE:  
Variable Pay Component of Proposed Compensation Philosophy 

BACKGROUND:  
CLBC is seeking approval to restructure its excluded compensation by integrating the re-earnable 
variable pay incentive into salary. 

At the July 27th meeting, the Committee agreed to seek government approval to integrate variable 
pay into salary as a first step in drafting a Compensation Philosophy.  On the recommendation of 
the Crown Corporation Employers’ Association (CCEA), Carol Goozh and Marsha Goldford met 
with Tom Vincent, VP and Christina Zacharuk, Executive Director of PSEC on September 1st to seek 
advice on how best to proceed.  The outcome of this meeting is outlined below. 

DISCUSSION: 
A number of issues related to the current pay model were identified at the PSEC meeting: 

� VP pay levels at CLBC are lagging behind government ADMs. 

� Due to low bonus percentages, challenging goals, and demanding workloads, variable incentive 
pay has been applied more as an ‘entitlement’ than a ‘reward’. 

� There is inconsistency in application; CEO variable pay was integrated into salary in 2009/10. 

� There is a need to apply greater rigour to CLBC’s performance management system to take into 
account corporate, team and individual goal achievement as identified in an Auditor General 
Review of Crown agencies in 2009, as well as competency in doing the job. 

� PSEC-mandated salary increases have resulted in across-the-board salary increases for all 
excluded employees; CLBC needs to make use of future dollars in a way that recognizes and 
distinguishes high performers using a simpler and more familiar system of merit adjustments. 

PSEC indicated support for the proposal provided that MSD also supports it; and suggested that 
CLBC use a three year average of actual total bonuses paid such that total compensation is 
maintained at the same level for each excluded employee.  Carol was asked to send a note to Tom 
Vincent outlining the details of how variable pay will be integrated into pay for all excluded 
employees. CLBC to seek the Ministry’s support to proceed and then follow up for final approval 
with PSEC. 

RECOMMENDATION: 
For Discussion. 
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GOVERNANCE & HR COMMITTEE 
Meeting of:  November 23, 2011 

BRIEFING NOTE 
ISSUE:  
Variable Pay to Salary 

BACKGROUND:  
On October 21st, Minister Cadieux requested, and the Board Chair agreed, that CLBC discontinue its 
variable pay plan and that the Board should determine the method to do so. 

Prior to this announcement, at its July 27th meeting the G&HR Committee had agreed to seek 
Government approval to integrate variable pay into salary as a first step in drafting a Compensation 
Philosophy. Carol Goozh and Marsha Goldford met with Tom Vincent, VP, and Christina Zacharuk, 
Executive Director of PSEC on Sep 1st to seek advice on how best to proceed.   

DISCUSSION: 
Management is presenting two options for the Board’s consideration based on a number of factors 
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There are two options for consideration: 

1) 

2) Integrate an equivalent amount of variable pay into individuals’ salaries, pension, and 
benefits based on guidance from PSEC. 

Management recommends Option 2

RECOMMENDATION: 
For discussion. 
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GOVERNANCE & HR COMMITTEE 
Meeting of January 24, 2012 

 BRIEFING NOTE 

ISSUE:  
Compensation:  Performance-based Excluded Salary Adjustments 

BACKGROUND:  
Historically, excluded staff has received an annual variable pay incentive tied to the 
achievement of work goals; base pay increases have been across-the-board and, in the case of 
new managers, salaries have been adjusted to reflect competency following a period of 
orientation and training. With the removal of variable pay, salary adjustments or ‘merit’ 
becomes the sole means of acknowledging and rewarding individual performance. CLBC has a 
set of leadership competencies which include behavioural anchors that clearly describe 
performance expectations for the organization’s leaders; these require some review and 
validation after four years of application.  Technical competencies are yet to be developed. 

A working group of excluded managers was struck and began working with CLBC’s 
compensation consultant, SEAB Consulting in late October to design a methodology.  This 
methodology will ultimately form part of CLBC’s Compensation Philosophy.   

DISCUSSION: 
The proposed methodology will link performance and reward, with performance defined both 
in terms of achievement of results (the what) and demonstration of competencies (the how).   

The plan proposes the use of compa-ratios vs. pre-determined steps to award salary increases.  
Compa-ratios express salary relative to the range control point, which in CLBC’s case is the top 
of the range.  They are scalable in that they allow for higher increases for entry level and lower 
paid employees as they achieve a greater level of competency in the job.  They also offer a 
means of comparing salary compensation at the group level to identify discrepancies and 
encourage consistent treatment across groups.  
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RECOMMENDATION: 
For discussion. 

                                            
1 SMART – Specific, measurable, achievable, relevant and time-bound 
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GOVERNANCE & HR COMMITTEE 
Meeting of: January 24, 2012 

BRIEFING NOTE 

ISSUE:  
CLBC Restructuring of Excluded Compensation by Integrating Variable (“at risk pay”) into 
Salary 

BACKGROUND: 
On July 27, 2011 the Committee directed management to seek Government approval to 
integrate the variable pay component into salary as a first step towards establishing a 
comprehensive compensation philosophy which better acknowledged and aligned total 
employee reward with CLBC objectives. An initial meeting took place in September 2011 with 
PSEC staff, where support for the approach was indicated, dependent on MSD agreement 

On October 21 2011, Minister Cadieux requested, and the Board Chair agreed, that CLBC 
discontinue its variable pay plan and that the Board determine a method to do so. 

The issue was reviewed durin  the Committee meetin  of November 23, 2011.

The Committee indicated support for 
the plan to move variable pay into salary, pending further information and clear support from 
MSD and PSEC.     

DISCUSSION: 

As discussed during the November Committee meeting,

Currently, excluded salaries 
for managers and VP’s are below those of their counterparts in the Public Service, and would 
remain so with the incorporation of variable pay into salary.  
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Discussions have taken place with PSEC and MSD staff on the possibility of rolling variable pay 
into salary. Senior staff in both organisations have indicated verbal support for the plan and 
have requested a written submission outlining the methodology that CLBC would use.  

A formal outline of the methodology for the incorporation of variable pay into salary for 
forwarding to PSEC and MSD is attached, for the Committee’s approval prior to forwarding to 
PSEC and MSD. 

If the variable pay is incorporated into excluded staff salaries, the VP and manager pay grid will 
continue to lag somewhat behind equivalent positions in the public service. The top range for 
Director salaries would be adjusted downward, to bring this pay category in line with that of 
equivalent positions in the Public Service.  These factors would need to be considered by the 
Committee at a future date, as the organization develops and implements a revised CLBC 
compensation philosophy.   

RECOMMENDATION: 
That the Committee approve the methodology for the incorporation of variable pay into salary 
for forwarding to PSEC and MSD. 
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BRIEFING NOTE 
JANUARY 6, 2012 

ISSUE:  
CLBC restructuring of excluded compensation by integrating the variable pay incentive into salary.  

BACKGROUND:  
At its July 27, 2011 meeting, the CLBC Board Governance & Human Resources Committee directed 
management to seek Government approval to integrate the variable pay component into salary as a 
first step towards establishing a comprehensive Compensation Philosophy which better 
acknowledged and aligned total employee reward with CLBC objectives. An initial meeting took 
place in September 2011 with CLBC and PSEC senior staff, where support for the approach was 
indicated, dependent on MSD agreement. 

On October 21st, Minister Cadieux requested, and the CLBC Board Chair agreed, that CLBC 
discontinue its variable pay plan and that the Board should determine the method to do so. 

DISCUSSION: 
During the CLBC Board’s annual review of CLBC’s compensation philosophy, a number of issues 
were identified with the CLBC re-earnable variable pay system: 

� Due to low bonus percentages, disparities in some CLBC and public sector excluded salaries, 
challenging goals and demanding workloads, variable incentive pay program at CLBC had 
historically been applied more as an ‘entitlement’ than a ‘reward’. 

� There was inconsistency in application; CEO variable pay was integrated into salary in 2009-10. 

� There was a need to apply greater rigour to CLBC’s performance management system to take 
into account corporate, team and individual goal achievement as identified in an Auditor 
General Review of Crown agencies in 2009, as well as competency in doing the job. 

In restructuring the variable pay system, two alternatives were considered: 
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ELIMINATE VARIABLE PAY AND ROLL INTO BASE SALARY 

Using the net zero mandate, CLBC is proposing to integrate the current re-earnable variable 
incentive pay into base salary. A portion of the current budget for variable pay will be used to pay 
the employer’s benefit and pension costs, resulting in CLBC public sector salary reporting for most 
excluded employees to be slightly lower than in previous years.  

The recommended methodology would see CLBC calculate a three year average of bonuses paid to 
each staff and apply the resulting average annual percentage increase to each excluded employee’s 
current salary, less a portion of salary related to benefits and pension. CLBC salary grids for 
Managers and VPs would be adjusted to incorporate these increases.   The upper range for CLBC 
Director salaries would be downgraded, as inconsistencies have been identified with the public 
service pay range for this category.      

CLBC proposes to take the following actions: 

1. Calculate the three-year average percentage variable pay issued to excluded employees 
at the Manager, Director and VP levels in 2008/9, 2009/10 and 2010/11. 

2. Apply the above group average to each eligible excluded employee’s current salary and 
determine the salary increase less the portion attributable to benefits and pension.   

3. Increase the pay grid of CLBC Manager and VP levels by 5% and 10% respectively, to 
reflect the incorporation of variable pay into salary. The upper range of the Director 
salary would downgraded to be more in line with that of the public service, while 
ensuring that the current CLBC Regional Directors (current actual salary $110,000) do 
not experience a compensation reduction.     

4. Timing of the change would be subject to direction of the Ministry of Social 
Development.   

5. CLBC would increase salaries for the current fiscal which would result in a lump sum 
retroactive pay to April 1, 2011 for excluded staff. 

The above methodology does not require additional funds for compensation for excluded 
employees.  
 
RECOMMENDATION: 
The CLBC Board recommends that PSEC and the Ministry of Social Development approves CLBC to 
integrate an equivalent amount of variable pay into individuals’ salaries, pension, and benefits 
retroactive to April 1, 2011 as outlined above.   The change is to be completed for all CLBC excluded 
staff in fiscal 11/12, timing as advised by MSD.  
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Table 1—CLBC Excluded Salary and Incentive Plan: Salary Grid Adjustments/Public Service 
Comparison   

CLBC Position  CLBC Cash 
Compensation (not 
including  variable 
pay) 

CLBC Variable or At 
Risk Compensation  

CLBC Adjusted* 
Salary Maximums 
(including variable  

pay) 

BC Public  
Service  

Salary Max. 
 

VP/CFO/COO (ADM) 
Senior Director 
Senior Manager 
Manager/Snr Advisor 

$115,900 to $137,977 
$  99,343 to $121,419 
$  62,917 to $89,133 
$  55,190 to $  77,267 

Up to 10% of Base Salary 
Up to 5% of Base Salary 
Up to 5% of Base Salary 
Up to 5% of Base Salary 

$150,212 
$114,867 
$ 93,131 
$ 80,734 

$165,000 
$113,073 
$ 95,843 
$ 81,843 

*Adjusted for benefits and pension calculation 
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GOVERNANCE & HR COMMITTEE 
Meeting of: March 20, 2012 

BRIEFING NOTE 

ISSUE:  
Variable Pay  

BACKGROUND: 
During the January 2012 Committee meeting, a proposal for the integration of variable pay into 
mana ers’ salaries was a roved. 

DISCUSSION: 
The proposal for integrating variable pay into managers’ salaries has been forwarded to PSEC and 
MSD.  A response is pending.  

RECOMMENDATION: 
For information. 
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Governance & HR Committee Meeting  March 30, 2011  1 
Date of Committee Approval:  May 25, 2011  

Minutes of the Board Governance & HR Committee
Wednesday, March 30, 2011

Attendees:
Jan Marston (Chair)                    
Denise Turner 
Mark Duncan 
Ernie Malone 
Don Rowlatt     

Staff
Carol Goozh, Vice President, Policy & Program Development 
Marsha Goldford, Director of Human Resources 
Penny Johnson, Recorder 
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Governance & HR Committee Meeting  March 30, 2011  3 
Date of Committee Approval:  May 25, 2011  

c. Compensation Philosophy
Carol Goozh and Marsha Goldford presented a report of Executive Compensation.  The 
employer association which CLBC joined in the last year is working to gain coherence in 
compensation philosophy with crown corporations it represents, and contracted with Mercer to 
make some recommendations; compensation philosophy varies widely between crown 
corporations; the Board has a responsibility to approve compensation philosophy for all exempt 
employees.  The Committee agreed that CLBC’s compensation philosophy needs to be revised, 
and the goal of the compensation philosophy is to attract, motivate, and retain good employees.  
The Committee directed Management to draft a compensation philosophy for deliberation at the 
May Committee meeting.  The draft compensation philosophy should contain clear philosophical 
statements, include timelines and what comprises our compensation.  Management was 
encouraged to include options.   

Marsha Goldford left the meeting. 
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Governance & HR Committee Meeting  March 30, 2011  4 
Date of Committee Approval:  May 25, 2011  

There being no further business to discuss, the meeting was adjourned at 11:30 a.m. 

 

The next meeting is scheduled for Wednesday, May 25, 2011 at 8:30 a.m. 
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Governance & HR Committee Meeting  May 25, 2011  1 
Date of Committee Approval:  July 27, 2011  

Minutes of the Board Governance & HR Committee
Wednesday, May 25, 2011

Attendees:
Jan Marston (Chair)                    
Denise Turner 
Mark Duncan 
Ernie Malone 
Don Rowlatt 
Elizabeth Hunt   

Staff
Rick Mowles, CEO 
Carol Goozh, Vice President, Policy & Program Development 
Marsha Goldford, Director of Human Resources 
Penny Johnson, Recorder 
Sylena Zumaeta, Executive Assistant  

Call to Order:
The Chair called the meeting to order at 8:30 a.m. and welcomed the members.  
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Governance & HR Committee Meeting  May 25, 2011  2 
Date of Committee Approval:  July 27, 2011  

b. Compensation Philosophy
Bruce Clow of SEAB Solutions Inc., and Denise Turner joined the meeting at 8:40 a.m.  

Carol Goozh introduced Bruce Clow who has been contracted to assist in developing a 
compensation philosophy for CLBC.  Bruce Clow presented an overview of the reports (CLBC 
Compensation Options 2011, CLBC Draft Compensation Philosophy and Comments 2011) he 
prepared, and answered questions.   

The Committee agreed that Management should bring back a revised draft compensation 
philosophy for presentation at either the July or September meeting.   

The Chair thanked Bruce Clow, and he and Denise Turner left the meeting at 10:00 a.m. 
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Governance & HR Committee Meeting  May 25, 2011  4 
Date of Committee Approval:  July 27, 2011  

Adjournment
There being no further business to discuss, the meeting was adjourned at 11:35 a.m. 

The next meeting is scheduled for Wednesday, July 27, 2011 at 8:30 a.m. 
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Governance & HR Committee Meeting  July 27, 2011  1 
Date of Committee Approval:   

Minutes of the Board Governance & HR Committee
Wednesday, July 27, 2011

Attendees:
Jan Marston (Chair)                    
Denise Turner 
Mark Duncan 
Ernie Malone 
Don Rowlatt 
Elizabeth Hunt    

Staff
Carol Goozh (VP, Policy & Program Development) 
Marsha Goldford (Director of Human Resources) 
Penny Johnson (Recorder) 

Call to Order:
The Chair called the meeting to order at 8:00 a.m. and welcomed the members.  
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Governance & HR Committee Meeting  July 27, 2011  2 
Date of Committee Approval:   

b. Compensation Philosophy
Carol Goozh presented the proposed compensation philosophy which took into account 
feedback from the Committee.  The compensation philosophy was written as if it were CLBC’s 
compensation philosophy, with variable pay no longer included.   

After a full discussion, the Committee agreed that CLBC should eliminate variable pay and use 
the same compensation philosophy for all excluded staff.  CLBC and its Board will work with 
PSEC to establish a robust compensation philosophy.  Management will prepare the 
compensation philosophy and submission for PSEC, making it clear that the change in CLBC’s 
compensation philosophy is net zero, and present it for review at the next Committee meeting.  
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Governance & HR Committee Meeting  July 27, 2011  4 
Date of Committee Approval:   

Adjournment
There being no further business to discuss, the meeting was adjourned at 12:35 p.m. 

The next meeting is scheduled for Wednesday, September 28, 2011 at 8:00 a.m. 
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Governance & HR Committee Meeting  September 28, 2011  1 
Date of Committee Approval:  November 23, 2011  

Minutes of the Board Governance & HR Committee
Wednesday, September 28, 2011

Attendees:
Jan Marston (Chair)                    
Denise Turner 
Mark Duncan 
Ernie Malone 
Don Rowlatt 
Elizabeth Hunt    

Presentations
Liz Watson, Watson Advisors Inc. 

Staff
Rick Mowles (CEO) 
Carol Goozh (VP, Policy & Program Development) 
Marsha Goldford (Director of Human Resources) 
Penny Johnson (Recorder) 

Call to Order:
The Chair called the meeting to order at 8:00 a.m. and welcomed the members.  
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Governance & HR Committee Meeting  September 28, 2011  2 
Date of Committee Approval:  November 23, 2011  

b. Variable Pay Component of Proposed Compensation Philosophy
Carol Goozh presented an update on the steps required to implement CLBC’s proposed 
compensation philosophy.  Marsha Goldford and Carol Goozh met with PSEC which was 
supportive of aligning all compensation in a manner consistent with that of the CEO (where base 
salary includes any variable pay component that had in prior years been shown separately, 
pending MSD approval, which is not forthcoming at this time, and requested that a proposal be 
brought forward in a few month’s time. 

In the meantime, a procedure will be developed to determine a process for how excluded staff 
would be able to understand the process for possible advancement in their respective pay grids.  
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Governance & HR Committee Meeting  September 28, 2011  3 
Date of Committee Approval:  November 23, 2011  

Adjournment
There being no further business to discuss, the meeting adjourned at 11:50 a.m. 

The next meeting is scheduled for Wednesday, November 23, 2011 at 1:00 p.m. 
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Governance & HR Committee Meeting  January 24, 2012  1 
Date of Committee Approval:  March 20, 2012  

Minutes of the Board Governance & HR Committee 
Tuesday, January 24, 2012 

Attendees:      
Jan Marston (Chair)  
Mark Duncan                   
Ernie Malone 
Elizabeth Hunt    

Regrets 
Don Rowlatt 

Staff 
Doug Woollard (Interim CEO) 
Carol Goozh (VP, Policy & Program Development) 
Marsha Goldford (Director of Human Resources) 
Penny Johnson (Recorder) 

Call to Order: 
The Chair called the meeting to order at 8:15 a.m. and welcomed the members.  
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Date of Committee Approval:  March 20, 2012  

b. Compensation:  Performance Based Excluded Salary Adjustments 
Carol Goozh and Marsha Goldford presented the proposed system to define how merit pay 
increases will be achieved for excluded employees. Work has been going forward with a 
consultant to develop a best practice performance based pay system which would provide 
criteria for how excluded staff move up their pay grids. .
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Date of Committee Approval:  March 20, 2012  

c. Restructuring of Excluded Compensation by Integrating Variable (“at risk 
pay”) into Salary 

Carol Goozh presented the briefing note to MSD regarding the plan to restructure excluded 
compensation by integrating variable pay into salary.  

Motion:  

It was MOVED and SECONDED that the Committee approve a methodology which 
incorporates variable pay into base salary on a net zero mandate when considering the impacts 
of benefits and pension subject to the approval of PSEC and MSD, and based on a time table as 
directed by MSD.  

 CARRIED 

The Committee directed Management to prepare FAQs to support a consistent, fulsome, 
informed response on the issue (if required) and that Management would share same with MSD. 

Adjournment 
There being no further business to discuss, the meeting adjourned at 12:15 p.m. 

The next meeting is scheduled for Tuesday, March 20, 2012. 
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Governance & HR Committee Meeting  March 20, 2012  1 
Date of Committee Approval:   May 22, 2012   

Minutes of the Board Governance & HR Committee 
Tuesday, March 20, 2012 

Hudson Boardroom, CLBC HQ 

Attendees:      
Jan Marston (Chair)  
Mark Duncan                   
Ernie Malone 
Don Rowlatt 

Regrets 
Elizabeth Hunt 

Staff 
Carol Goozh (VP, Policy & Program Development) 
Marsha Goldford (Director of Human Resources) 
Penny Johnson (Recorder) 

Call to Order: 
The Chair called the meeting to order at 1:15 p.m. and welcomed the members.  

1. Agenda: 
The Agenda was reviewed and accepted by the Members as revised: 

- Move Item 3d Variable Pay to Board Meeting to be held this evening 

2. Approval of Minutes: 
The Minutes of the January 24, 2012 meeting of the Committee were reviewed and the following 
revisions were proposed: 

Item 5c – Replace last paragraph with:  “The Committee directed Management to prepare 
FAQs to support a consistent, fulsome, informed response on the issue (if required), and 
Management will share same with MSD.” 
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Governance & HR Committee Meeting  March 20, 2012  3 
Date of Committee Approval:   May 22, 2012   

Adjournment 
There being no further business to discuss, the meeting adjourned at 3:30 p.m. 

The next meeting is scheduled for Tuesday, May 22, 2012. 
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Johnson, Penny CLBC:EX

From: Goozh, Carol J CLBC:EX
Sent: Friday, January 27, 2012 3:14 PM
To: Vincent, Tom PSEC:EX; Sieben, Mark MSD:EX
Cc: Woollard, Doug CLBC:EX
Subject: CLBC Compensation 

BN CLBC 
mpensation  jan201

Attached is CLBC’s proposal for addressing the issues associated with the discontinuation of the CLBC
variable (“at risk”) pay for excluded staff.

This methodology has been approved by the CLBC board and we are seeking support from MSD and PSEC.

Please contact us if you have questions or concerns.

Regards,

Carol Goozh
Vice President, Policy and Program Development
Community Living BC
7th floor, 1200 West 73rd Avenue
Vancouver, BC V6P 6G5
phone: (604) 664�0101 fax: (604) 664�0765
E�Mail: Carol.Goozh@communitylivingbc.ca

Regards,

Carol Goozh
Vice President, Policy and Program Development
Community Living BC
7th floor, 1200 West 73rd Avenue
Vancouver, BC V6P 6G5
phone: (604) 664�0101 fax: (604) 664�0765
E�Mail: Carol.Goozh@communitylivingbc.ca
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BRIEFING NOTE 
JANUARY 25, 2012 

ISSUE:
CLBC restructuring of excluded compensation by integrating the variable pay incentive into salary.

BACKGROUND:
At its July 27, 2011 meeting, the CLBC Board Governance & Human Resources Committee directed
management to seek Government approval to integrate the variable pay component into salary as a
first step towards establishing a comprehensive Compensation Philosophy which better
acknowledged and aligned total employee reward with CLBC objectives. An initial meeting took
place in September 2011 with CLBC and PSEC senior staff, where support for the approach was
indicated, dependent on MSD agreement.

On October 21st, Minister Cadieux requested, and the CLBC Board Chair agreed, that CLBC
discontinue its variable pay plan and that the Board should determine the method to do so.

DISCUSSION:
During the CLBC Board’s annual review of CLBC’s compensation philosophy, a number of issues
were identified with the CLBC re�earnable variable pay system:

� Due to low bonus percentages, disparities in some CLBC and public sector excluded salaries,
challenging goals and demanding workloads, variable incentive pay program at CLBC had
historically been applied more as an ‘entitlement’ than a ‘reward’.

� There was inconsistency in application; CEO variable pay was integrated into salary in 2009�10.

� There was a need to apply greater rigour to CLBC’s performance management system to take
into account corporate, team and individual goal achievement as identified in an Auditor
General Review of Crown agencies in 2009, as well as competency in doing the job.

In restructuring the variable pay system, two alternatives were considered:
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ELIMINATE VARIABLE PAY AND ROLL INTO BASE SALARY

Using the net zero mandate, CLBC is proposing to integrate the current re�earnable variable
incentive pay into base salary. A portion of the current budget for variable pay will be used to pay
the employer’s benefit and pension costs, resulting in CLBC public sector salary reporting for most
excluded employees to be slightly lower than in previous years.

The recommended methodology would see CLBC calculate a three year average of bonuses paid to
each staff and apply the resulting average annual percentage increase to each excluded employee’s
current salary, less a portion of salary related to benefits and pension. CLBC salary grids for
Managers and VPs would be adjusted to incorporate these increases. The upper range for CLBC
Director salaries would be downgraded, as inconsistencies have been identified with the public
service pay range for this category.

CLBC proposes to take the following actions:

1. Calculate the three�year average percentage variable pay issued to excluded employees
at the Manager, Director and VP levels in 2008/9, 2009/10 and 2010/11.

2. Apply the above group average to each eligible excluded employee’s current salary and
determine the salary increase less the portion attributable to benefits and pension.

3. Increase the pay grid of CLBC Manager and VP levels by 5% and 10% respectively, to
reflect the incorporation of variable pay into salary. The upper range of the Director
salary would downgraded to be more in line with that of the public service, while
ensuring that the current CLBC Regional Directors (current actual salary $110,000) do
not experience a compensation reduction.

4. Timing of the change would be subject to direction of the Ministry of Social
Development.

5. CLBC would increase salaries for the current fiscal which would result in a lump sum
retroactive pay to April 1, 2011 for excluded staff.

The above methodology does not require additional funds for compensation for excluded
employees.

RECOMMENDATION:
The CLBC Board recommends that PSEC and the Ministry of Social Development approves CLBC to
integrate an equivalent amount of variable pay into individuals’ salaries, pension, and benefits
retroactive to April 1, 2011 as outlined above. The change is to be completed for all CLBC excluded
staff in fiscal 11/12, timing as advised by MSD.
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Table 1—CLBC Excluded Salary and Incentive Plan: Salary Grid Adjustments/Public Service
Comparison

CLBC Position CLBC Cash
Compensation (not
including variable
pay)

CLBC Variable or At
Risk Compensation

CLBC Adjusted*
Salary Maximums
(including variable

pay)

BC Public
Service

Salary Max.

VP/CFO/COO (ADM)
Senior Director
Senior Manager
Manager/Snr Advisor

$115,900 to $137,977
$ 99,343 to $121,419
$ 62,917 to $89,133
$ 55,190 to $ 77,267

Up to 10% of Base Salary
Up to 5% of Base Salary
Up to 5% of Base Salary
Up to 5% of Base Salary

$150,212
$114,867
$ 93,131
$ 80,734

$165,000
$113,073
$ 95,843
$ 81,843

*Adjusted for benefits and pension calculation
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Johnson, Penny CLBC:EX

From: Goozh, Carol J CLBC:EX
Sent: Tuesday, March 13, 2012 4:34 PM
To: Vincent, Tom PSEC:EX
Cc: Sieben, Mark MSD:EX; Woollard, Doug CLBC:EX
Subject: RE: CLBC Compensation 

Thanks Tom, appreciate the update. We’ll wait to hear back.

Carol

��������������������������������������������� 
From: Vincent, Tom PSEC:EX  
Sent: Tuesday, March 13, 2012 12:59 PM 
To: Goozh, Carol J CLBC:EX 
Cc: Sieben, Mark MSD:EX 
Subject: RE: CLBC Compensation  

You must be wondering what is going on with this, Carol. I have gone over this material with Mark Sieben and he has
now discussing them with his Minister. I expect that we will be getting back to you with a decision within the next week
or two. In the mean time, the current compensation plan remains in place, of course. If that remains the case when it is
time that you normally disburse incentive pay, please get in touch with me before doing so.

Thanks very much. I apologize that this is taking so long.

Tom

��������������������������������������������� 
From: Goozh, Carol J CLBC:EX  
Sent: Friday, January 27, 2012 3:14 PM 
To: Vincent, Tom PSEC:EX; Sieben, Mark MSD:EX 
Cc: Woollard, Doug CLBC:EX 
Subject: CLBC Compensation  

<< File: BN CLBC Compensation jan2012.docx >>
Attached is CLBC’s proposal for addressing the issues associated with the discontinuation of the CLBC
variable (“at risk”) pay for excluded staff.

This methodology has been approved by the CLBC board and we are seeking support from MSD and PSEC.

Please contact us if you have questions or concerns.

Regards,
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Carol Goozh
Vice President, Policy and Program Development
Community Living BC
7th floor, 1200 West 73rd Avenue
Vancouver, BC V6P 6G5
phone: (604) 664�0101 fax: (604) 664�0765
E�Mail: Carol.Goozh@communitylivingbc.ca

Regards,

Carol Goozh
Vice President, Policy and Program Development
Community Living BC
7th floor, 1200 West 73rd Avenue
Vancouver, BC V6P 6G5
phone: (604) 664�0101 fax: (604) 664�0765
E�Mail: Carol.Goozh@communitylivingbc.ca
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Johnson, Penny CLBC:EX

From: Vincent, Tom PSEC:EX
Sent: Monday, December 12, 2011 5:02 PM
To: Goozh, Carol J CLBC:EX
Cc: Howatson, Evan PSEC:EX; Zacharuk, Christina EDUC:EX; Woollard, Doug CLBC:EX
Subject: RE: Variable Pay- CLBC

Thanks, you’ve been very clear. I think this would work at my end.

Tom

��������������������������������������������� 
From: Goozh, Carol J CLBC:EX  
Sent: Monday, December 12, 2011 4:54 PM 
To: Vincent, Tom PSEC:EX 
Cc: Howatson, Evan PSEC:EX; Zacharuk, Christina PSEC:EX; Woollard, Doug CLBC:EX 
Subject: RE: Variable Pay- CLBC 
 
 
Hello Tom, in answer to your questions:

� We will follow up this note with a formal proposal. We would appreciate any recommendations
you would have in that regard.

� We do not yet have formal approval from MSD. That would be our next step. Our indications from
MSD are that they are supportive, but that the timing for the change needs to be determined.

� The proposal is to not make any more incentive payments� as the last incentive payment was made
for work ending March 31, 2011, the average incentive payment for the last three years minus the
employer’s contribution for benefits and pension would be rolled into eligible excluded staff’s
salary effective April 1, 2011. This would result in a onetime lump sum salary adjustment
payment sometime between now and March 31, 2012, with the timing dependent on direction from
MSD.

� You are right, there is no added cost to this change. In fact by doing a three year average the actual
cost may be less than the incentive paid last year. There would be a $310,000 annual expenditure
for this salary adjustment, which is the amount current budgeted for the CLBC variable pay plan.

 
Thank you for your assistance with this project.

Carol.
 
��������������������������������������������� 
From: Vincent, Tom PSEC:EX  
Sent: Friday, December 9, 2011 6:01 PM 
To: Goozh, Carol J CLBC:EX 
Cc: Howatson, Evan PSEC:EX; Zacharuk, Christina PSEC:EX 
Subject: RE: Variable Pay- CLBC 
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This sounds like a sound plan, Carol. A couple of questions:

� Is this the formal proposal that you’d like me to take forward for approval?

� Does the Ministry support it?

� I presume that the incentive pay earned in 11/12 would be prorated for the effective date when the program is
discontinued. For example if it ended on March 1, 2012, any incentive pay would be paid out at whatever it
would have been for the full year times eleven�twelfths. Am I understanding the proposal currently?

� I’m not clear why the proposal you describe would cost $310,000 above budget. Shouldn’t it be a net zero cost
or perhaps even save money if you’ve budgeted for a full pay out of the maximum earnable incentive but will be
moving to the average paid over the past three years? If it adds cost, that is a problem. Would you please
explain this part of the proposal to me? I’m not understanding something.

Thanks,

Tom

��������������������������������������������� 
From: Goozh, Carol J CLBC:EX  
Sent: Friday, December 9, 2011 5:02 PM 
To: Vincent, Tom PSEC:EX 
Subject: Variable Pay- CLBC 
 
 
Further to our discussions, this is to outline CLBC’s plan to discontinue with its variable pay plan for exclu
management staff.

The recommended methodology would see CLBC calculate a three year average of actual total bonuses paid
apply the resulting percentage against each excluded employee’s current salary, less a portion of salary relate
benefits and pension.
 
CLBC proposes to take the following actions:

1. Calculate the three�year average percentage variable pay issued to excluded employees at each of the
VP and Director/Manager levels in 2008/9, 2009/10 and 2010/11.

2. Apply the above average to each eligible excluded employee’s current salary and determine the salary
increase less the portion attributable to benefits and pension.

3. Timing of the change would be subject to direction of the Ministry of Social Development but
preferably within the current fiscal year to honour the commitment made by Minister Cadieux on
October 21, 2011 regarding the elimination of CLBC ‘bonuses’.

4. CLBC would direct Payroll to increase salaries for the current fiscal which would result in a lump sum
retroactive pay to April 1, 2011 and an increase to salary for the balance of the year.

5. The total compensation cost to the organization would be slightly less than $310K, which is the amount
budgeted at full levels for all 67 eligible excluded positions. Of these, 3 VP positions are at 10% and the
balance of the positions is at 5%.

Please advise of PSEC support, subject to continued collaboration with MSD on next steps.
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Regards,

Carol Goozh
Vice President, Policy and Program Development
Community Living BC
7th floor, 1200 West 73rd Avenue
Vancouver, BC V6P 6G5
phone: (604) 664�0101 fax: (604) 664�0765
E�Mail: Carol.Goozh@communitylivingbc.ca
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Johnson, Penny CLBC:EX

From: Hunter, Richard CLBC:EX
Sent: Monday, February 27, 2012 9:20 AM
To: Goozh, Carol J CLBC:EX
Subject: FW: Bonus to salary

Is this what is needed?

Richard Hunter 
Vice President Corporate Services 
Community Living British Columbia 
Direct Line: 604-664-0104 
Switchboard: 604-664-0101 
Fax: 604-664-0765
www.communitylivingbc.ca

Does your community include everyone?

CONFIDENTIALITY NOTICE: This message and any accompanying documents contain confidential information intended for 
a specific individual and purpose. This message is private and protected by law. If you are not the intended recipient, you 
are hereby notified that any disclosure, copying or distribution, or the taking of any action based on the contents of this 
information, is strictly prohibited.
 

��������������������������������������������� 
From: Hunter, Richard CLBC:EX  
Sent: Wednesday, February 8, 2012 10:34 AM 
To: Goozh, Carol J CLBC:EX 
Subject: Bonus to salary 

Carol,

I have done the calculations and have a detailed excel file to back them up. The results are summarised below.

Richard
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Richard Hunter 
Vice President Corporate Services 
Community Living British Columbia 
Direct Line: 604-664-0104 
Switchboard: 604-664-0101 
Fax: 604-664-0765
www.communitylivingbc.ca

Does your community include everyone?

CONFIDENTIALITY NOTICE: This message and any accompanying documents contain confidential information intended for 
a specific individual and purpose. This message is private and protected by law. If you are not the intended recipient, you 
are hereby notified that any disclosure, copying or distribution, or the taking of any action based on the contents of this 
information, is strictly prohibited.
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Johnson, Penny CLBC:EX

From: Goozh, Carol J CLBC:EX
Sent: Thursday, July 12, 2012 11:18 AM
To: Johnson, Penny CLBC:EX
Subject: FOI 00576
Attachments: Excluded - 2011-12-31.xls

From: Goldford, Marsha CLBC:EX  
Sent: Tuesday, January 10, 2012 10:39 AM 
To: Goozh, Carol J CLBC:EX 
Subject: RE: Emailing: salary�comparison�2009.pdf 

I have the list attached (sorted by worksheet) and I will forward to you what Stuart Knittelfelder from PSA sent to me re
the bands.

Marsha Goldford MPA  CHRP
Director, Human Resources
Community Living BC
7th Flr. 1200 West 73rd Avenue
Vancouver, BC   V6P 6G5
Phone: (604) 664-0169
Fax:  (604) 664-0767
Cell:  (604) 802-3158
email:  Marsha.Goldford@gov.bc.ca

People are like stained-glass windows. They sparkle and shine when the sun is out, but when the darkness sets 
in, their true beauty is revealed only if there is a light from within. - Elizabeth Kubler-Ross

From: Goozh, Carol J CLBC:EX  
Sent: Tuesday, January 10, 2012 10:30 AM 
To: Goldford, Marsha CLBC:EX 
Subject: FW: Emailing: salary�comparison�2009.pdf 

Thx� could you find an explanation to the bands for the ADM levels, similar to what you were able to get for
the managers?

Also could you try to get the listing of excluded staff salaries asap� need it to make a decision about the
director grid. Thanks.

From: Goldford, Marsha CLBC:EX  
Sent: Tuesday, January 10, 2012 9:16 AM 
To: Goozh, Carol J CLBC:EX 
Subject: Emailing: salary�comparison�2009.pdf 

Per your request, here are the BC Public Service salaries for Deputy on down.
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Marsha

Page 118 
MSD 2012 00576 Phase 1



1

Johnson, Penny CLBC:EX

From: Goldford, Marsha CLBC:EX
Sent: Tuesday, January 10, 2012 10:40 AM
To: Goozh, Carol J CLBC:EX
Subject: FW: ADM salary cap question

Marsha Goldford MPA  CHRP
Director, Human Resources
Community Living BC
7th Flr. 1200 West 73rd Avenue
Vancouver, BC   V6P 6G5
Phone: (604) 664-0169
Fax:  (604) 664-0767
Cell:  (604) 802-3158
email:  Marsha.Goldford@gov.bc.ca

People are like stained-glass windows. They sparkle and shine when the sun is out, but when the darkness sets 
in, their true beauty is revealed only if there is a light from within. - Elizabeth Kubler-Ross

From: Knittelfelder, Stuart PSA:EX  
Sent: Tuesday, January 10, 2012 7:47 AM 
To: Goldford, Marsha CLBC:EX 
Subject: ADM salary cap question 

Marsha:

There is no “salary cap” per se, but this may just be our interpretation of the nomenclature.

Assistant Deputy Ministers are compensated on one of four bands (salary ranges). The highest is Band “D” that has a
maximum of $195,000 inclusive of a 10% holdback which means the maximum base pay is $175,500. Band “D” is for the
largest scope and most complex portfolios. In some cases the subordinate organization of a Band “D” ADM equates to a
small sized ministry.

There is no actual cumulative salary cap (i.e. no rule that the collective total salary of all ADMs in a ministry cannot
exceed “X” dollars).

Any questions, please feel free to call me directly.

Stuart Knittelfelder, Director 
Total Compensation & Benefits, Talent Management Division, BC Public Service Agency
940 Blanshard Street, Victoria BC, V8W 9V1 / 250-356-1544 / 250-882-8252 (mobile) 
MyHR@gov.bc.ca | 250.952.6000 | Toll Free 1.877.277.0772 
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Johnson, Penny CLBC:EX

From: Goldford, Marsha CLBC:EX
Sent: Tuesday, January 10, 2012 11:06 AM
To: Goozh, Carol J CLBC:EX
Subject: FW: ADM salary cap question

Stuart’s response to my question regarding the Band A Senior Executive.

Marsha Goldford MPA  CHRP
Director, Human Resources
Community Living BC
7th Flr. 1200 West 73rd Avenue
Vancouver, BC   V6P 6G5
Phone: (604) 664-0169
Fax:  (604) 664-0767
Cell:  (604) 802-3158
email:  Marsha.Goldford@gov.bc.ca

People are like stained-glass windows. They sparkle and shine when the sun is out, but when the darkness sets 
in, their true beauty is revealed only if there is a light from within. - Elizabeth Kubler-Ross

From: Knittelfelder, Stuart PSA:EX  
Sent: Tuesday, January 10, 2012 11:05 AM 
To: Goldford, Marsha CLBC:EX 
Subject: RE: ADM salary cap question 

It is primarily an entry level / developmental ADM band. There are a small number of positions that are there for
compensatory purposes. The band is not widely used.

Stuart Knittelfelder, Director 
Total Compensation & Benefits, Talent Management Division, BC Public Service Agency
940 Blanshard Street, Victoria BC, V8W 9V1 / 250-356-1544 / 250-882-8252 (mobile) 
MyHR@gov.bc.ca | 250.952.6000 | Toll Free 1.877.277.0772 

From: Goldford, Marsha CLBC:EX  
Sent: Tuesday, January 10, 2012 10:40 AM 
To: Knittelfelder, Stuart PSA:EX 
Subject: RE: ADM salary cap question 

Stuart, what positions fall into the category of Senior Executive Band A?

Marsha Goldford MPA  CHRP
Director, Human Resources
Community Living BC
7th Flr. 1200 West 73rd Avenue
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Vancouver, BC   V6P 6G5
Phone: (604) 664-0169
Fax:  (604) 664-0767
Cell:  (604) 802-3158
email:  Marsha.Goldford@gov.bc.ca

People are like stained-glass windows. They sparkle and shine when the sun is out, but when the darkness sets 
in, their true beauty is revealed only if there is a light from within. - Elizabeth Kubler-Ross

From: Knittelfelder, Stuart PSA:EX  
Sent: Tuesday, January 10, 2012 7:47 AM 
To: Goldford, Marsha CLBC:EX 
Subject: ADM salary cap question 

Marsha:

There is no “salary cap” per se, but this may just be our interpretation of the nomenclature.

Assistant Deputy Ministers are compensated on one of four bands (salary ranges). The highest is Band “D” that has a
maximum of $195,000 inclusive of a 10% holdback which means the maximum base pay is $175,500. Band “D” is for the
largest scope and most complex portfolios. In some cases the subordinate organization of a Band “D” ADM equates to a
small sized ministry.

There is no actual cumulative salary cap (i.e. no rule that the collective total salary of all ADMs in a ministry cannot
exceed “X” dollars).

Any questions, please feel free to call me directly.

Stuart Knittelfelder, Director 
Total Compensation & Benefits, Talent Management Division, BC Public Service Agency
940 Blanshard Street, Victoria BC, V8W 9V1 / 250-356-1544 / 250-882-8252 (mobile) 
MyHR@gov.bc.ca | 250.952.6000 | Toll Free 1.877.277.0772 
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Johnson, Penny CLBC:EX

From: Cook, Janice M CLBC:EX
Sent: Thursday, May 31, 2012 2:22 PM
To: Hunter, Richard CLBC:EX
Cc: Woollard, Doug CLBC:EX; Goozh, Carol J CLBC:EX
Subject: 2012�13 Variable Pay �  rolled into salary
Attachments: 4e - Confirmation email.pdf

Hi Richard,

Just so I don’t forget, can you send me the percentages of variable pay that was to be rolled into the 2012/13 excluded
salaries. I am attaching the Apr 13/12 e�mail from Tom Vincent to Carol that set out the average variable pay awarded
over the past 3 years as follows:

VP/CFO/COO (ADM)� 9.66%
Director 4.96%
Manager 4.93%

It was my understanding from Doug that we needed to take off of these percentages, the costs that would be associated
with the Employer contributions to benefits and pension calculations. So if you have already done this, could you send
it to me so I can ensure Susan is set up to start entering this info into CHIPS when we are cleared to do this.

Thanks!

Janice Cook
Human Resource Consultant
Community Living British Columbia
7th Floor, 1200 West 73rd Avenue
Vancouver, BC  V6P 6G5
Phone: (604) 664-0171 Cell: (604) 240-7655  
Fax: (604) 664-0767 e-mail:  Janice.Cook@gov.bc.ca
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From: Vincent, Tom PSEC:EX  
Sent: Friday, April 13, 2012 7:57 AM 
To: Goozh, Carol J CLBC:EX 
Cc: Sieben, Mark MSD:EX; Howatson, Evan PSEC:EX; Wilson, Barbara A PSEC:EX 
Subject: Restructuring of Community Living BC's Excluded Compensation Plan -- Approval  
 
Carol: 
 
Thank you for your patience in awaiting a decision on this matter.  Please consider this email as 
confirmation of approval of the restructuring of Community Living BC’s excluded compensation plan as 
follows: 

� Elimination of variable pay  
� Addition of the average variable pay awarded to employees for the past three years to their 

base salary after deducting from that amount any resultant increase to pension contributions 
and salary-sensitive benefits   

� This will  increase salary, pension and benefit consideration costs by 9.66%, 4.96% and 4.93% for 
vice presidents, directors and managers, respectively 

� Effective date of April 1, 2012 
 
There is no change in total compensation resulting from these changes.  The reduction in incentive pay 
will be offset by an increase to salary and employer pension contributions related to the increase in 
salary.   
 
Please contact Evan Howatson or me if you have questions or if you would like to discuss details. 
 
As well, please stay in close touch with the Deputy Minister of the Ministry of Social Development on 
any communication related to this approval.  
 
Thanks, 
Tom 
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Johnson, Penny CLBC:EX

From: Howatson, Evan PSEC:EX
Sent: Monday, February 27, 2012 3:07 PM
To: Goozh, Carol J CLBC:EX
Cc: Hunter, Richard CLBC:EX
Subject: RE: CLBC Variable Pay�Salary Adjustments

Thanks Carol this is perfect, I have all I need.

Thank you for taking the time to walk me through the details I appreciate your efforts.

Evan

��������������������������������������������� 
From: Goozh, Carol J CLBC:EX  
Sent: Monday, February 27, 2012 3:05 PM 
To: Howatson, Evan PSEC:EX 
Cc: Hunter, Richard CLBC:EX 
Subject: RE: CLBC Variable Pay�Salary Adjustments 

Yes ... example

The average VP bonus was 9.66%
Once you take off the benefit and pension costs .... you would add a lesser amount to the VP salary ... being
8.61%.
When this 8.61% increase is paid to the VP ... an increased benefit/pension cost is incurred ... of 1.05% ....
bringing the total cost to CLBC of 9.66% ... same as when it was a bonus.

I am in a meeting right now. If you need to discuss please call me on my cell at

Carol

��������������������������������������������� 
From: Howatson, Evan PSEC:EX  
Sent: Monday, February 27, 2012 2:16 PM 
To: Goozh, Carol J CLBC:EX 
Cc: Hunter, Richard CLBC:EX 
Subject: RE: CLBC Variable Pay�Salary Adjustments 

Hi Carol,

Thanks for the clarification, I still have one more follow up, is the benefits and pension costs accounted for within the
“net % moved to salary” or somewhere else? I just want to make sure when I explain the numbers I know where
everything is.

Thanks,
Evan
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CLBC proposes to take the following actions:

1. Calculate the three�year average percentage variable pay issued to excluded employees at each of the
VP and Director/Manager levels in 2008/9, 2009/10 and 2010/11.

2. Apply the above average to each eligible excluded employee’s current salary and determine the salary
increase less the portion attributable to benefits and pension.

3. Timing of the change would be subject to direction of the Ministry of Social Development but
preferably within the current fiscal year to honour the commitment made by Minister Cadieux on
October 21, 2011 regarding the elimination of CLBC ‘bonuses’.

4. CLBC would direct Payroll to increase salaries for the current fiscal which would result in a lump sum
retroactive pay to April 1, 2011 and an increase to salary for the balance of the year.

5. The total compensation cost to the organization would be slightly less than $310K, which is the amount
budgeted at full levels for all 67 eligible excluded positions. Of these, 3 VP positions are at 10% and the
balance of the positions is at 5%.

��������������������������������������������� 
From: Goozh, Carol J CLBC:EX  
Sent: Monday, February 27, 2012 2:09 PM 
To: Howatson, Evan PSEC:EX 
Cc: Hunter, Richard CLBC:EX 
Subject: RE: CLBC Variable Pay�Salary Adjustments 

Your first assumption was correct:

Is the “net % moved to salary” the amount that will actually be moved into salary and 10% and 5% will be the amount
moved to the maximum of the salary ranges?� Yes.

Carol

��������������������������������������������� 
From: Howatson, Evan PSEC:EX  
Sent: Monday, February 27, 2012 1:30 PM 
To: Goozh, Carol J CLBC:EX 
Cc: Hunter, Richard CLBC:EX 
Subject: RE: CLBC Variable Pay�Salary Adjustments 

Hi Carol,

Thank you very much, this looks like what we need. I have a couple quick technical clarification questions.

Is the “net % moved to salary” the amount that will actually be moved into salary and 10% and 5% will be the amount
moved to the maximum of the salary ranges? Or is the “net % moved to salary” amount added to the maximum of the
salary ranges with deductions of LTD and pensions cots?

Please let me know if my questions make sense

Thanks,
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Evan

��������������������������������������������� 
From: Goozh, Carol J CLBC:EX  
Sent: Monday, February 27, 2012 12:35 PM 
To: Howatson, Evan PSEC:EX 
Cc: Hunter, Richard CLBC:EX 
Subject: CLBC Variable Pay�Salary Adjustments 

Here are the calculations. Let us know if this is what is needed.

Carol
��������������������������������������������� 
From: Hunter, Richard CLBC:EX  
Sent: Wednesday, February 8, 2012 10:34 AM 
To: Goozh, Carol J CLBC:EX 
Subject: Bonus to salary 

Carol,

I have done the calculations and have a detailed excel file to back them up. The results are summarised below.

Richard

<< OLE Object: Picture (Device Independent Bitmap) >>

Richard Hunter 
Vice President Corporate Services 
Community Living British Columbia 
Direct Line: 604-664-0104 
Switchboard: 604-664-0101 
Fax: 604-664-0765
www.communitylivingbc.ca

Does your community include everyone?

CONFIDENTIALITY NOTICE: This message and any accompanying documents contain confidential information intended for 
a specific individual and purpose. This message is private and protected by law. If you are not the intended recipient, you 
are hereby notified that any disclosure, copying or distribution, or the taking of any action based on the contents of this 
information, is strictly prohibited.
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Johnson, Penny CLBC:EX

From: Woollard, Doug CLBC:EX
Sent: Tuesday, June 19, 2012 7:53 AM
To: CLBC All Exchange Users
Subject: Message from CLBC's Board Chair

Good morning

I am writing to inform you that the Public Sector Employers’ Council (PSEC) has approved a new compensation plan for
senior managers and managers at CLBC, which has been agreed to by the B.C. government and CLBC. The new plan
takes effect on April 1, 2012.

In October, the Minister requested and the CLBC board agreed that in a people�first organization like CLBC
performance�based pay was not appropriate. The CLBC Board had already been examining this issue and agreed to
change the compensation system to eliminate variable pay. The new approach, effective April 1, 2012, has done away
with the previous practice of withholding a portion of management salaries until year end. Instead, the new
compensation package will take an average of the variable pay for the last three years, at each compensation level, to
come up with an amount that will be included in base salaries. There is no increase in the amount of compensation for
CLBC senior managers or managers.

Of the many issues the Board examined, two emerged as key to the recommended change.

First, was the compensation for senior managers and managers comparable to similar organizations? As you may know,
CLBC’s compensation plan was part of the Internal Audit and Advisory Service review done in Fall 2011. The audit found
that “CLBC’s salaries, including at�risk compensation, are reasonable when compared to other organizations of similar
size and mandate.”

The second issue was how the compensation was paid. The Board decided that having variable pay was not consistent
with our values as a social service organization and forwarded a plan to Government eliminating variable pay.

Sincerely,
Denise Turner
Board Chair

CONFIDENTIALITY NOTICE: This message and any accompanying documents contain confidential 
information intended for a specific individual and purpose. This message is private and protected by law. If you 
are not the intended recipient, you are hereby notified that any disclosure, copying or distribution, or the taking 
of any action based on the contents of this information, is strictly prohibited.
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From: Sieben, Mark MSD:EX  
Sent: Tuesday, February 28, 2012 5:18 PM 
To: Cadieux, Stephanie MSD:EX 
Cc: Bertrand, Alicia MSD:EX; MacMillan, Karen MSD:EX 
Subject: FW: CLBC variable pay elimination proposal  
 
Perhaps we can chat about this quickly around ends of one of the meetings tomorrow or Thursday 
morning.   
 
I have a question or two for Tom that I’ll attend to in advance of that.   
 
From: Vincent, Tom PSEC:EX  
Sent: Tuesday, February 28, 2012 4:47 PM 
To: Sieben, Mark MSD:EX 
Cc: Wilson, Barbara A PSEC:EX; Howatson, Evan PSEC:EX 
Subject: CLBC variable pay elimination proposal  
 
I am writing to say that PSEC will support CLBC’s recent proposal to eliminate variable pay and roll the 
average awarded incentive pay for the past three years into base salary if it is satisfactory to MSD, 
Mark.   
 
PSEC support is based on the following main points: 

� Variable pay will be eliminated and rolled into base pay at the average amount of incentive pay 
awarded for the past three years less the amount required to top up wage-related benefits and 
increased pension contributions 

� This means that the maximum possible salary under CLBC’s approved compensation plan will 
increase by 10% for Vice President and 5% for Directors and Managers less the portion 
attributable to benefits and pension. 

� Actual salaries will increase by 9.66% for the Vice President, 4.96% for Directors and 4.93% for 
Managers less the portion attributable to benefits and pension.  

� The recent CLBC review concluded that remuneration in CLBC is not excessive at current levels.    
 
Details on the proposal are noted below for your information and I have attached a copy of CLBC’s 
Briefing Note.  I am happy to discuss this further if you wish. 
 
PSEC will take this issue forward for a decision once I hear back from you, Mark.  
 
All the best,  
 
Tom 
 
 

ELIMINATE VARIABLE PAY AND ROLL INTO BASE SALARY 

Using the net zero mandate, CLBC is proposing to integrate the current re-earnable variable 
incentive pay into base salary. A portion of the current budget for variable pay will be used to 
pay the employer’s benefit and pension costs, resulting in CLBC public sector salary reporting 
for most excluded employees to be slightly lower than in previous years.  
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The recommended methodology would see CLBC calculate a three year average of bonuses 
paid to each staff and apply the resulting average annual percentage increase to each excluded 
employee’s current salary, less a portion of salary related to benefits and pension. CLBC salary 
grids for Managers and VPs would be adjusted to incorporate these increases.   The upper range 
for CLBC Director salaries would be downgraded, as inconsistencies have been identified with 
the public service pay range for this category.      

CLBC proposes to take the following actions: 

1. Calculate the three-year average percentage variable pay issued to excluded employees 
at the Manager, Director and VP levels in 2008/9, 2009/10 and 2010/11. 

2. Apply the above group average to each eligible excluded employee’s current salary and 
determine the salary increase less the portion attributable to benefits and pension.   

3. Increase the pay grid of CLBC Manager and VP levels by 5% and 10% respectively, to 
reflect the incorporation of variable pay into salary. The upper range of the Director 
salary would downgraded to be more in line with that of the public service, while 
ensuring that the current CLBC Regional Directors (current actual salary $110,000) do 
not experience a compensation reduction.     

4. Timing of the change would be subject to direction of the Ministry of Social 
Development.   

5. CLBC would increase salaries for the current fiscal which would result in a lump sum 
retroactive pay to April 1, 2011 for excluded staff. 

The above methodology does not require additional funds for compensation for excluded 
employees.  
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From: Sieben, Mark MSD:EX  
Sent: Tuesday, June 19, 2012 5:45 PM 
To: Mader, Susan GCPE:EX; Kerr, Grant GCPE:EX 
Subject: FW: Op-Ed�CLBC exec raises�June 19 2012�Draft2 
 
Played with it a bit.  See what you think.   
 
From: Mader, Susan GCPE:EX  
Sent: Tuesday, June 19, 2012 5:22 PM 
To: Sieben, Mark MSD:EX 
Cc: Kerr, Grant GCPE:EX 
Subject: Op-Ed�CLBC exec raises�June 19 2012�Draft2 
 
For review  oped on compensation increases. 
 
I’m sure PO will look after MO, but I’m starting with you. 
 
Sue 
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Pages 136 through 137 redacted for the following reasons:
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From: Sieben, Mark MSD:EX  
Sent: Friday, March 9, 2012 4:40 PM 
To: Cadieux, Stephanie MSD:EX 
Subject: RE: CLBC variable pay elimination proposal  
 
I have more for you on this topic , now, too when we can get to it next week.   
 
From: Cadieux, Stephanie MSD:EX  
Sent: Tuesday, February 28, 2012 5:22 PM 
To: Sieben, Mark MSD:EX 
Subject: Re: CLBC variable pay elimination proposal  
 
Yes  
I'll have questions too 
 
Sent from my iPad 
 
On 2012-02-28, at 5:18 PM, "Sieben, Mark MSD:EX" <Mark.Sieben@gov.bc.ca> wrote: 

Perhaps we can chat about this quickly around ends of one of the meetings tomorrow or Thursday 
morning.   
  
I have a question or two for Tom that I’ll attend to in advance of that.   
  
From: Vincent, Tom PSEC:EX  
Sent: Tuesday, February 28, 2012 4:47 PM 
To: Sieben, Mark MSD:EX 
Cc: Wilson, Barbara A PSEC:EX; Howatson, Evan PSEC:EX 
Subject: CLBC variable pay elimination proposal  
  
I am writing to say that PSEC will support CLBC’s recent proposal to eliminate variable pay and roll the 
average awarded incentive pay for the past three years into base salary if it is satisfactory to MSD, 
Mark.   
  
PSEC support is based on the following main points: 

� Variable pay will be eliminated and rolled into base pay at the average amount of incentive pay 
awarded for the past three years less the amount required to top up wage-related benefits and 
increased pension contributions 

� This means that the maximum possible salary under CLBC’s approved compensation plan will 
increase by 10% for Vice President and 5% for Directors and Managers less the portion 
attributable to benefits and pension. 

� Actual salaries will increase by 9.66% for the Vice President, 4.96% for Directors and 4.93% for 
Managers less the portion attributable to benefits and pension.  

� The recent CLBC review concluded that remuneration in CLBC is not excessive at current levels.    
  
Details on the proposal are noted below for your information and I have attached a copy of CLBC’s 
Briefing Note.  I am happy to discuss this further if you wish. 
  
PSEC will take this issue forward for a decision once I hear back from you, Mark.  

Page 138 
MSD 2012 00576 Phase 1



  
All the best,  
  
Tom 
  
  

ELIMINATE VARIABLE PAY AND ROLL INTO BASE SALARY 

Using the net zero mandate, CLBC is proposing to integrate the current re-earnable variable 
incentive pay into base salary. A portion of the current budget for variable pay will be used to 
pay the employer’s benefit and pension costs, resulting in CLBC public sector salary reporting 
for most excluded employees to be slightly lower than in previous years.  

The recommended methodology would see CLBC calculate a three year average of bonuses 
paid to each staff and apply the resulting average annual percentage increase to each excluded 
employee’s current salary, less a portion of salary related to benefits and pension. CLBC salary 
grids for Managers and VPs would be adjusted to incorporate these increases.   The upper range 
for CLBC Director salaries would be downgraded, as inconsistencies have been identified with 
the public service pay range for this category.      

CLBC proposes to take the following actions: 

1. Calculate the three-year average percentage variable pay issued to excluded employees 
at the Manager, Director and VP levels in 2008/9, 2009/10 and 2010/11. 

2. Apply the above group average to each eligible excluded employee’s current salary and 
determine the salary increase less the portion attributable to benefits and pension.   

3. Increase the pay grid of CLBC Manager and VP levels by 5% and 10% respectively, to 
reflect the incorporation of variable pay into salary. The upper range of the Director 
salary would downgraded to be more in line with that of the public service, while 
ensuring that the current CLBC Regional Directors (current actual salary $110,000) do 
not experience a compensation reduction.     

4. Timing of the change would be subject to direction of the Ministry of Social 
Development.   

5. CLBC would increase salaries for the current fiscal which would result in a lump sum 
retroactive pay to April 1, 2011 for excluded staff. 

The above methodology does not require additional funds for compensation for excluded 
employees.  
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From: Sieben, Mark MSD:EX  
Sent: Tuesday, June 19, 2012 2:16 PM 
To: MacLean, Debbie MSD:EX 
Cc: MacMillan, Karen MSD:EX 
Subject: FW: CLBC variable pay elimination proposal  
 
This  is the clbc note and the psec advice that Tom and I visited the Minister about.    
 
From: Vincent, Tom PSEC:EX  
Sent: Tuesday, February 28, 2012 4:47 PM 
To: Sieben, Mark MSD:EX 
Cc: Wilson, Barbara A PSEC:EX; Howatson, Evan PSEC:EX 
Subject: CLBC variable pay elimination proposal  
 
I am writing to say that PSEC will support CLBC’s recent proposal to eliminate variable pay and roll the 
average awarded incentive pay for the past three years into base salary if it is satisfactory to MSD, 
Mark.   
 
PSEC support is based on the following main points: 

� Variable pay will be eliminated and rolled into base pay at the average amount of incentive pay 
awarded for the past three years less the amount required to top up wage-related benefits and 
increased pension contributions 

� This means that the maximum possible salary under CLBC’s approved compensation plan will 
increase by 10% for Vice President and 5% for Directors and Managers less the portion 
attributable to benefits and pension. 

� Actual salaries will increase by 9.66% for the Vice President, 4.96% for Directors and 4.93% for 
Managers less the portion attributable to benefits and pension.  

� The recent CLBC review concluded that remuneration in CLBC is not excessive at current levels.    
 
Details on the proposal are noted below for your information and I have attached a copy of CLBC’s 
Briefing Note.  I am happy to discuss this further if you wish. 
 
PSEC will take this issue forward for a decision once I hear back from you, Mark.  
 
All the best,  
 
Tom 
 
 

ELIMINATE VARIABLE PAY AND ROLL INTO BASE SALARY 

Using the net zero mandate, CLBC is proposing to integrate the current re-earnable variable 
incentive pay into base salary. A portion of the current budget for variable pay will be used to 
pay the employer’s benefit and pension costs, resulting in CLBC public sector salary reporting 
for most excluded employees to be slightly lower than in previous years.  

The recommended methodology would see CLBC calculate a three year average of bonuses 
paid to each staff and apply the resulting average annual percentage increase to each excluded 
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employee’s current salary, less a portion of salary related to benefits and pension. CLBC salary 
grids for Managers and VPs would be adjusted to incorporate these increases.   The upper range 
for CLBC Director salaries would be downgraded, as inconsistencies have been identified with 
the public service pay range for this category.      

CLBC proposes to take the following actions: 

1. Calculate the three-year average percentage variable pay issued to excluded employees 
at the Manager, Director and VP levels in 2008/9, 2009/10 and 2010/11. 

2. Apply the above group average to each eligible excluded employee’s current salary and 
determine the salary increase less the portion attributable to benefits and pension.   

3. Increase the pay grid of CLBC Manager and VP levels by 5% and 10% respectively, to 
reflect the incorporation of variable pay into salary. The upper range of the Director 
salary would downgraded to be more in line with that of the public service, while 
ensuring that the current CLBC Regional Directors (current actual salary $110,000) do 
not experience a compensation reduction.     

4. Timing of the change would be subject to direction of the Ministry of Social 
Development.   

5. CLBC would increase salaries for the current fiscal which would result in a lump sum 
retroactive pay to April 1, 2011 for excluded staff. 

The above methodology does not require additional funds for compensation for excluded 
employees.  
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From: Sieben, Mark MSD:EX  
Sent: Tuesday, March 13, 2012 2:05 PM 
To: Vincent, Tom PSEC:EX 
Subject: RE: CLBC Compensation  
 
 
Just so you know, Tom, our Minister is speaking with the clbc chair in the next couple of days about this 
issue among others.  Back to you in a bit.  I anticipate we will leave the current compensation plan in 
place for this fiscal.  Focus is on the go forward and what the timing will be.  But I’ll get back to you to 
confirm with specifics.  
 
��������������������������������������������� 
From: Vincent, Tom PSEC:EX  
Sent: Tuesday, March 13, 2012 12:59 PM 
To: Goozh, Carol J CLBC:EX 
Cc: Sieben, Mark MSD:EX 
Subject: RE: CLBC Compensation  
 
 
You must be wondering what is going on with this, Carol.  I have gone over this material with Mark 
Sieben and he has now discussing them with his Minister.  I expect that we will be getting back to you 
with a decision within the next week or two.  In the mean time, the current compensation plan remains 
in place, of course.  If that remains the case when it is time that you normally disburse incentive pay, 
please get in touch with me before doing so. 
 
Thanks very much.  I apologize that this is taking so long.  
 
Tom 
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From: Goozh, Carol J CLBC:EX  
Sent: Friday, January 27, 2012 3:14 PM 
To: Vincent, Tom PSEC:EX; Sieben, Mark MSD:EX 
Cc: Woollard, Doug CLBC:EX 
Subject: CLBC Compensation  
 
 
 << File: BN CLBC Compensation  jan2012.docx >>  
Attached is CLBC’s proposal for addressing the issues associated with the discontinuation of 
the CLBC variable (“at risk”) pay for excluded staff.   
 
This methodology has been approved by the CLBC board and we are seeking support from 
MSD and PSEC. 
 
Please contact us if you have questions or concerns. 
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Regards, 

Carol Goozh
Vice President, Policy and Program Development
Community Living BC
7th floor, 1200 West 73rd Avenue
Vancouver, BC V6P 6G5
phone: (604) 664-0101 fax: (604) 664-0765
E-Mail: Carol.Goozh@communitylivingbc.ca

 
 
 
 

Regards, 

Carol Goozh
Vice President, Policy and Program Development
Community Living BC
7th floor, 1200 West 73rd Avenue
Vancouver, BC V6P 6G5
phone: (604) 664-0101 fax: (604) 664-0765
E-Mail: Carol.Goozh@communitylivingbc.ca
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