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Executive and Exempt Compensation Plans at UNBC
Executive Compensation:

UNBC Executive compensation Policy: The UNBC Executive Compensation Policy dated June
20, 2009 is attached. I should note here, Dr. Ogborn and the Assistant Provost are not part
of the Executive team; they are senior administrative members at a level between the
Executives and Directors.

The University is located in rural northern British Columbia; attracting talent away from
large attractive cosmopolitan centre with a full range of services is a major challenge for
UNBC. The University has therefore adopted a policy to address market challenges;
generally, we will go up to 15% over an established salary range to attract and/or retain the
“right” candidate.

1. Dr. George Iwama, President was appointed July 1, 2009 for a 5 year contract. His
compensation is in accordance with his contract, there is no increase to his annual
compensation in 2010 to comply with PSEC’s cap on the President’s salary.

2. Dr. Mark Dale, Provost was appointed July 1, 2008 for a 5 year term. The Board of
Governors has approved Dr. Dale’s July 1, 2010 salary which is based on his faculty
compensation plus an administrative stipend as laid out in his employment contract.

3. Eileen Bray, Vice President of Finance and Administration was appointed March 1,
2008. The Board of Governors has approved Ms Bray’s July 1, 2010 performance
increase as laid out in her employment contract.

4. Robert Van Adrichem, Vice President of External Relations was appointed April 1,
2009. The Board of Governors approved Mr. Van Adrichem’s July 1, 2010
performance increase as laid out in his employment contract.

5. Dr. David Snadden was originally appointed to UNBC and UBC July 1, 2003 for 5
years. His term has been renewed from July 1, 2008 to June 30, 2013. He is the
Regional Associate Dean for UBC and the Vice Provost of Medicine for UNBC. His
compensation is jointly the responsibility of UBC and UNBC.

6. Dr. Gail Fondahl, Vice President of Research was appointed September 1, 2008 for a
2 year term. She has extended her appointment for one year. Her compensation is
based on her faculty compensation plus an administrative allowance as laid out in
her employment contract.
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7. Dr. Malcolm Ogborn, Associate Vice Provost of Research (Health) was appointed
January 1, 2008 to December 31, 2012, his compensation is based on his faculty
compensation as a Full Professor plus an administrative allowance.

8. An Assistant Provost search is on-going, the successful candidate’s compensation will
be reported once the position has been offered and accepted. The Directors of
Student Success, Athletics and First Nations Centre will report to the Assistant
Provost who will in turn report to the Provost. We expect the successful candidate’s
salary to be partly driven by market forces and partly by the salaries of those
reporting to this individual.
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Directors” Compensation:

Director's Compensation is in accordance with the Directors’ Handbook. Generally,
Directors’ salaries progress by 2% per year until it reaches the top of the range. As the
University is located in rural northern British Columbia, attracting talent is a major
challenge. The University has therefore adopted a policy to address market challenges; we
will go up to 15% over an established salary range to attract and/or retain the “right”
candidate.

The list of Directors:

1.

2.

3.

4.

8.

9.

Director of Industrial Collaboration (vacant)

Director of Athletics and Recreation, Jason Kerswill

Director of First Nations Centre, Paul Michel

Director of Purchasing, Contracts and Risk Management, Sheila Keith
Chief Information Officer, Paul Stokes

Director of Facilities Management, Shelley Rennick

Director of Finance and Budgets, Colleen Smith

Director of Student Success, Carolyn Russell

University Librarian, Gohar Ashoughian

10. University Registrar, John DeGrace

11. Director of Human Resources, Sheila Page

12. Director of Regional Operations and Continuing Studies, Dennis Macknack
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Exempt Employees’ Compensation:

Exempt Employees’ are compensated according to their Handbook. The term of the current
Handbook has been extended to December 31, 2010. Exempt employees’ salaries may also

be reviewed and adjusted by a Joint Job Evaluation Committee.

The list of Exempt employees:

Greg Beattie, Wellness Centre Manager
Madeana Berg, Retail Services Manager
Randall Brazzoni, Continuing Studies Manager
Doug Carter, Capital Project Manager

William Chew, Treasury Services Manager
David Claus, Energy Manager

Christine Dillabaugh, Executive Assistant
Catherine Foster, Administrative Coordinator

LONOUAWN

10 Janice Haley, CATI Lab Manager

11.Twylla Hamelin Curriculum Manager

12.]Jennifer Hammond, Administration Manager, NMP
13. Carolee Hartigan, Executive Assistant

14.Rhonda Hay, Human Resources Assistant

15. Sandra Heidt, Executive Assistant

16. Peter Hickey, Risk, Safety & Security Manager
17.Richard Holmes, QRRC Facility Manager

18. Angela Kenyon, Administrative Assistant

19. Sean Kinsley, Accounting Analyst

20. Debbie Krebs, Administrative Assistant

21.Aaron LeBlanc, NSC Manager

22.Marja Lemieux, Executive Assistant

23.Tracey MclIntyre, Accounting Analyst

24.Shelley McKenzie, Operations Coordinator

25. Glen Montgomery, Enterprise Infrastructure Manager
26. Leanne Murphy, Financial Systems Manager
27.Edwin Ng, Human Resources Advisor

28. Michelle Niebergall, Payroll Services Coordinator
29. Michelle Oster, Curriculum Manager

30. Paul Pan, ELS Manager

31.Donna Plourde, Human Resources Advisor
32.Zane Robison, Housing & Residence Life Manager
33. Anne Rushton, Executive Assistant

34.]Joan Schneider, Executive Assistant

35. Kevin Stewart, Administration & Enterprise Systems Manager

36.Steven Storch, Integrated Support Services Manager
37.Timothy Thomas, Executive Services Manager

38. Allyson Truant, Executive Assistant

39. Lisa Weber, Human Resources Advisor

40. Francis Appoh, ACS Laboratory Manager
41.Communications Manager, vacant

Claudette Gouger, Student Recruitment and Advice Manager
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UNIVERSITY OF
NORTHERN BRITISH COLUMBIA

UNB

28 September 2010

Executive and Exempt Compensation Plans at UNBC

Executive Compensation:

UNBC Executive compensation Policy: The UNBC Executive Compensation Policy dated June
20, 2009 is attached. I should note here, Dr. Ogborn and the Assistant Provost are not part
of the Executive team: they are senior administrative members at a level between the
Executives and Directors.

The University is located in rural northern British Columbia; attracting tatent away from
large attractive cosmopolitan centre with a full range of services is a major challenge for
UNBC. The University has therefore adopted a policy to address market challenges;
generally, we will go up to 15% over an established salary range to attract and/or retain the

“right” candidate.

1. Dr. George Iwama, President was appointed July 1, 2009 for a 5 year contract. His
compensation is in accordance with his contract, there is no increase to his annual
compensation in 2010 to comply with PSEC’s cap on the President’s salary.

2. Dr. Mark Dale, Provost was appointed July 1, 2008 for a S year term. The Board of
Governors has approved Dr. Dale's July 1, 2010 salary which is based on his faculty
compensation plus an administrative stipend as laid out in his employment contract.

3. Eileen Bray, Vice President of Finance and Administration was appeointed March 1,
2008. The Board of Governors has approved Ms Bray's July 1, 2010 perfarmance
increase as laid out in her employment contract.

4. Robert Van Adrichem, Vice President of External Relations was appointed April 1,
2009. The Board of Governors approved Mr. Van Adrichem’s July 1, 2010
performance increase as laid out in his employment contract.

5, Dr. David Snadden was originally appointed to UNBC and UBC July 1, 2003 for 5
years. His term has been renewed from July 1, 2008 to June 30, 2013. Hels the
Regional Associate Dean for UBC and the Vice Provost of Medicine for UNBC. His
compensation is jointly the responsibility of UBC and UNBC.

6. Dr. Gail Fondahl, Vice President of Research was appointed September 1, 2008 for a
2 year term. She has extended her appointment for ene year. Her compensation is
based on her faculty compensation plus an administrative allowance as laid out in

her employment contract.
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7. Dr. Malcoim Qgborn, Associate Vice Provost of Research (Health) was appointed
January 1, 2008 to December 31, 2012, his compensation is based on his faculty
compensation as a Full Professor plus an administrative allowance,

8. An Assistant Provost search is on-going, the successful candidate's compensation will
be reported once the positicn has been offered and accepted. The Directors of
Student Success, Athletics and First Nations Centre will report te the Assistant
Provast who will in turn report to the Provost. We expect the successful candidate’s
salary to be partly driven by market forces and partly by the salaries of those
reporting to this individual.
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UNIVERSITY OF NORTHERN BRITISH COLUMBEA

‘ Policies and Procedures

SUBJECT: EXECUTIVE COMPENSATION

1. Purpose
To establish a policy framework and process for the annual performance review of Senior Executive

Officers of the University and for resulting changes m executive compensation consistent with the
nrquirements of the Pubtic Secter Emplayers Council of British Columbia {PSEC).

2. Scope

The palicy apphes to the positions of Provost, Vice-President Admirmstration and Finance, Vice-
President Rescarch, and Vice-Presidenrt External Affairs.

3. Authority/Responsibility

The respenstbility for administering the palicy resides with the President and Vice-Chancellor. Final
authority for proposed compensaticn changes resides with the Board of Governars of the
University of Northern British Columbia on the advice of the Executive Committee of the Board.

4. Performance Review

Prior to the June meeting of the UNBC Board of Governors, the President will review the
performance of the Senfor Executive Officers of the University and, discuss with each performance
goals and objectives for the coming year. The evaluation of performance will normally be based on
achievements relating to agreed-upon goals and objectives of the previous year and on the
Fresident’s overail evaluation of each officer’s contribution to the work of the President’s Executive

Coungcil.

The President will provide a summary review of the individual performance evaluations, in
confidunce, ta the Fxecutive Committee of the Board prior to the June meeting of the Board.

5. Annual Compensation Adjustments

In recommending compensation adjustments for cach of the executive officers coverad by this
policy, the President will be guided by the terms and conditions specified in the letters of
appointment for each officer individually and by any reguirements imposed by the Government of
British Columbia through the PSEC.

Those executive officers whao hold academic appointments at UNBC will be compensated in
accordance with the general provisions of the UNBC/UNBC FA Agreement with respect to annual
General Wage Increases (GWIs) and Career Development Increments (CDIs).

Those executive officers who hold staff appointments at UNBC will be compensated in accordance
with the general provisions of the agreements between UNBC and the UNBC Directors Group or
Exempt Group, whichever provides the highest value, with respect to GWIls, They will also be
assigned a salary range with the opportunity, over a reasonable period of time, not ts exceed five
years, to move to the top of the range based on fuilly satisfactory performance.

Board of Governors T e 20“,. 2009
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In recommending compensation increases far the Senier Executive Officers of the University, the
Prasident shail rank their performance as exceptianal, mighly satisfactary, satisfactary, ar requiring
improvement. The category of evaluation should be reflected in the President's recommuandation
on individual salary adjustments. Currently the Senior Fxecutive Officers who hold acadermtic
appontments are eligible to receive from one to five CDIs depending on performance. This
provision is retained. Recommended CDIs should correiate to performance as follows:

Requires improvemeant 0-1
Satisfactory 2-3
Highly Satisfactary 4
Exceptional 5

6. Overall Executive Compensation Review

[tisin the interest of UNBC to pay competitive salaries in order to attract and retain Seniar
Executive Officers. To ensure the competitiveness of UNBC salaries the Board, through the
Compensation Committee of the Board, and drawing where possible upon studies undertaken by
PSEC, The University Pubic Sector Employers Assaciation (UPSEA}, the Canadian Association of
Unwersity Business Officers (CAUBQ), or other such agancies, should review UNBC senior
executive total compensation in refationship to those of other Canadian universitios of comparabie
size and mandate and adjust the terms and conditions of each officer's respective letter of
appointment accardingly. Any overall compensation adjustments must respect any limitations
smposed by PSEC requirements,

Board of Governars N Jur.i.("emz'.[], 2009

Page 4

Page 8 of 15 FIN-2017-71354 |



Directors’ Compensation:

Director's Compensation is in accordance with the Directors’ Handbook. Generally,
Directors’ salaries progress by 2% per year until it reaches the top of the range. As the
University is located in rurat narthern British Columbia, attracting talent is a major
challenge. The University has therefore adopted a policy to address market challenges; we
will go up to 15% over an established salary range to attract and/or retain the “right”
candidate.

The list of Directors:
1. Director of Industrial Colfaboration (vacant)
2. Director of Athletics and Recreation, Jason Kerswill
3. Director of First Nations Centre, Paul Michel
4. Director of Purchasing, Contracts and Risk Management, Sheila Keith
5, Chief Information Officer, Paul Stokes
6. Director of Facilities Management, Sheliey Rennick
7. Director of Finance and Budgets, Colleen Smith
8. Director of Student Success, Carolyn Russel!
9, University Librarian, Gohar Ashoughian
10. University Registrar, John DeGrace
11. Director of Human Resources, Sheila Page

12, Director of Regionaj Operations and Continuing Studies, Dennis Macknack
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UNIVERSITY OF NORTHERN BRITISH COLUMBIA

UNBC

SUBJECT: POSITION EVALUATION & SALARY ADMINISTRATION

The University of Northern British Columbia has a need to recognize "market forces” that have animpact on
the ability to recruit and retain candidates for Director positions as a result of compensation practices of other
amployers.

The University recognizes the significant administrative and leadership roles performed by members of the
Directors’ Group and is mindful of the need to maintain a high caliber and cormpetitive group at this level. In
order to do this the University will evaluale positions in the context of the external as well as internal labour
market. Subject to the legat and fiscal censtraints placed upon it, it is the objective of the University to pay the
Directors’ Group salaries that are sufficiently campetitive in the: job market 1o attract and retain a high caliber of
personnel and recognize the progression of Employees as they assume the fuli scope and responsibility of
their positions.

Supervisory Differential

a} The annualized {ful-time equivalent) maximum of the Salary Range assigned to a supervisory position will
be higher than the annualized (full-time equivalent) remuneration assigned to the highest graded position

supervised.

by The annualized (full-time equivalent) salary of the supervisor will be a minimum of five (5) percent greater
than the unanomalized annualized (full-time eguivalent) remuneration of the highest paid employee
supervised,

Page &

Directors’ Conditions of Employment
July 1, 2006 - June 30, 2010
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Exempt Employees’ Compensation:

Exempt Employees’ are compensated according to their Handbook. The term of the current
Handbook has been extended to December 31, 2010. Exempt empioyees’ salaries may aiso
be reviewed and adjusted by a Joint Job Evaluation Committee.

The list of Exempt employees:

Greg Beattie, Wellness Centre Manager

Madeana Berg, Retail Services Manager

Randall Brazzoni, Continuing Studies Manager
Doug Carter, Capital Project Manager

William Chew, Treasury Services Manager

David Claus, Energy Manager

Christine Diflabaugh, Executive Assistant
Catherine Foster, Administrative Coordinator

. Claudette Gouger, Student Recruitment and Advice Manager
10. Janice Haley, CATI Lab Manager

11. Twylla Hamelin Curriculum Manager

12. Jennifer Hammond, Administration Manager, NMP
13. Carolee Hartigan, Executive Assistant

14. Rhonda Hay, Human Resources Assistant

15. Sandra Heidt, Executive Assistant

16. Peter Hickey, Risk, Safety & Security Manager
17. Richard Holmes, QRRC Facility Manager

18, Angela Kenyon, Administrative Assistant

19. Sean Kinstey, Accounting Analyst

20. Debbie Krebs, Administrative Assistant

21.Aaron LeBlanc, NSC Manager

22, Marja Lemieux, Executive Assistant

23. Tracey Mclntyre, Accounting Analyst

24.Shelley McKenzie, Operations Coordinator

25. Glen Montgomery, Enterprise Infrastructure Manager
26. Leanne Murphy, Financial Systems Manager
27.Edwin Ng, Human Resources Advisor

28. Michelle Niebergail, Payroll Services Coordinator
29. Michelle Oster, Curriculum Manager

30. Paul Pan, ELS Manager

31. Donna Plourde, Human Resources Advisor

32, Zane Robison, Housing & Residence Life Manager
33. Anne Rushton, Executive Assistant

34.Joan Schneider, Executive Assistant

35. Kevin Stewart, Administration & Enterprise Systems Manager
36. Steven Storch, Integrated Support Services Manager
37.Timothy Thomas, Executive Services Manager

38. Allyson Truant, Executive Assistant

39. Lisa Weber, Human Resources Advisor

40. Francis Appoh, ACS Laboratory Manager

41. Communications Manager, vacant
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U BC UNIVERSITY OF NORTHERN BRITISH COLUMBIA
Handhook for Exempt Employees

SUBJECT: JOB EVALUATION

On July 1, 1997, the University and the Exempt Employees Group incorporated a job evaluation
system. The University and the Exempt Employees Group agree:

1) No exempt employee shall suffer a loss in salary as a result of the re-evaluation Process,

2) The Exempt Employees Group shalf be entitied to appoint one {1} member to the Job
Evaluation Committee.

3) A represemtative for the Exempt Employees Group will be consutted with and will have
input to any changes to the Job Evaluation System in effect as of July 1, 1997.

Humimn Resources -
2005 -10 Exempt Errployes Group Handbook
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UNBC UNIVERSITY OF NORTHERN BRITISH COLUMB!A

Handbook for Exempt Employees

SUBJECT: PERFORMANCE EVALUATION

The University believes that it is important for the performance of each employse to be evaluated
at least once in each calendar year. This evaluation is intended to enable employees to receive
feedback on all areas of their job performance, to assist them to become more effective in their
jobs and to inform the direct supervisor(s} of the employee’s career aspirations.

By November 1, 2006, the Parties will develop a merit system to incent enhanced performance
and aid in the retention of Exempt employees. The University will make available an amount of
$9.890 in 2007/08, $14,879 in 2008/09 and $19,710 in 2009/10 to fund merit awards.

Humar Resdurees -
2065 -10 Exentpt Emploves Group Hanabock Page 9
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UNIVERSITY OF NORTHERN BRITISH COLUMBIA

UNBC Handbook for Exempt Employees

SCHEDULE "'B"

SUBJECT: MONETARY PROPOSAL

University of Northern British Columbia and Exempt Employees Group July 1, 2005 — June 30,
2010

July 1, 2005:

Provide 1.5% of total compensation for the Exempt Employees Group to address non-linear
salary structure.

July 1, 2006

Provide 3.79% of tolal compensation for the Exempt Employees Group to address non-linear
salary structure.

July 1, 2007:
Provide an economic increase of 2.0%.

Provide 0.4% of total compensation for the Exempt Employees Group to increase the slope of the
salary line.

Provide an ecanomic increase of 2.0%.

Provide 0.3% of total compensation for the Exempt Employess Group to increase the slope of the
salary line.

J_L.J_‘X..j.d_2 0 Og .

Provide an economic increase of 2.0%,

Provide 0.2% of totaf compensation for the Exempt Employees Group lo increase the slope of the
salary line.

Humian Resourees - 10
2005 10 Exempt Employee Group Handbook Page
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UNIVERSITY OF NORTHERN BRITISH COLUMBIA

UNBC Handbook for Exempt Employees

SCHEDULE “C”

SUBJECT: PROGRESSION THROUGH THE RANGE

On an annual basis. from July 1, 2005 ~ June 30, 2010, Exempt employees shall be entitled to
move through to the next step in their salary range. Steps are valued at ~2%.

July 1, 2005

Progression through the range of ~2%.

July 1, 2006;

Progression through the range of ~29%,.

July 1, 2007:

Progression lhrough the range of ~2%.

July 1, 2008:

Progression through the range of ~2%.

July 12009

Progression through the range of ~2%.

Human Resources —
2605 -10 Excempt Empoyee Group Handboak Page 11
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Version 2

This document outlines the compensation plan for the 2010/11 fiscal year for Royal Roads
University employees not covered by a collective agreement. This plan is based on imperatives
derived from the external and internal environment, chiefly the provincial government
compensation mandate and the university’s financial position, while recognizing the
importance or attracting and retaining an engaged and productive workforce.

The current economic environment has forced the provincial government to constrain
compensation for public service employees. The Public Sector Employers’ Council (PSEC) has
directed through the University Public Sector Employers’ Association that there will be no
increases in compensation for university employees over the next two years. In accordance
with this mandate, there will be no annual economic adjustment (COLA), annual merit increase,
or variable pay (bonus); the same salary ranges defined in 2009/10 will be used for new hires.

As Royal Roads University relies on a cohesive profit formula to fund all reward programs,
based on the university’s current financial challenges, funding will not be available for external
professional development for the 2010/11 fiscal year. Careful consideration will be necessary in
determining starting salaries for new employees and setting appropriate salaries for employees
whose positions are re-evaluated as a result of organizational changes necessary to respond to
an increasingly market-driven business model.

This document describes the:

Guiding Principles
e Aligned with the Business Model
e Performance-Based
e Fair and Equitable
e Transparent

2010/11 Staff Compensation Plan
e Base Pay
e Job Evaluation
e Grading Structure
e Salary Ranges and Market Positioning
e Salary Ranges for Recruitment Purposes
e Market Stipends
e Responsibility Stipend
e Organizational Change
e Merit Increase (Base Pay Adjustments)
e Variable Pay
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Version 2

Guiding Principles
The following guiding principles inform the design of reward programs and the way in which
compensation should be managed.

Aligned with the Business Model

Reward programs are aligned with the 2010/11 operating plan which is consistent with
Mandate 2010 issued by the provincial government. RRU has a different funding model from
traditional universities and relies on its cohesive profit formula to fund its reward programs.

Performance-Based
Rewards are linked to the performance of individuals, teams and key performance indicators.
This means that employees can expect:

e Monitoring of individual and team-based performance measures via performance and
development planning (PDP).

e Quarterly performance reviews where employees receive feedback on their
performance during the review period and progress towards work plan objectives.

e Annual merit pools and variable incentives that reflect the financial performance of the
university.

e Accelerated merit increases for employees who are exceeding expectations on
performance reviews when financial performance allows for these.

Fair and Equitable

The appropriate salary range for a job will be objectively determined based on a robust
assessment of job size and complexity. We will apply a reliable job evaluation methodology and
process to allocate jobs into grades and provide the fundamentals of internal equity. The
methodology and process will be pay equity compliant to ensure equal pay opportunity for
work of equal value. -

Transparent

Reward programs are designed to be transparent so that employees are clear about how they
will be rewarded and for what they will be rewarded. Compensation decisions will be
determined by guidelines that are communicated both by Human Resources and managers.
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Versidn 2

Compensation Plan

Base Pay

Base pay is the core compensation mechanism for rewarding individuals for the work that they
do and how they perform within that role. Base pay is also key to attracting and retaining high
quality talent. As such, base pay is designed to reflect a balance between the size and scope of
the job, the incumbent’s performance in that role, and base pay offered in the external market
for similar positions.

Market Salaries

Job Size Individual Performance

The impact of job size on base pay is determined using job evaluation to measure the
complexity of the job and place the job into a grading structure that organizes work into groups
of similarly sized jobs.

External market positioning defined by the median (P50) of the British Columbia Broader Public
Sector and National Educational Institutions will normally be incorporated into base pay using
external market data to establish salary ranges for each grade. These salary ranges will be
reviewed against the market annually, and adjusted as necessary to ensure that they continue
to reflect the business model. In the 2010/11 fiscal year no changes will be made to salary
ranges.

Though this will not be the case for 2010/11, in years when funds are available, individual
performance levels will be reflected in the rate at which an individual progresses through the
salary range. On balance, the base pay of high performers (Above Plan) will progress more
quickly than those of low performers (Below Plan).
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Version 2

Job Evaluation

The Hay Guide Chart and Profile Method of job evaluation are used to measure the size and
complexity of jobs. The Hay Method is the world’s most widely used job evaluation
methodology. It is robust, pay equity compliant, and can be applied to all types of jobs.

The Hay methodology evaluates jobs against a set of common factors that measure inputs
(required knowledge, skills, and capabilities), throughputs (processing of inputs to achieve
results), and outputs (end result expectations from applying inputs constructively).

The input-throughput-output model is reflected in the Hay method as Know How, Problem
Solving and Accountability.

Know-How

To achieve the accountabilities of a job requires “Know-How” (or inputs), which is the sum total
of every capability or skill, however acquired, needed for fully competent job performance.
Know-How has three dimensions:

e Technical/Specialized Skills: Depth and breadth of technical or specialized knowledge
needed to achieve desired results.

e Managerial Skills: The requirement to undertake managerial functions, such as planning
and organizing staff or directing and controlling resources, to achieve business results
over time.

e Human Resources Skills: The interpersonal skills required for successful interaction with
individuals and groups, inside and outside the organization.

Problem Solving

The value of Know How is in its application to achieve results. Problem Solving (or throughputs)
refers to use of Know-How to identify, delineate, and resolve problems. We “think with what
we know”, so Problem Solving is viewed as utilization of Know How, and has two dimensions:

e Thinking Environment: The job’s context and the degree to which problems and
solutions are defined.

e Thinking Challenge: The nature of addressable problems and the difficulty in identifying
solutions that add value.
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Version 2

Accountability
Every job exists to add organizational value by delivering some set of results (or outputs).

Accountability measures the type and level of value a job can add. In this sense, it is the job’s
measured effect on an organization’s value chain. It has three dimensions:

e Freedom to Act: The degree of empowerment to take action and the guidance provided
to focus decision-making.

e Scope: The business measure(s) the job is designed to positively impact.
e Impact: The nature of the job’s influence on business results.

A job evaluation committee has been established and trained and is accountable for
determining evaluations for all positions. The job evaluation committee collects job information
through role profiles, organization charts and interviews with the relevant manager(s). Final
and binding decisions are made by the Executive Team.

Grading Structure
The grading structure groups jobs into pay grades based on job evaluation points. Hay point
ranges for the RRU grades are as follows:

8 1261 - 1800

7 880 - 1260

6 614- 879

5 439- 613

4 314- 438

3 228 - 313 |
3 161- 227 |
1 114 -160

& 98- 113
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Version 2

Salary Ranges and Market Positioning

As previously noted, external market positioning will normally be incorporated into base pay
using external market data to establish salary ranges for each grade. These salary ranges will be
reviewed against the market annually, and adjusted as necessary to ensure that they continue
to reflect the business model. In the 2010/11 fiscal year no changes will be made to salary
ranges due to the PSEC 2010 mandate.

2010/11 Salary Ranges

8 $126,240 $157,800 $189,360
7 $100,480 $125,600 $150,720
6 $80,160 $100,200 $120,240
5 $64,000 $80,000 $96,000
4 $51,680 $64,600 $77,520
3 $41,200 $51,500 $61,800
2 $36,640 $45,800 $54,960
1 $31,840 $39,800 $47,760
G $28,960 $36,200 $43,440

When derived in 2009/10, the midpoint for each range was set at the median (P50) of the
British Columbia Broader Public Sector and National Educational Institutions. The midpoint of a
salary range normally represents the salary for an employee who meets all qualifications of the
position and is fully competent in the role.

The minimum of the range normally reflects the lowest salary appropriate for an incumbent
performing the basic requirements of the position, recognizing that incumbents are often hired
into positions without all of the required experience, skills, and abilities for the longer term
expectations of the role.
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Version 2

The range maximum is set to define the highest appropriate salary for an incumbent who has
mastered the role and consistently demonstrated above plan performance. The range
minimum is set at 80% of this midpoint and the maximum is set at 120% of the midpoint.

Salary ranges are designed to overlap, such that the pay at the top of one range is similar to the
pay at the bottom of the next range. The reason that salary ranges overlap is to recognize the
greater value of the contributions from a highly experienced and skilled staff member at the
top end of their grade compared with a newly appointed staff member on a learning curve at
the lower end of the grade above. This overlap allows for differentiation between the value of a
position to the organization and value of an incumbent in a role, reducing the natural tendency
for high performing incumbents — and often their managers — to seek job re-evaluation to
achieve a higher salary level.

Salary Ranges for Recruitment Purposes

To ensure internal equity and reduce compression, salary ranges for recruitment purposes will
be from the range minimum (80%) to the midpoint (100%). Application to pay over the
midpoint for a new employee will require approval of the Executive Team.

Market Stipends

Where there is a notable market premium for specific positions, compensation can be
addressed through providing a re-earnable lump sum in addition to the base salary policy level
for that position. Application of a market stipend to positions will require approval of the
Executive Team.

Responsibility Stipends

Responsibility stipends recognize staff members who have taken on additional administrative
responsibilities. Stipends may be paid to any employee who temporarily takes on significant
additional responsibility, usually associated with a higher classification. A temporary period is
usually greater than one month and less than one year. Stipends for added temporary
responsibilities must have the approval of the Executive Team and will normally not exceed
10% of the incumbent’s current salary.
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Version 2

Organizational Change

Where there is a need for the university to implement organizational change, the positions
affected by such change will be reviewed by the Executive Team and if applicable, will have new
role profiles created and evaluated by the job evaluation committee. The incumbent will
receive a new employment contract and their base pay will be placed within the evaluated
position’s salary range at no less than the minimum of the new salary range and no more than
the midpoint of the range. Application to pay over the midpoint will require approval of the
Executive Team.

Merit Increases (Base Pay Adjustments)
Base pay adjustments for employees will not be considered for the 2010/11 fiscal year (April 1,

2010 to March, 31 2011).

Variable Pay
RRU managers will not be eligible for a one-time annual lump sum bonus for the 2010/11 fiscal

year (April 1, 2010 to March 31, 2011).
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Blair Littler

From: Dario Nonis <dnonis@sfu.ca>

Sent: Monday, October 04, 2010 1:52 PM

To: Blair Littler

Subject: SFU Excluded Professional and Executive Compensation Plan
Attachments: SFU-Executive Comp.pdf

Blair,

As you are aware, at Simon Fraser University we have existing policies dealing with both our
Excluded Administrative/Professional group as well as for our Executive group.

For our Excluded Administrative/Professional group (APEX) we have an extensive list of
policies covering all terms and conditions of employment. These policies are called the AD

9 Employment Policies and are listed on-line at;

http://www.sfu.ca/policies/admin/index.htm

These policies consist of 22 different sections, and in the included attachment there is an index
which delineates all of the various sections.

The general policy statement for this group of employees is listed in AD 9.0, and a copy of this
section is included in the attached document.

The wage scales for the APEX group can be found on-line at;

http://www.sfu.ca/human-
resources/employees/salary/excluded staff/documents/excluded salary scale annual.pdf

and a copy is provided in the attached document.

The APEX pay scales have 8 steps and an annual step (until one reaches the top step) is
provided based on adequate performance. This provision is provided in AD 9.06;

http://www.sfu.ca/policies/admin/ad9-06.htm

and a copy is provided in the attached document.

Additionally the University has an express policy dealing with Performance Reviews and this is
provided in AD 9.16;

http://www.sfu.ca/policies/admin/ad9-16.htm
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and a copy is provided in the attached document.
For additional clarity, the benefits for the APEX group are provided in AD9.07,

http://www.sfu.ca/policies/admin/ad9-07.htm

and a copy is provided in the attached document.

Also included in the attached document is a two page sheet providing a brief overview of the
benefit package provided to the APEX group.

For the Senior Executive group, we also have an express Board policy dealing with Executive

Compensation. This provision is provided in B 10.08;

http://www.sfu.ca/policies/board/B10.08.htm

and a copy is provided in the attached document.

I would be happy to provide any further information or explanation that may be required.

Dario

Dario Nonis

Executive Director, Human Resources
Simon Fraser University

8888 University Drive

Burnaby, B.C.

V5A 1S6

778-782-3602

|
|
|
|
i
|

i
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S S

Series Policy

AD 9 Policies for Administrative Professional Excluded Staff

Dffice Responsible: Human Resources
AD 9-1 personnel Employment Policies
AD 9-2 Fstablishment of Positions

AD 9-3 Filling of Positions

AD -4 Modification of Apgointments from Full-Time to Part-Time

AD 9-5  Job Splits .
AD 9-6 Salary Administration

AD 9-7 Group Benefit Plans

AD 2-8 Leaves {With and Without Pay)
AD 9-9 Professional Developmient

AD 9-10  Tuition Waiver

AD 9-11  Study teave

AD 9-12 - Business Travel Protection

AD 5-13 Warking Conditlans

AD 9-14  No Discrimination

AD 9-15  Strike Policy

AD 9-16 Performance Appraisal

AD 9-17° Problem-Solving

AD 9-18 Oceupatignal Continuity

AD 9-19 Discipline and Termination

AD 9-20  Resignation

AD &-21 Retirement

AD 9-22 Reimburserment of Professionat Development Expenses

Effactive Date

February 1990
February 1990
Novernber 30, 1994 .
Cckober 19, 2004
February 1990

February 1994

Movember 1, 1994
May 28, 2004
May 28, 2004
Febrﬁary 1950
June 10, 1993

February 1990

Movernber 30, 1994
Fetruary 1950
February 1930
February 1890
February 1990
Novernber 30, 1994
February 1950
February 1990
February 1990
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University of British Celumbia
November 2, 2010

_ The University of British Columbia
Compensation Plans for Excluded Employee Groups

The University of British Columbia (UBC, “the University”} has the following non-union empioyment
groups:

*  Vice Presidents (VPs);

»  Associate Vice Presidents (AVPs);

«  Service Unit Directors {SUDs);

* Excluded Management & Professianal (XMP);

= Executive Administration (excluded clerical);

=  Non-union Technicians and Research Assistants (TRAS);
»  Non-union Child Care:

*  Farm Workers;

» Research Associates;

*»  Postdoctoral Fellows; and

*  Visiting Faculty, Adjunct Facuity Appointments, and Post-retirement Faculty appointments.

In addition, the University has two subsidiaries:
* UBC Investment Management Trust inc. (UBC IMANT); and
= UBC Properiies Investments Ltd.

‘The compensation plan for each of these groups is outlined herein. The Service Unit Directors (SUDs}
and Excluded Management & Professional (XMP) groups are combined for the purpose of this
discussion; as they are governed by the same compensation ptan,
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Compensation for Vice Presidents is guided by UBC Board of Governors Policy #31, Executive
Compensation (see Appendix A). Policy #31 provides guiding principles and general procedures.

in addition, Vice President compensation is guided by a Framewark that provides for processes of
determining compensation levels upon appeintment and reappointment, 2nd compensation adjustments
each year,

THE UNIVERSITY OF BRITISH COLUMBIA
Framework & Guideline for Compensation: Vice Presidents

Approved: Management Resources Compensation Commitiee of the Board of Gavernors
Date: October 14, 2010
1. Introduction

The Board of Governors appraved Policy 31 — Executive Compensation in June 2005 to ariculate
the principles for establishing compensation packages for the President and Vice Presidents
{including the Deputy Vice Chancellor and Principal} of UBC, and to provide for full disclosure of
such compensation, .

Consistent with Policy 31, this document provides an overall compensation framework and
guideline for Vice Presidents at the University of British Columbia. 1t is important to stress that
while salary is the most significant element of comperisation — in essence the foundation — other
elements of compensation include benefits, pension, leaves, perquisites and working conditions..
The latter element includes the intrinsic value of the job, opportunities to advance and to work
with peers and other colleagues, the physical environment, flexible work arrangements, the ability
to grow one’s capacity in an intellectually stimulating environment, and other valuable forms of
meaningful cenditions.

The method and leve! of compensation delivered to Vice Presidents will, within the requirements
established by the Public Sector Employers’ Council (PSEC) from time to time, be dependent
primarily upen internal equity, external competitiveness of compensation and individual
performance:

» Internal equity is based upon the relative worth of each position to the University as a
world ranked academic institution. Consequently, higher compensation values are often
provided to senior academic roles to reflect this, and to provide incentives for faculty
members to undertake these demanding roles;

= External competitiveness is based primarily upon a comparisen of simiiar sized positions
relative to the median of cther large Canadian universities (e.g. University of Alberta and
University of Torontc), as well as appropriate public and private sector employers in the
global market. In the latter regard, the weighting is in favour of the public sector and
more particularly UBC’s university compstitors in Canada and infernationally, Qur
external competitiveness is also affected by the cost of acquiring a home in Vancouver
and Kelowna; and

+ Actual salary pald will be dependent upon incumbent qualifications, experience and
performance. Rewarding sustained petformance and assessing the promise of future
performance is a fundamental element of framework and a primary driver of
compensation adjustments.

It is important to adapt these statements {0 a compensation guideline that provides the University
with both flexibility and certainty given the comptexity and diversity of responsibiities of Vice
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Presidents. The compensation guideline is that Vice Presidents will normally be provided with
compensation packages that do not exceed 90% of that of the President,

The balance of this document outlines the roles and responsibilities of the various parties
involved in administering this framework and guideline to ensure effective governance, and the
determination of individual Vice President compensation adjustments,

This guidetine is subject, at all times, to mandates, guidelines and/or rules established for
executive compensation by the PSEC.

2. Roles and Responsibilities

These are provided for under each of the headings.

President

The President, with suppart from the Associate Vice President Human Resources, will be
responsible for reviewing the angoing effectiveness of Palicy 31 and this guideline.
Management Resources Compensatfon Commiliee

The role of the Management Resources Compensation Committee is, upon submission by the
President, o approve:

The framework and compensation guideling as provided for in this document;

+ Any actual compensation increases for Vice Presidents after receiving the
recormmendation of the President;

= Any exceptions and/er changes to the framework and compensation guideline: and

* Any ather decision necessary to eénsure the overall effectiveness of this framework and
guideline.

3. Market Compensation Information

Current market compensation information should be used fo assess the 80% compensation
guideline..

The averall policy is to provide competitive- compensation arrangements with major Canadian
universities (e.g. University of Alberta and University of Toronto), as well as appropriate public
and private sector employers.

On occasion, exceptiondl and unusual market demands require the analysis of other
marketplaces and the need to adjust compensation levels. In such situations, any required
increases to the compensation guideline must be reasonable, respecting public sector values of
prudence and probity.

4. Actual Compensation Review Praocess

Narmally, the compensation paid to each Vice President should be within the compensation
guideline.

The actual salary of each Vice President should be reviewed each year. Rewarding sustained
perfarmance and assessing the promise of future performance is a fundamentat element of this
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framework and a primary driver of compensation adjustments. Subject to PSEC requirements,
any adjustments sheuld address the performance and experience of the incumbent.

Normally performance will be assessed based upon actual performance compared to pre-
determined established goals and objectives. These geals and objectives should align with the
University's strategic plan, the President’s goals and operational imperatives.

The timing of any salary adjustment should be made at the end of a one-year period'during which
performance is measured.

The timing of any salary adjustment wiil be determined by the President, and does not have to be
the same for each Vice President. The selection of timing should be such as to be appropriate for
the purposes of assessing one year's performance.

Newly appointed Vice Presidents will not narmally receive a salary review until the end of
their first completed year performance period. Exceptions may be considered for Vice Presidents
appointed early in the performance year period andfor the incumbent exhibits an outstanding
level of performance.

[Z1Assaciate Vica Presidents (AVPs)

Compensation for Associate Vice Presidents is negotiated on a case-by-case basis, and is detailed aleng
with other terms and conditions of employment in individual employment contracts. There are a number
of material principles underlying compensation provided to UBC's AVPs, as outlined in the University's
“Framework and Guidelines for Salary Administration: Associate Vice Presidents”:

THE UNIVERSITY OF BRITISH COLUMBIA
Framework and Guidelines for Salary Administration:
Associate Vice Presidents

Approved: Employee Relations Committee of the Board of Governars
Date: December 1, 2005

May 30, 2048 (amendment)

July 30, 2010 (housekeeping amendments)

5. introduction

The Board of Governors approved Paolicy 32 ~ Compensation for Management Officers including
Associate Vice Presidents in June 2005. As-the complexity and challenges of the University developed,
including a multi-campus system, the number of positions enfitled Associate Vice President had
experignced considerable growth in the first half of the last decade. As at the original date of approval ¢f
this document, there were 22 such positions and 20 incumbents (18 as of the date of amendment; 13 as
of July 2010). Even though the number of positions has declined, it remains prudent and necessary to
provide more effective structure and discipling to the foundational salary element of compensation for
Associate Vice Presidents.

Consistent with Policy 32, this document provides a framework and guidelines for effective governance of
salaries for all positions of Associate Vice President at the University of British Columbia. It is important
to stress that while salary is the most significant element of compensation — in essence the foundation -
other elements of compensation include benefits, pension, leaves, perquisites and working conditions.
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The latter efement inciudes the intrinsic value of the job, opporiunities to advance and to work with peers
and other colleagues, the physical envircnment, fiexible work arrangements, the ability to grow one’s
capacity in an intellectually stimulating environment, and other valuable forms of meaningful conditions.

The method and level of salary delivered to Associate Vice Presidents will, within the requirements
established by the Public Sector Employers' Council (PSEC) from time to time, be dependent upon
internal equity, external competitiveness of pay and individual performance:

¢ Internal equity is based upon the relative worth of each Associate Vice President position and its
assignment to a single broadband.

« External competitiveness is based primarily upon a comparison of similar sized positions relative
fo the median of other large Canadian universities (e.g. McGill University, University of Alberta
and University of Toronto). Consideration is alsc given to comparisons with Simon Fraser
University, as well as appropriate public and private sector employers,

» Combining internal equity and external competitiveness results in the development of g salary
range for each Associate Vice President position,

» The broadband, salary contrel points and ranges within the broadband should be reviewed each
year to Keep current with market developments in compensation for this level.

* Actual salary paid within the salary range will be dependent upon incumbent qualifications,
experience and performance.

The balance of this document outlines the roles and responsibilities of the various parties involved in
administering this framewaork and guidelines to ensure effective governance, as welt as the process of
developing and updating the broadband, salary cantrol points and ranges, and the determination of
individual Associate Vice President salary adjustments.

This framework and guidelines is subject, at alt times, to mandates, guidelines andfor rules established
for executive compensation by the PSEC.

B. Roles and Responsibilities
These are provided for under each of the headings.
Associate Vice President, Human Resources

Under the direction of the Associate Vice President, Human Resourees, the Department of Human
Resources will manage the process of developing and reviewing the ongoing effectiveness of the
broadband, the assignment of Assaciate Vice President posifions to the. zones within the broadband, and
the development and updating of control points and salary ranges.

The one exception to this will be the management of the salary of the Associate Vice President Human
Resources which will be managed separately by the Management Resources Compensation Committee
(MRCC).

The Executive
Cn the recommendation of the Associate Vice President Human Resources, the Executive will review all
proposals refated to the framework and guidelines that are proceeding for approval to the Employee

Relations Committee to ensure they are in the best interests of the muitiple constituencies of the:
University and will retain, attract and motivate high quality Associate Vice Presidents.

Empioyee Refations Committee
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The rale of the Employee Relations Committee is, upon submission by the Executive and the Associate
Vice President Human Resources, to approve:

+ The framework and guidelines for salary administration (including this document);

+ Broadbanding of Associate Vice President positions, including any proposed changes 1o the zone
of existing positions and establishing the zones of any new positions;

+ Any annual increases to salary control points and ranges;

* Any actual salary increases for Associate Vice Presidents:

* Any exceptions and/or changes to the framework and guidelines; and

s Any other decision necessary to ensure the overall effectiveness of this framework and
guidelines. :

7. Broadband and Zones

The assessment of job value is based upen the knowledge and experience required for fully satisfactory
perfermance as well as the creative strategic thinking and leadership requirements.

Jab value is typically at high levels for Associate Vice Presidents as members of the leadership team of a
large complex university such as UBC with a complex and challenging mandate. Each position is
considered important such that it should be included in the same broadband.

There are however a range of responsibilities and associated impact of those responsibilities. Certain
Assaociate Vice President positions have an important strategic impact upon the entire University, and
others have an operational impact upon a segment of the University. In establishing this framework and
guidelines, each Associate Vice President position has been assessed based upon the impact of the
whole job upon the University.

Within the broadband, five zones, each with a salary range and control point, are established as provided
far in the Appendix,

8. Market Compensation Information

Current market compensation information shouid be used to assess the appropriate salary control points
and ranges for the zones and the broadband. The cantrot point is the typical salary paid for consistently
fully competent performarice within a salary range. Normally, at this level, it would require sustained
performance over a number of years, dependent upon the job and the incumbent, to reach the control
point.

Benchmark ar typical Associate Vice President positions will be selected for comparison with the.
marketplace. The overall policy is to maintain a base salary position approximately at the median
positions of major Canadian universities (e.g. MeGill University, University of Alberia and University of
Toronto). Consideration is also given to comparisons with Simon Fraser University, as well as appropriate
public and private sector employers.

On occasion, exceptional and unusual market demands sometimes require the analysis of other
marketplaces and the need to adjust salary levels. In such situations, any required increases to salary
control points and ranges must be reasonable, respecting public sector valugs of prudence and probity.

in 2008 an analysis of market compensation information was conducted and, based upon the
aforementioned policy, a broadband with zones and associated salary ranges and control points was
developed. In accordance with Paragraph 5 below, this was updated in 2006 and 2008. No review was
done and no adjustients were made in 2007, 2009 and 2010,

9. Salary Ranges and Zones
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Salary ranges and control points will need to be developed or reviewed, as appropriate, each year for
each zone. This will be based upan market compensation information outiined in Paragraph 4.

Annual reviews of salary ranges and control paints of the broadband and the five zones will be carried out
as follows:

¢ (Cne year with across the board increases consistent with projected average increases in the
University sector; and

» The next year with a formal rewew of the marketplace using benchmark positions {(similar to that
conducted in 2005),

The salary range and confrol point of each Associate Vice President position may be adjusted due to:

* The annual review of salary ranges and control paints;
s Increased or decreased job value and assignment to a zone with a higher or lower control point.
This adjustment needs to be supported by a position description and objective analysis.

Any newly created Associate Vice President position will be allocated to a salary range and control point
upon review of a position description and objective analysis,

The formal review conducted in 2005 provided for the following broadband of salary:

s Arange of approximately 20% below the lowest actual salary and 20% above the highest actual
salary, i.e. @ broadband in 2010 of $128,1000 {o $243,000;

» Each Associate Vice President position was assessed within one of the five zones with salary
control pointes for each zone;

= The zones with associated salary ranges and control points, within the broadband, are as follows:

Salary ($000s)
Minimum Control Poin Maxirnum
Zone 1 161 202 243
Zone 2 149 185 221
Zone 3 138 170 200
Zone 4 133 159 185
Zone 5 128 148 169

10. Actual Salary Review Process

Each Associate Vice President position has an assigned zone with an associated salary control point and
range.

Normally, the actual salary paid to each Associate Vice President should be- within this range, and should
approximate the control point if actual performance an the job is consistently fully competent with all
aspects of the job. Normally, at this level, it would require sustained performance over a number of
years, depending upon the job and the incumbent, to reach the cantrol point.

The actual salary of each Asscciate Vice President should be reviewed each year. Subject to PSEC
requirements, any adjustments should assess two components: a basic element to address cost of living
increases, subject to satisfactory performance; and a supplementary element fo address the performance
and experience of the incumbent.
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Normalty performance will be assessed based upon actual performance compared to pre-determined
established goals and objectives.

The timing of any salary adjustment should be made at the end of a one-year period during whlch
performance is measured.

The timing of any salary adjustment will be determined by each Vice President, and does not have to he
the same for each Associate Vice President. The selection of timing should be such as 1o be appropriate
for the purposes of assessing one year's performance, and should be supportive of the Vice President's
annual goals and abjectives for their areas of responsibility. For example, the following performance
years couid be considered:

March 31° end of fiscal year: administrative positions

June 30" end of academic year academic & student related positions
Newly appointed Associate Vice Presidents will not normally receive a salary review until the end of their
first completed year performance period. Exceptions may be considered for Assaciate Vice Presidents

appointed early in the performance year period and/or the incumbent exhibits an outstanding level of
_performance.

UBC Policy 63 (see Appendix B) requires staff members who are not represented by a union or
association be compensated at similar levels for comparable work of staff members represented by a
union or association.

As such, the University utilizes the compensation plan of the Association of Administrative and
F'rofess:onal Staff (AAPS) for the SUDs and XMP employee groups. The AAPS compensation plan is
outlined in the Framework Agreement between the University of British Columbia and AAPS:

7.4 (C} Compensation Guideline

The purpose of the campensation guideline is to attract and retain qualified individuals in the
management and professional staff complement at a reasonable cosl, The compensation
guideline is that the. University will, over time and within the limits of its financial position,
endeavour to establish a compensation palicy line for management and professional staff at the
50th percentile of a representative comparator market. The representative comparator market
would be composed of an appropriate mix of comparabie employers with comparable paositions.
Appropriate consideration will be given to specific job requirements, external and internal job
values, recognition for individual performance and general market factors.

The Salary Administration Plan and Pay Structure are outlined in the Agreement on Conditions and
Terms of Employment and the between the University of British Columbia and AAPS:

LETTER OF AGREEMENT #1 - Re: Salary Administration Pian and Pay Structure

The University and AAPS recognize that a fair and competitive pay structure and salary

administration plan are essential to attract and retain Management & Professional employees.
The parfies agree to the following pravisions of a salary administration plan and provisions to
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review the current pay structure. This Letter of Agreement replaces the Letter of Agreément dated
Ccteber 8, 2002.

General Provisions:

1. The parties agree {o the following principles and components, within the University's ability to
pay, for salary administration plan:

a) Internal equity — a comparison of the relative worth of jobs given the specific
requirements of each job; internal equity applies to job families;

) External equity/competitiveness - the 50th percentile of a representative comparator
market is the midpoint of a jab. The University should take into account market demands
for qualifications and abilities;

c) A pay structure consisting of grades with ranges; the assigning of jobs to appropriate
grades based on a classification/evaiuation process; and

) A salary administration plan for individual movement through the salary ranges,

2. In grder to meet its commitment in paragraph 1(b), the University shall conduict a salary survey
of the representative comparator market at appropriate intervals. The University shall consuit with
AAPS on the list of organizations that establish the comparator market prior to each survey. A
copy of the results of the salary survey shall be provided to AAPS. In the application of the
foregoing principles it is understood that market surveys will be done by job family; and that
Issues of relativity as between job families will not preciude a market adjustment for a job that is
otherwise appropriate.

3. Where an employee is paid a salary at the midpoint of the salary range it means that the
employee possesses full job knowledge, qualifications and experience. In the normal course,
emplayees will be hired, transferred or promoted between the minimum and midpoint of the
salary range for a job. An employee who is hired, transferred or promoted above the midpaint
means the employee possesses superior job knowledge, qualifications and experience.

4. Career Progress Increments: The University shall ensure that employees are compensated to
the midpoint of their salary range by the end of their fourth year in the position, from date of hire,
subject to satisfactory performance. There shall be up to four (4) increments from the salary at
which an employee is hired to the midpoint of the salary range, An employee shall receive an
increment once annually, no later than histher anniversary date in the current position, provided
that there is satisfactory performance in the job. Such increases require the approval of the
Administrative Head of Unit and the Department of Human Resources.

5. Salary Increases Beyond Midpoint: In accordance with the provisions of this paragraph,
increases to employees’ salaries beyond the midpoint of the salary ranges will be on the basis of
a performance-based merit pay model, and wili be effective no later than the anniversary date in
their current position. Departments and Facuities will establish objective criteria to evaluate
performance as the basis for merit pay models, based on their individual operational
requirements. The Department of Human Resources will provide guidance to this process and will
review criteria to ensure fairness and consistency in their application. Without limiting the
generality of the foregoing, such increases may include adjustments to base salary, one-time only
payments, re-earnable banuses, other forms of salary adjustments, ar combinations of these.
The University will determine on an annual basis, within its ability to pay, the amount(s) or range
of any performance-based increases. [n the event the University does not provide for any such
increases, it shall provide the Assaciation with the reasons for its decision.

6. General wage increases shall be the subject of negoetiation with AAPS in colfective bargaining.

7. The University may adjust the pay ranges for job families after consultation with AAPS,
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8. The University may adjust the salaries {base salary, stipends, differentials and/or any other
form of salary) of Individual employees to respond to market demands, retention issues and/or
anomalies,

Done Munroe, Q.C. is seized of any disputes regarding the interpretation or application of the
Current Letlter of Agreement #1 — Re: Salary Administration and pay Structure until its expiry and
alsc remaing seized of any disputes relating to the implementation of this initial determination. If
Mr. Munroe is unabie to serve as an arbitrator Robert Pekeles will be given the jurisdiction to do
so until the expiry of the current Letter of Agreement #1 — Re: Salary Administration and Pay
Structure:

A merit program is administered to SUDS and XMP employees, along with AAPS members, pursuant to
the above-referenced Salary Administration Plan and Pay Structure (see item #5). Merit is approved by
the Executive on an annual basis, and is typically up to a maximum of 3% of base salary, based on
performance.

SUDS and XMP Salary Scale

The AAPS salary scale Is used as the foundation for the XMP and SUDs groups. Pay grades 1 - 16 are
available for AAPS jobs, whereas pay grades 1 — 20 are available for the SUDs and XMP groups. In
accordance with the above-referenced AAPS agreement, regular compensation surveys are conducted.
SUDS and XMP jobs are Included in these compensation surveys, and adjustments to the.entire 20 pay
grid are made in response. '
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Non-Union Glerical)

The compensaticn plan for the Executive Administrative group is outlined in the Handbook for Executive
Administrative Staff:

SALARY ADMINISTRATION

The salary structure for the Executive Administrative group has a number of salary levels and
includes a minimum salary, midpoint salary and maximum salary. An employee is initially placed
between the minimum and midpaint of the salary range, depending on histher expertise and
experience for that particular position. After successful campletion of the probationary pericd (6
months}), the department may process an optional increase of between one and four percent.

1. CAREER PROGRESS INCREMENTS

The University shall ensure that employees are compensated at the midpoint of their salary range
by the end of their second year in the position from date of hire, subject to satisfactory
performance, '

2. SALARY INCREASE BEYOND THE MIDPOINT:

An employee’'s salary beyond the midpoint of the salary range will be based on meritorious job
performance. Generally, the employes must have completed hisiher probationary period and
already be at or above thé midpoint of the salary range to be eligible for a merit increase.

The compensation package for Executive Administration staff is reviewed regularly by the
Department of Human Resources. Recommendations from this review are forwarded to the
" President and the Board of Governors for approval,

The Executive Administrative merit-pay program reflects that of AAPS, SUDS, and XMP. Merit is
approved by the Executive on an annual basis, and is typically up to a maximum of 3% of base salary,
hased on performance. '
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Executive Administrative Salary Scale:

Classification

OfFee Asst 1

Secrelary

Offes Asst 2

Secratarg 2

Administrative Asst 1

Office A551 3

Adrministrative Adst 2

Aderinigtrative Asst 3f
Administrative Clerk 4

University of British Columbia
November 2, 2010

THE UNIVERSITY OF BRITISH COLUNMBIA
HON-UHIOH EXECUTIVE ADMIMISTRATIVE STAFF

Fer ‘Year
Par Month
Fer Hour

Per Year
Per Month
Per Eour

FPar Yaar
Per Month
Par Hour

Per ¥aar
Fer tdonth
far Houe

PerYear
Par Klonth
Per Hour

Per Year
Par Mehikh
Fer Hour

Per Yaar
Pear Month
Fear Hour

Par Yaar
Per Month
Per Hour

SALARY SCALES

EFFECTIVE 2009 JULY 04
Minimum  Midpoint Mazimum

3tE 34,600
2.584.82 2,8B233
17.07 13.07

32087 35741
28E0.6B 257842
1784 1850

332N 38,936
2.770.08 Z2.078.00
18.22 20,25

34208 36,105
2,868 17 317542
18.80 20.89

35.353 28285
M08 2.27375
18,38 21.54

36,872 30,854
2080.33 332117
1067 21.85

37.334 41,533
3.115.33 346108
08 2277

30,471 43,850
3.2B& 2E  3.86457
2184 24,04

358,081
3ATLIE
20.87

apzas
3.378.25
21.55

40831

3,385.82
3338

41,012
3.492.87
2298

43,217
380142
23.80

43,836
3.853:.00
23.02

45.562
3.8he.83
25.04

48,245
4.[20.08
2645

UBC Policy 63 (see Appendix B) requires staff members who are not represented by a union or
association be compensated at similar levels for comparable work of staff members represented by a

union or association,

As such, the University utilizes the CUPE 2950 compensation plan as a comparator for the Executive
Administrative (Non-Union Clericai} employee groups. Adjustments to the Executive Administrative salary
scale typically reflect salary changes to comparatar CUPE 2950 jobs. Salary rates are not identical as
the non-union Executive Administrative group utilizes a salary “range” approach, where as the CUPE
2950 compensation pfan is a “step” system. In addition, Policy 83 highiights the University's “total
compensation” approach to determining equity and fairness.
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{51 Nog:Unlon Technicians and Reséarch Assistants (1RAS)

The compensation plan for the TRA group is outlined in the Handbaok for Technicians & Research
Assistants:

Compensation Policy and Practice

The University expects that its total compensation policy (salary, benefits including paid time off
and other perquisites) will attract and:retain highly qualified staff. In order to administer salaries
fzirly, the University has developed and is maintaining a salary structure system based an job
content.

Job content is detailed in a formal written position description that was developed by your
operational unit. Position descriptions act as a guide to iliustrate the key functions of a position. A
copy of each position description is kept in the unit. The position description forms part of yeur
conditions of employment. No job remains exactly the same forever and position descriptions
may be updated periodically to reflect the actual cantent of the job as it changes, Position
descriptions are then compared to standard job descriptions developed for TRAS to determine the
classification and the position level.

The classification levels are assigned a salary range. The salary range has a minimum salary,
midpaint salary and maximum salary, You are initially placed within the salary range depending
on your expertise and experience for that particular position, usually between the minimum and
midpaint of the range. Upon successfui completion of the probationary period, the department
may put through an optional increase of between one and four percent.

Up-to-date salary scales/ranges are accessible on-line at
hitp:www.hr.ubc.ca/comp/salary_admin/salary_scates. htm!

Career Pragress Increments

The University shall ensure that you are compensated at the midpaint of your salary range by the
end of your second year in the position, subject to satisfaclory performance.

Salary Increases Beyond Midpaint

Movement of your salary beyond the midpeint of the salary range will be based on meritorious job
performance. Generally, you must have completed your probationary pericd and already be at or
above the midpoint of the salary range to be eligible for a merit increase. A formal merit program
is under review by the University Executive with an expected implementation date of late 2009.
The compensation package for TRAs is reviewed by the Departmient of Human Resources
annually, Any recommendations from this review are forwarded to the President and the Board of
Governors for approval or amendment,

Since the publication of the Mandbook, a merit pay program has been implemented for the TRA group.
The program reflects that of AAPS, SUDS, and XMP. Merit is approved by the Executive on an annual
basis, and is typically up to a maximum of 3% of base salary, based on performance.

13
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Non-Union Technician and Reésearch Assistant Salary Scale:

HON-UNION TECHNICIANS & RESEARCH ASSISTANTS

Classification
L=b Aest

Regeamh

AssieantTech |

Research
AssistantiTech 2

Reseanch
AsosistantTed 3

Resezmh

AesizEntTech §

Reseamh
AstistamtiTech 3

Hesearch
BasieentTech @

Erg Technidan’
Regearch Asst §

Eng Technician'
Resezch Asst 2

Erxy Technicianf
Resaych Asst 3

Eng Techmician’
Research Asst4

Eng Technician’
Respamh Asst S

THE IIVERSITY OF BRETISH COLUMBIA

Fay Grade

}

ra

1

12

SALARY SCAILE

Per Year
Par Month
Per Hour
Par Yoz
Per Month
Per Hour
Per Year
Per Morith
Fer Hour

Per Year

‘Per Month

Per Hodr

Par Year
Per ¥ont
Per Hour

Per Yex

Par Menth.

Per Hour

PerYex
Per Moath
Per Heur
Par Year
Per Manth
Per Hour
Per Year
Par Moath
Per Hour

Per Year
Par Month
Per Hour
Per Yoz
P=r Wonth
Per Hour

Par Year
Per Yoath
Par Hour

Effective 2089 July 1
Minimum- Midpoint Maximum
TEFE 700 33543
MPER 254340 AFRS 05
1522 828  17A
36122 27880 308555
A0.17 315742, IYK67
852 1043 205
WA 41708 45422
317633 342076 378517
195 242 27320
40,150 42320 47458
3MAYT 365247 30567
At 2248 2434
46003 0020 54.037
393358 418333 250308
25 2865 LT
51714 S7aiF 61520
S4TE1T  4E01A42 512667
FES 55 ES
53353 E@2270 66,200
488317 518003 551657
A/ N 13D
3188 A 37474
82400 257347 312E4d
17.43 12.20 1022
25014 41783 45552
JOETEL 3401827 30800
1848 2143 238
43,03 5 az 54 037
383356 418333  <$50408
235 2585  ZFT
mRTE EREIT 815
427537 AEQ142 512667
A 255 3155
55,353 §2278  OR.20G
SEEIIT  51E0E2?  SHIGET
b K I T \ -1

University of British Columhia
November 2, 2010

UBC Policy 63 (see Appendix B) requires staff members who are not represented by a union or
association be compensated at similar levels for comparable work of staff members represented by a

union or association.

As such, the University utilizes the CUPE 116 compensation plan as a comparator for the Non-Union
Technician and Research Assistant employee group. Adjustments to the Technician and Research
Assistant salary scale typically reflect salary changes to comparator CUPE 118 jobs. Salary rates are not
identical as the non-union TRA group utilizes a salary “range” approach, where as the CUPE 116
compensation plan is a "step” system. In addition, Policy 63 highlights the -University's “total
compensation” approach to determining equity and fairness.

14
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Child. Carg

[E1Non-Unio

UBC Policy 63 (see Appendix B) requires staff members who are not represented by a union or
assogciation be compensated at similar levels for comparable work of staff members represented by &
union or association,

As such, the University utilizes the BCGEU Child Care compensation plan as a comparator for the Non-
Union Child Care employee group.

Compensation for BCGEU Child Care employees is governed by the collective agresment with the
University, which states the following:

SALARY STEP SCALE - 'LACEMENT OF EMPLOYEES ON THE SALARY SCALE

New emplayees shall be placed al Step 1 of the appropriate classification on the salary scale at date of
hire.

Existing employees who are promated or reclassified to a senior position shall be placed at Step ¢ in the
new classification.

Regardless of the duties performed or the level of responsibility undertaken by 20 employee in the
Assistant classification, that employee upon reclassification. because of attainment of their certificate of
qualifications shall be placed at Step | of their new classification.

Employees shall move to the next step in their classification on. the salary scale upon their yearby
anniversary date of placement in that classificalion.

The collective agreement also provides a description of each employee classification. Salaries are
outlined by classification in the Salary Scale, which is part of the collective agreement.
Adjustments to the Non-Union Child Care salary scale typically reflect salary changes to comparator

BCGEU Child Care jobs. Salary rates are not identical, as the University takes a “total compensation”
approach to determining eguity and fairness.

Non-Union Child Care Salary Scale

Chtl’dcareSa!aryScafe..Nun- ian Grotpg
(Salaf Centre and Kittiwake Centre) - -°

Effective January 1, 2009 " .

390001 Assistant Earty Childhood Educator {Assist. EC.E.) 4 14.83 1513
2410 2450
2890 29,508

390002 Assistant infant Toddier 42 16.28
2,546
31,752

380003 Early Childtood Edugator (E.C.E.) Infan/Toddler (IT} 5 1688 1721 1755

2,743 2797 2,852
32918 33504 24224

390004 Sendor Eady Ghildheod Educator {Sr. E.C.5.} 3 1949 1998 2028
3167 3,231 3295
Jau0se 38772 39,552
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otkers

Fraty -t

The Farm Worker group is relatively small {less than 10 incumbents). Aside from base salary, as outlined
in the table below, a merit program is in place for Farm Workers. The program reflscts that of AAPS,
SUDS, and XMP. Merit is approved by the Executive on anannual basis, and is typically up to a
maximum of 3% of base salary, based on performance.

The University ulilizes the Non-Union Technician and Research Assistant (TRA) compensation plan as a
comparator for the Farm Worker employee group (see [5] above). General Wage Increases for Farm
Workers are typically based on the percentage increase that the TRA group receives.

Farm Waorker Salary Scale

URIVERSITY OF BRITISH COLUMBIA
AGASSIE RESEARCH FARM WORKERS

SALARY SCALES

4-Jui-a9
Classification  Pay Grade Minimum  Midpeint Maximum
Farm Warker 1 4 Per Year 6,724 38,13 40,036
Per Month 3618687 2177.58 3,536.50
Fer Hour 1742 18.33 19.25
Farm Worher 2 ) PerYear 41,638:.00 43,829.00 48 0206
Per Month 3,469.83 3,652.42 3.835.00
PerHour 20.02 21.07 2213

[8T Research Associates

Research Associates are full-time or part-time term appointees who primarily conduct research with no
formal teaching duties. This fitle is available only to those persons who hold the Ph.D. degree or ofher
equivalent qualifications or work experience in their field of research. Such appointments do not lead to a
tenured appeintment.

UBC Policy 63 (see Appendix B) requires staff members who are not represented by a union or
association be compensated at similar levels for comparable work of staff members represented by a
union or association.

The University doesn't have comparator bargaining unit jobs for the Research Associate group. As such,
a salary guideline was developed (see below). General Wage Increases for this group are typically based
on the percentage increase that other union and non-union groups receive. '
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Research Associate Salary Guideline

Salaries and benefits of Research Assaciates are paid from research grants or coniracts. There is no
salary scale for research assaociates but there is a minimum per annum salary required for full-time
appeintments which will be pro-rated for part-time appointments:

As of July 1, 2006 - $46,350.00
As of July 1, 2007 - $47,740.50
As of July 1, 2008 - $49,411.42
As of July 1, 2009 - $51,140.82

[97 Postdoctoral Feliows

Postdoctoral Fellows (PDFs) are individuals wha have completed a doctoral degree and who are seeking
the opportunity to train further in a particutar area of research. Some UBC Postdoctoral Fellows are
cansidered emp]oyees and have an employment relationship with UBC. The term of the employment
relationship is typically three years, but may be extended to five years.

Postdoctoral Fellows are governed by UBC Policy #61, which includes the fdl[owing in the Procedure
section:

6. Compensation

6.1. PDFs may be funded from external awards, by University endowment or operating funds, by
payments from grants or contracts held by faculty, or from a cambination of sources.

6.2. Salary ranges for PDFs are governed by the reguiations of granting agencies. For current
information, contact Research Services. Where no specific salary is mandated, the PDF’s
compensation is based on his/her relevant experience and responsibilities, the final salary
astablished by the Grant-Holder following consuitation with the PDF and approval by the Head. At
the discretion of the Head and Dean, fotal compensation may exceed the regulated maximum of
a single granting agency, provided that other sources of funding are available. Given the short-
term nature of the appointment, salaries are net normally reviewed mid-term,

Adjunct Appointments; and: Fost-Retirement EACUILY Appointments

Visiting Faculty

“Visiting” appointments are made only when appointees hold continuing appointments or have emeritus
status at other universities or institutions to which they expect to return, Visitors' appaintments wilt
narmally be listed by the rank, which they hold in the home institutions, or by an appropriate equivalent
rank, preceded by the word "visiting". These positions are normally held for a maximum of 2 years.
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UBC Palicy #41, Visiting Professorial Staff (hitp:/fwww.universitycounsel.ubc ca/policies/policy41.pdf )
governs this type of appointment, and states the foliowing:

1.2, The University of British Columbia will, subject to the approval of the Depariment Head and/or
Dean,

1.2.1. reimburse the visitor's institution for the salary and employer cost of fringe benefits. In
the case of contributions to pension plans, the University cannot contribute more
than it would for its own faculty members, including the employer contribution to the
Canada Penston Plar; visitors would, of course, continue to be paid in the normal
way by their institutions; or

1.2.2. pay the agreed amount of salary directly to the visitor and pay directly the employer's
cost of compulsory deductions such as Unemployment Insurance and Canada
Pension Plan. The visitor's heme institution shall be reimbursed for the employer
costs of fringe benefits provided by that insfitution, such as Pension Plan, Group Life
Insurance, Group Total Disability Income, and where applicable, Medical Plans*.
However, in the case of contributions to pension pians, the University cannot
contribute more than it would for its own faculty members, including the employer
contribution to the Canada Pension Plan. The employee costs of fringe benefits
would be paid directly by visitors to their home.institutions in respect to those
benefits which were being continued on their behalf by the home institutions.

1.2.3. In hoth instances above, reimbursement to the visitors’ home institutions would be on
a billing basis and such costs are to be borne by the departmental budget.

Visiting Scholars are usually graduate students who require experience at another university prior to
completion-of their degree or other scholars who are coming to use our libraries and interact with our
faculty for his or her own benefit, it is expected that such appointees will return to their home university or
institution. These positions are normally held for a maximum of 2 years. In the case of citizens or
permanent residents of Canada, these positions may be paid or unpaid.

Visiting Scientists are usually researchers who do not hold an acadéemic appointment elsewhere but are
currently employed in & non-academic position, who are coming to work in our labs tempararily. It is.
expected that such appointees will return to their positions. These positions are normally held for a
maximum of 2 years. These positions can be paid or unpaid.

Adjunct Faculty Appointments

Adjunct Appointments are part-time appointments made in the case of those who have some special
professional skill or learning of value to the University but who are primarily engaged in the practice of
their professions autside the University. These appointments are typically for a one year term, but do not
exceed three years. A salary of an honorarium may be paid to a persaon holding such an appointment.
Individuai contracts specify remuneration.

Policy #44, Adjunct Faculty Appointments (http:/www. universitycounsel . ubg.ca/policies/policy44.pdf )
governs Adjunct Appointments.

Post-Retirement Facuity Appointments

From time to time the University re-hires a retired faculty member as a new hire, or inta a post-retirement
appointment under UBC Palicy #27, Reappointment of Retired or Retiring Members of Faculty

18
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(htto./Awww universitycounsel.ubc.ca/policies/policy27.pdf). Policy #27 states the foliowing as one of the
principles of reappointment of retired faculty members;

1.1.5. that remuneration be commensurate with the services performed (e.g. depending on the
circumstances, teaching could be on a pro bono basis, or involve a salary ranging from
very modest to the scale amount for lecturers);

Individual contracts specify remuneration,

[ UBC Investmiént Management Triustinc. (Subsidiary of UBE)

UBC Investment Management Trust inc. (UBC IMANT), originally approved by UBC’s Board of Governors
(BOG) in fiscal 2002/03 and incorporated under the B.C. Company Act in March of 2003, opened its
offices in May of 2004. It assumed official responsibility for the investment management of $1.4 billion
(today 52 4 billion} of the University of British Columbia’s and related portfolic assets in July-of 2004. The
company is a share capital entity, 100% owned by the University. IMANT acts as UBC's investment
manager, with ownership of the assets resting with UBC or appropriate beneficiaries. UBC IMANT is
governed by an 11-person Board of Directors (seven external, and four associated with UBC), and has
four staff.

Compensation Philosophy

IMANT's compensation is positioned based on the following:

» To recruit and retain staff with the skills, training, and knowledge to add substantial value over
and above passive market returns fram public securities, and to generate stable long-term
returns. Compensation should incent staff to design and implement programs that do not
necessarily deliver short-term returns, but have above-average prospects of generating superior
fong-term returns,

In relation to cempensation in the sectars from which it recruits staff (e.g., pension investment
industry, investment management industry),

* UBC compensation, benefits, and pension levels are a comparative factor, even though job skill,
edycation, and experience levels are net directly comparable.

IMANT should lock through time to align iself with other University investment management
companies, and secondarily to investment managers generally.

= U.S. compensation levels are considered.
Compensation consists of base salary, health care and insurance benefits, pension benefits, and a
bonus,
Borus Structure
The annual bonus payment is up to 35% of base salary for the President and Chief Executive Officer, with

progressively lower maximum amounis for other IMANT staff, with the Adminfstrative staff member being
eligible for up to 10% of base salary.
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The annual bonus payment is based equally an qualitative and quantitative cutcomes:

* Qualitative outcomes are based on the staff member's business plan objectives, which are
established annually.

*  Quantitative ouicomes:;

o The primary investment cbjective is to maximize long term investment potential, and the
short term incentive compensation plan is designed to motivate and reward the creation
of long term gains.

o Quantitative targets are set for each individual fund under management. Two measures
are used for each fund: long term investment rate of return target (weighted 1/3 by doltar
amount of funds), and rolling three year actual investment rate of return relative to the
benchmark for the individual fund (weighted 2/3 by dollar amount of funds).

o Ifinvestment returns are negative, but benchmarks have been met or exceeded, awards
based on quantitative results will be calculated, but payments will be deferred until the
overall return. of the funds under management is positive.

o These components for the staff members are determined by the President. The
Chairman will determine these components for the President.

Roles

= Compensation recommendations for staff members are made by the President to the HR
Committee of the Board, for approval by the Board.

=
m.

121 ‘roperties Investments Ltd {SubSidiary 61 UBC)

UBC Properties Investments Ltd. is the trustee of UBC Properties Trust, with the mission to acquire,
develop, and manage real estate assets for the bensfit of the University. The trustee operates-with a
Board of Directors currently comprising eight outside directors and three members of the UBC
Administration, including the President of UBC. The outside Directors are chosen to represent their
respective areas of knowledge and expertise.

;
i

UBC Properties Investments Ltd. reports to the UBC Board of Governors through UBC's Vice President
Finance, Resources, and Operations. It employs approximately 30 staff.

Compensation Philosophy

UBC Properties Investments Ltd. compensation is positioned based on the following:

* Torecruitand retain staff with the skills, training, and knowledge required to acquire, develop,
and manage property.

= Inrelation to compensation in the sectors from which it recruits staff {i.e., real estate development
market).

Compensation consists of base salary, health care and insurance benefits, and pension benefits (RRSP),
In addition, there is a bonus structure in place for senior project managers and execiitive team members
earning over $100,000,

20
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Bonus Strucfure

The annual bonus payment is up to a maximum 25% of base salary.

The annual bonus payment is based on project performance (e.g., completion of projects on time
and on budgef, etc.).

Compensation recommendations (both new hire salaries and annual salary increases) are made
by the respective manager, and approved hy the President/CEO and the VP/CFQ,

The exception is senior project management staff and executive team members — compensation
decisions for those earning over $100,000 are made by the Compensation Committee of the
Board of Directors,

All compensation decisions are based on industry standards (i.e., relevant comparatar market).
UBC Properties Investments Ltd. has the compensation approach of paying slightly higher base

salaries than the comparator market, with significantly lower bonuses.

21
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Policy #31 Executive Compensation

Background & Purposes:
The purpose of this Policy Is as follows;
* to arliculate principles for establishing compensation packages for the President and Vice
Presidents of UBC;
= o provide for full disclosure of compensation for the executive officers of UBC

1. General
1.1. The guiding principles of the compensation program for executive officers of UBC are:

1.1.1. Rationality: UBC establishes compensation [evels which balance fair value for
work with UBC's ability to pay.

1.1.2, Equity: Campensation relates internally to the worth of a job as measured by
skill, effort, responsibility, working conditions, and externally to market
comparisons of similar fobs in similar institutions with which the University
potentially compete for staff.

1.1.3. Ability to attract and retain qualified candidates: UBC's compensation
practices are competitive within the range and type of organizations from
which it recruits.

1.1.4. Relation to performance: Where compensation is used as a means of
acknowledging performance, performance measurement is based on clear,
documented individual 2nd organizational targets.

1.1.5. Compliance with legal obligations: Compensation practices comply with
statutory obligations of the Employment Standards Act, the Human Rights
Code and any other applicable legislation.

1.1.8. Termination arrangements: In cases of termination from the University for
cause, no notice or pay in lieu of notice is paid. When an executive officer is
required {o step down for any reasan other than cause from that position, but
exercises the option to return to a positicn as a faculty member, librarian,
program director, or equivalent, no notice or pay in lieu of notice is paid.

* Terminations from the University for reasons ather than cause are
compensated in accordance with current legal values for executive
termination.

1.1.7. Conflict of interest: Consistent with the Policy on Conflict of Interest, decisions
on compensation are made in a manner to ensure that a conflict of interest will
nat occur,

1.1.8. Full disclosure: UBC makes regular and full public disclosure of the
compensation of each executive oificer,

22
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PROCEDURES

Approved: May 1995

Revised: June 2005

Fursuant to Policy #1: Administration of Policies, "Procedures may be amendad by the
President, provided the new pracedures conform to the approved poficy. Such
amendments are reported at the next meeting of the Board of Governors and are
incarporated in the next publication of the UBC Pulicy and Procedure Handbook.”

1. General

1.1. The compensation package for vice presidents of the University, based on the
guidelines above, is recommended by the President to the Board of
Governor's Management Resources and Compensation Committee for
approval. The President’s compensation package is dealt with directly by the
Management Resources and Compensation Standing Committee,

1.2. Once approved, the compensation packages for each executive officer are
published in the set of Financial Statements containing Bill 23 information.

2. Detailed Procedures

2.1, Ta determine the appropriate compensation level, the jobs of executive officers
of UBC are first evaluated by using a system which measures factars such as
skill, effort, responsibility and working conditions, and then, based on the
composite job worth, compares with jobs in B.C. arganizations, and, where
appropriate, with simiar positions at other North American universities.

2.2. All elements of compensation are costed into the total, unless nated as merely
nominal in value,

2.3. The current legal value for notice upon termination without cause for executive
officers (non-inclusive of vacation owed), applies to a maximum of eighteen
months. Facters considered as part 6f the guideline include ags,
employabifity and long service elsewhere. in addition, up to one year of out-
placement counselling service is paid for by UBC. Arrangements for orderly
transition of benefit overage may be approved an an individual case basis
by the President. Where there is a Board-approved contract, addressing
termination arrangements with an executive officer, those contract conditions
will apply.

2. 4. Business expenses are governed by-the policies on Travel (#83) and
Entertainment (#84). See also Policy on Conftict of interest (#87).

3. Definltions

3.1. Compensation means salary, other forms of cash payments {including stipends
and aftowances), vacation, leaves with pay, employer-paid benefits, loans,
use of car, car allowances, housing, club memberships, tuition waivers,
professional fees, and any other benefit received by .an executive officer from
uBcC.

3.2, Execufive Officer means President and Vice President.

23
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University of British Columbia
Novamber 2, 2010

Policy #83 Non-Union Staff Szalarles

1. General

1.1, Staff members who are not represented by a union or 2ssociation will be compensated at
similar levels for comparable work of staff members represented by a union or association.

1.2. The Associate Vice President, Human Rescurces will review the compensation of staff
membpers who are not represented by a union or association at appropriate intervals and make
recommendations, as appropriate, to the Administration far any adjustments to such
arrangements.

1.3. For purposes of this Policy, compensation includes the elements of salary, benefits, pension,
leaves, and certain perquisites, as measurable values can be assigned to these elements. Other
perquisites and warking conditions have inherent value and are-impartant, but are difficult to
measure, and are therefore excluded from the review provided for in paragraph 1.2.

24
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THOMPSON RIVERS ' UNIVERSITY

September 24, 2010

Mr. Tom Vincent

Vice-President,

Public Sector Employers’ Council
PO Box 9400 Stn Prov Govt
Victoria, BC

VEW 9V1

Dear Mr. Vincent:

Please find enclosed the submission from Thompson Rivers University (TRU) in
regard to excluded and executive compensation plans, as requested in your letter
of July 14, 2010. The administrative employées at TRU have their terms and
conditions of employment as provided in the ‘Benefits and Working Conditions
Administrative Employees’ document (see Appendix 1). This document outlines
many of the specific compensation terms and conditions for our administrative
statf that you have requested. For senior administrative appointments, TRU has
employment contracts with each individual and these contracts have previously
been submitted to PSEC through the Senior Employee Compensation database.

In addition to the ‘Benefits and Working Conditions Administrative Employees’
document, the following compensation policies and practices are in place for

administrative employees at TRU:

Position Evaluation: TRU has a comprehensive job evaluation plan for its
administrative employees. The job evaluation plan is comprised of six (6) major
factors that describe (i) responsibility and results, (ii) teamwork and relationship
building, (iii) stakeholder service and delivery, (iv) know how and experience, (v)
problem solving and decision making, and (vi) leadership and development.
Each administrative position is rated and ranked based on these factors to
establish an internal equity ranking of all positions. The six factors, the levels of
work framework, the ranking document and the corresponding pay grid for all

excluded positions is attached (see Appendix 2).
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Executive Compensation: Each year the University provides the executive

compensation reporting as per the PSEC requirements for the President and the
four top executive positions. Accompanying this submission is the Board'’s
statement of compensation philosophy (see Appendix 3). At this time, TRU has
not implemented re-earnable incentive plans or bonus plans for any of its

executive positions.

In establishing the compensation of the executive positions TRU considers
internal equity (as set out in the job evaluation results), external market
comparators and total compensation factors. Total compensation factors include
salary, health and welfare benefits, pension, vacation, and administrative leave
provisions, where applicable. The base salary for the senior Vice-President
position(s) has normally been set at no more than 90% of the President’s annual

salary (based on President’s 2008 compensation rate).

Compensation Principles and Salary Schedule: Administrative positions
classified below ‘D-High” have a corresponding five-step salary scale and
employees receive a yearly salary increment, assuming good performance. In the
case of positions classified at the ‘D-High’ range and above, there is a

compensation range.

All administrative employees receive a base salary adjustment each April 1¢
based on the general wage increase as per any PSEC fiscal mandate that is
established. The salary schedule for excluded positions is attached at Appendix
&

Health and Welfare Benefit Plans and Pensions: TRU provides the same
package of health and welfare benefits to all full time administrative employees.
The employer pays the benefit premiums for MSP, extended health including
vision care, dental, life insurance, and accidental death and dismemberment. The

employee pays the benefit premium for short term and long term disability,
which are non-taxable benefits. The premiums are cost-shared for ongoing, part
time positions and specified term employees based on the percentage of the
appointment. All administrative employees participate in the College Pension

ii
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Plan. Details of each health and welfare benefit are outlined in the ‘Benefits and
Working Conditions Administrative Employees’ document at Article 17 (Appendix 1).

Appointment Categories: The majority of administrative positions are ongoing,

full time appointments however the University has several appointment types
including ongoing part- time, temporary or ongoing specified term (see Article 4
- Definitions in Appendix 1).

Perquisites: In regard to any perquisites provided, TRU allows all staff to retain
personal travel points however the travel policy requires an employee to choose
the lowest airfare travel, consistent with the related travel. TRU does not provide
taxable benefits for housing.

Professional Associations: In regard to policies governing professional
associations, TRU provides reimbursement for a professional designation if it is a

position requirement (see Article 19.8 in Appendix 1).

Car Allowance: TRU does not provide leased vehicles. TRU provides a car
allowance to the Vice-President’s as outlined in the employment contract of each

employee.

Related Policies: With regard to travel expense reimbursement, please find

attached the most recent policy titled Expense Policy - Travel (Appendix 4) which
is being updated. TRU expects that the Board will approve this update to the
current policy at its next meeting to be held October 1, 2010. At the same time,
TRU expects the Board will approve a new policy regarding Entertainment,
Hosting and Hospitality Expense Policy (see Appendix 5).

ii
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This summary and the appendices attached provide a comprehensive listing of
the compensation policies and practices for the excluded administrative
employees at Thompson Rivers University.

Please contact me directly at (250) 828-5458 if I can provide any further detail.

Sincerely,

Humah Resources & Planning

cc: K. Debruijn, Chair, Board of Governors
R. Barnsley, President and Vice-Chancellor (Interim)
C. Neufeld, Vice-President, Administration and Finance
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Appendix 1

BENEFITS AND WORKING CONDITIONS

ADMINISTRATIVE EMPLOYEES

Revised March 30, 2006
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1.1

1.2

21

BENEFITS AND WORKING CONDITIONS
ADMINISTRATIVE EMPLOYEES

INTRODUCTION

The administrative employees at Thompson Rivers University (TRU) are those
employees who, by nature of the responsibilities of their positions, are
excluded by the Industrial Relations Act of British Columbia from certification
by either the Thompson Rivers University Faculty Association or the
Thompson Rivers University unit of the Canadian Union of Public Employees,

Local 900,

The Benefits and Working Conditions document is an outline of the terms of
employment for administrative employees that have been introduced and
agreed to during the life of the University and which are subject to change
from time to time by the Thompson Rivers University Board of Governors in
consultation with the administrative employees and the Association of

Professional Administrators.

This Benefits and Working Conditions document applies to all ongoing and
temporary, full-time and part-time administrative employees except where

noted.

THE THOMPSON RIVERS UNIVERSITY ASSOCIATION OF
PROFESSIONAL ADMINISTRATORS (TRU APA)

The Thompson Rivers University Board of Governors recognizes the
Thompson Rivers University Association of Professional Administrators (TRU
APA) as the representative of administrative employees at the University.

The TRU APA represents the interests of the Association to the TRU Executive
and the TRU Board of Governors. Membership is open to any administrative
employee.
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3. AIM

3.1 The Benefits and Working Conditions document is designed to communicate
the terms and conditions that, in conjunction with an accepted letter of
appointment and a current position description, form the official employment
contract between Thompson Rivers University Board and the administrative

employee.
4. DEFINITIONS

For the purposes of this document the following terms shall be interpreted as

follows:
4.1 “Ongoing Employees” includes:
4.1.1 “Full-time Employee” is an employee hired in an ongoing full-time position

and whose appointment is continuous from year to year.

4.1.2 “Part-time Employee” is an employee hired in an ongoing part-time position
less than 35 hours per week and whose appointment is continuous from year

to year.

413 “Specified Term Employee” is an employee hired in a full-time or part-time
position and whose appointment is for a specified period of time each year.

414 “Probationary Ongoing Employee” is a new ongoing employee, who shall
serve a probationary period of twelve (12) months from the date of hire. The
probation period provides TRU with the opportunity to assess the employee’s
suitability for continued employment in a position. Conditions of probation
are set out in Article 7. Probation and Evaluation (ongoing employees).

4.2 “Temporary Employees” includes:

"

4.2.1 “Full-Time Employee (over six months)” is an employee hired in a temporary
full-time position and whose appointment is greater than six months but does
not exceed one year.

4.2.2 “Full-Time Employee (less than six months)” is an employee hired in a temporary
full-time position and whose appointment does not exceed six months.

4.2.3 “Part-Time Employee (over six months)” is an employee hired in a temporary part-
time position less than 35 hours per week and whose appointment is greater than six

months but does not exceed one year.

6
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424 “Part-Time Employee (less than six months)” is an employee hired in a temporary
part-time position (less than 35 hours per week) and whose appointment is less than
six months but does not exceed six months.

4.3 Benefits

43.1 Ongoing full-time administrative employees meet the eligibility requirements for
enrolment in the benefit plans described in Sections 17 and 18. The employer will pay
100% benefit premiums, except short term and long term disability benefit premiums

which are 100% employee paid.

43.2 Ongoing part-time administrative employees meet the eligibility requirements for
enrolment in the benefit plans described in Section 17 and 18, except short term and
long term disability benefit premiums which are 100% employee paid. Employees
will cost-share premiums, with employer/employee portions calculated on
percentage of workload.

433 Specified term employees, or temporary full-time employees (over six months) meet
the eligibility requirements for enrolment in the benefit plans described in Section 17
and 18, except short term and long term disability benefits. Employees will cost-
share premiums, with employer/employee portions calculated on percentage of
workload.

434 Dependent on contract specifications and individual requirements, benefits coverage
is offered on a single, couple or family basis. Spousal coverage is extended to same

sex and common-law couples.

435 Administrative employees who are on a Presidential approved unassisted leave will
be given the opportunity to continue benefits coverage, with 100% of the premiums
employee paid. Continuation of benefits while on the unassisted leave is on an “all or
nothing” basis with no option to select specific benefits.

436 A summary of benefits can be seen at http://groupbenefits.manulife.com Human
Resources will provide details regarding personal benefits coverage.

7
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95,12

5.1.5

523

WORKLOAD

Work Scheduling

The parties recognize that the nature of some administrative employees’ duties
requires considerable flexibility to accommodate varying workloads and operational
needs. These employees are normally expected to be self-directing with respect to
their job function, and may sometimes find it necessary to work considerably more

than an average work week in order to perform their duties satisfactorily.

If an employee does not have managerial or supervisory duties and is expected to
work other than the hours specified at time of hire, every attempt will be made to
agree mutually upon an alternative work schedule in advance. Determination of
work schedules will be directed to accommodate both TRU’s operational needs and

the employee’s right to a reasonable and flexible work schedule.

Every attempt will be made to agree mutually upon an alternative work schedule in
advance of any change. When administrative employees other than managerial or

supervisory employees are required by their supervisor(s) to work in excess of their
regular schedule, they shall be provided with compensatory time off. Managers are

defined as those with responsibility for supervising and directing others.

Reduced Workload

TRU may, on an ad hoc basis and without prejudice, allow an administrative
employee to engage in a reduced workload arrangement. Such an arrangement shall
not be taken as setting a precedent for a reduced workload for the employee’s

position, and may be renegotiated should workload volume dictate.

The request for a reduced workload arrangement shall be made to the President, and
must be approved by the employee’s immediate supervisor and/or the appropriate

dean or director.

During the period of reduced workload, which is normally not more than 12 months,
the employee’s normal vacation and sick leave entitlement will be prorated to reflect

the reduced workload arrangement.

8
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524 During the period of reduced workload, salary-sensitive benefits will be adjusted
accordingly. An employee who is eligible for full health benefits coverage will
maintain this eligibility. The employee will be responsible for any additional cost

incurred to maintain his/her existing level of coverage.

5.2.5 During the period of reduced workload, increments normally granted after a year of
satisfactory performance will be delayed until the equivalent of 12 full-time months

have elapsed.

5.2.6 At the end of the reduced workload period, the employee may either return to the
position’s normal workload or make application to the President for a further

reduced workload period.

5.3 Job Sharing

Job sharing is a method by which the employer (TRU) and administrative employees
can accommodate greater workplace flexibility and schedules. This process is not
appropriate for every employee or situation, but where operationally feasible,
administrative employees may share an ongoing position. Job sharing can be adapted
to accommodate various situations and allow the employer to maintain the standard

of quality and quantity of work expected, with a minimum amount of change and

adjustment.

5.3.1 This agreement establishes a provision for two ongoing administrative employees to

voluntarily share a single position.

5.32 Participating employees must each meet the qualifications given in the position’s job
description.

5.3.3 The sharing of one position by two administrative employees will not cause TRU to
incur greater costs (wages, benefits, vacation, etc.) than for the original single
position.

534 A request to engage in a job sharing arrangement shall be in writing to the immediate

supervisor (Dean, Director, Vice-President.) The supervisor will review the request,
which will identify the names of the two employees proposing to share a position, the
position to be shared, and how the position’s duties will be divided.

A schedule acceptable to the parties will be developed and maintained. This

schedule will be amended only with the supervisor’s consent.

wr
0
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538

6.1

6.2

A Job Share Agreement shall be drafted by the job sharing partners and the

supervisor. This Agreement will address the following issues:

a. The length of time the job share arrangement is to be in place. (The maximum
time is one year, with the possibility of renewal if all parties agree.)

b. The length of time before the arrangement is to be reviewed. (The suggested
review date is between two and four months after the arrangement commences.)

¢.  The length of notice required to terminate the job share arrangement. (Normally
30 to 60 days.)

d. What will happen to the position once the job share arrangement ends.

e.  What will happen if a job share partner resigns, retires, or otherwise chooses to
leave the job sharing arrangement. (Normally, the university will post the
vacant job share position.)

f. A stipulation that job sharing partners will not work fulltime unless relieving for

their partner. (Normally, all time off by either of the two participating

administrative employees will be covered by the remaining employee unless
otherwise approved by the supervisor.)

How statutory holidays will be handled. (Normally, job sharing partners will

equally share statutory holidays, regardless of the work schedule, by mutual

consent, and in consultation with the supervisor.)

e

The draft Job Share Agreement described in 5.3.6 will be reviewed by the Director,
Human Resources, or designate, for the purpose of providing the parties with advice

and recommendations from a Human Resources perspective.

The Job Share Agreement described in 5.3.6 will be signed by all parties, and copies

placed in both administrative employees’ files.
POSTINGS, HIRING, and APPOINTMENTS

TRU's goal is to fill positions with the best available candidates who have the
appropriate combination of education, experience, skills and abilities to
successfully perform the duties of the position.

The following processes are for administrative positions excluding the
President, Vice-Presidents and Associate Vice-Presidents. Deans and
Associate Deans are excluded as they are covered by the faculty collective

agreement for postings, hiring, and appointments.

10
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6.3

6.3.1

6.3.2

6.3.3

6.3.4

6.3.5

6.4

6.4.1

6.4.2

6.4.3

6.4.4

Job Posting

Ongoing positions of six (6) months or greater will be posted internally for a
minimum of ten (10) working days. External postings will occur

simultaneously with the internal posting.

Temporary and Acting positions of six (6) months or greater will be posted

internally for a minimum of five (5) working days.
Temporary positions of less than six (6) months will not be posted.
Internal postings will be in electronic format.

An announcement of the successful candidate in all positions will be posted

electronically to all administrative employees.
Hiring

Hiring will proceed in accordance with the TRU Recruitment and Hiring

Procedures.

Qualified internal candidates will be given fair and equal consideration for
these positions and therefore will be short-listed and interviewed by the

selection committee.
Tempbrary positions of less than six (6) months will be filled by appointment.

Newly hired administrative employees normally will be offered Step 1 on the
relevant pay band. However, if a candidate exceeds the minimum
requirements for the position and/or market conditions dictate offering a
higher starting salary, the President will establish the offer rate on that pay
band and inform the Association of Professional Administrators of the rate.

Project Assignments

Project assignments may occur on an ad hoc basis and the nature of the work
to be performed may not fit an established administrative job classification.
These situations are typically less than one year in duration. The applicable
Vice-President and the President will establish the rate to be paid in these
circumstances and inform the Association of Professional Administrators of

the rate.

11
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6.4.5.2 Special projects assigned for a short period to accomplish specific tasks that
are not part of an employee’s regular job will not normally generate any

increase in wages.

6.5 Appointment

6.5.1 A written employment offer shall be provided to prospective administrative
employees which, when accepted, will form the employee's official
employment contract. The employment offer will be comprised of:

6.5.2 An appointment letter describing the terms and conditions of Thompson

Rivers University's offer;

6.5.3 A copy of the Benefits and Working Conditions document; and

6.5.4 A copy of the current job description for the administrative employee's
position.

) PROBATION AND EVALUATION (Ongoing employees)

7.1 All employees appointed to ongoing positions will serve a one (1) year

probationary period.

72 No later than one (1) month prior to the expiry of the probationary period, a
performance appraisal in accordance with Article 21 shall be prepared, in
writing, by the direct supervisor of the probationary employee. The appraisal
shall indicate whether the performance of the probationary employee has or

has not been suitable during the probationary period.

7.3 The performance appraisal shall include a recommendation by the supervisor
as to whether the probationary employee should or should not be offered an

ongoing appointment.

7.4 The performance appraisal shall be submitted through the successive levels of

management to the President or designate.

7.5 The President may approve an extension to the normal probationary period, if
it has been determined that additional time is required to finalize the

evaluation of the probationary employee.

7.6 A probationary employee whose performance has been satisfactory will

receive a letter of ongoing appointment from the President.

12
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2.7

8.1

8.2

9.1

9.2

9.3

9.4

9.5

A probationary employee whose performance has been unsuitable will be
subject to Article 13 (Termination owing to Unsatisfactory Performance) of

this document.

SALARY

The salary ranges for administrative positions and salary placements for
administrative employees are subject to policy established by the University.
The salary schedule will normally be reviewed annually by the Board and any

adjustments will normally be effective April 1st.

The salary schedule of administrative employees will be provided on the

Human Resources and APA websites.

INCREMENTS

Employees hired prior to April 1, 1998, will be eligible for yearly increments
each April 1 until the maximum salary step for the respective position is
reached, provided they have not received an unsatisfactory performance
evaluation during the previous twelve (12) months. Employees who received

an unsatisfactory evaluation will receive no increment.

Employees hired on or after April 1, 1998, and current employees appointed
to new positions will be eligible for increments on the anniversary of their
appointment date, provided they have not received an unsatisfactory
performance evaluation during the previous twelve (12) months. Employees

who received an unsatisfactory evaluation will receive no increment.

If there is a general administrative salary increase, each employee whose
salary is red-circled under the above procedures will receive a lump sum
payment equal to the percentage general increase multiplied by his or her red-

circled rate of pay.

New employees receive the increment upon satisfactory completion of the
one-year probationary period. If the probation period is extended beyond one
year, the increment will be retroactive to completion of twelve (12) months

work.

Employees working in temporary full-time or temporary part-time capacities
must complete the equivalent of one (1) year’s employment (1820 hours) to be

eligible for an increment.
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9.6

9.7

9.8

10.

10.1

10.2

10.3

I1.

112

Employees working in an ongoing part-time or specified term capacity will

receive a prorated increment.

Any employee on an unpaid leave that involves activities that he/she believes
would qualify for an increment may upon returning to work apply to the
President for an increment. If the President grants an increment, the

Association of Professional Administrators will be informed.

If an employee is on Disability for a cumulative period six (6) months or less
within their increment year, they are entitled to an increment. For Disability
absences that exceed six (6) months, the employee is not eligible for an
increment. Disability refers to a combination of Short Term Disability plus

Long Term Disability.
PROMOTION

If a current employee is successful in a new job posting that is classified at a
higher pay band, the employee will be placed at the lowest step in the new
pay band that provides for an increase over their current salary or Acting
salary (where the Acting salary has been paid for at least one year).

If the new position is at the same pay band, the employee will receive no

increase.

If the position of a current employee is reclassified to a higher pay band, the
employee will be placed at the lowest step in the new pay band that provides
for an increase. If the reclassification is within the same pay band, the

employee will receive no change in salary.
RECLASSIFICATION TO A POSITION IN A LOWER PAY BAND

When an existing employee voluntarily applies for and is successful on a
lower rated related position, his/her salary is adjusted to the same step in the
new pay band. If an employee is returning to a position that he/she
previously held, his/her salary will be set at the same step he/she previously
held, plus credit for years served in the higher paid position. The credit will
be one (1) step for every two (2) full years of service.

When an existing position is reclassified to a lower pay band, the incumbent’s
salary will remain red-circled until such time as the new band range exceeds

the current rate of pay. If there is a general salary increase, each employee

14
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12,

12.1

12.2

12.3

12.4

12.5

13,

13.1

15:1.1

whose salary is red-circled will receive a lump sum payment equal to the

percentage rate of general increase multiplied by the fixed rate of pay.

ACTING PAY

When a Manager or Director is appointed to an Acting capacity of another
managerial employee, Acting Pay, as outlined below, will apply. If a Manager or
Director is appointed to two or more concurrent Acting assignments, Acting Pay will
increase to $1000 per month or a pro-rated amount applicable to the length of the

concurrent Acting assignments.

Employees appointed to an Acting or Interim position for at least two (2) consecutive
weeks or any two (2) weeks within a four (4) week period will receive their current
salary plus a stipend, effective on the start date of the Acting position. The amount of
the stipend will be 10% of their current salary to a maximum of $500 per month. At
the point when the Acting assignment exceeds three months in duration, the
employee will then be placed on scale at the next salary step that provides for an

increase over the Acting Pay rate.

When an employee is in an Acting capacity, his/her health and welfare benefits, sick
leave entitlements and pension plan will remain unchanged. Vacation entitlement in
the Acting capacity will apply if it is greater than the employee’s normal vacation

entitlement.

Time spent in Acting or Interim positions will count toward eligibility for increments

in the employee’s original position.

Time spent in an Acting or Interim position of at least three (3) months duration will
count toward experience used to establish placement on scale should the individual
be successful in competing for the respective ongoing position at the conclusion of the

Acting or Interim term.

TERMINATION OWING TO UNSATISFACTORY OR UNSUITABLE
PERFORMANCE

Ongoing Employees

In the event that a probationary employee's job performance is considered to
be unsuitable prior to the expiry of the probationary period, the employee will
be informed of such in writing, the reasons for such an evaluation given, and

the necessary corrective action required. After two weeks, the supervisor will

-
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provide the employee with a written progress report, which shall be reviewed
in person with the employee. The probationary employee's employment may

then be terminated upon two weeks” further notice.

13.1.2 In the event that an ongoing employee's job performance is considered to be
unsatisfactory, the employee will be informed of such in writing, outlining the
reasons for such an evaluation being given and the necessary corrective action
required. Normally, a period of three (3) months will then be allowed for the
employee to improve his/her performance. The supervisor will provide the
employee with monthly written progress reports, which shall be reviewed in
person with the employee. On completion of this three (3) month period, the
employee will be informed in writing of his/her progress. If there has not
been satisfactory improvement, the employee may be given notice of
termination with one (1) month's notice for each complete vear of service to

the University, to a maximum of six (6) months' notice.
13.2 Temporary Full-time in Excess of Six Months Employees

13.2.1 In the event that a temporary employee's job performance is considered to be
unsatisfactory during the term of appointment, the employee will be informed
of such in writing, the reasons for such an evaluation given, and the necessary

corrective action required.

After two weeks, the supervisor will provide the employee with a written
progress report, which shall be reviewed in person with the employee. The
employee's employment may then be terminated upon two weeks’ further

notice.

13.3 Temporary Full-time Less Than Six Months or Temporary Part-time
Employees

13.3.1 In the event that an employee's job performance is considered to be

unsuitable, the employee will be informed of such in writing, the reasons for
such an evaluation given, and the necessary corrective action required. After
one week, the supervisor will provide the employee with a written progress
report, which shall be reviewed in person with the employee. The employee’s
employment can then be terminated upon one (1) week's further notice.

16
Page 78 of 103 FIN-2017-71354 11



13.4 Just Cause
An employee may be dismissed without notice or severance pay for cause.

14. JOB SECURITY
14.1 General Principles
14.1.1 Thompson Rivers University recognizes its responsibility to administrative

employees who have given good job performance to TRU but who may suffer

loss of employment through reorganization or elimination of positions.

14.1.2 The University will inform the APA of the elimination of ongoing

administrative positions.
14.2 Notification to Affected Employees

14.2.1 In the case where there is elimination of ongoing administrative positions, the
administrative employee(s) affected will be informed of such in writing and
the reasons for the elimination of the position will be explained to the
employee. Reasonable alternatives will be explored to avoid termination of
the administrative employee’s services. A reasonable alternative may include
the transfer of the affected employee to a vacant position for which the
employee is qualified. Any such transfer will involve consultation among the

affected employee, the new supervisor, and the appropriate Vice-

President/President.
14.2.2 If the termination of the affected employee cannot be avoided, then:
14.2.2.1 An affected temporary full-time (over six months) employee will receive one

(1) month's notice.

14.2.2.2 An affected probationary ongoing employee will receive three (3) months’
notice.
14.2.2.3 An affected ongoing employee will receive six (6) months' notice plus one (1)

month's additional notice for every complete year of service to the University,

to a combined maximum of eighteen (18) months' notice.

14.3 Salary of Transferred Employee

14.3.1 An ongoing employee whose position has been eliminated and who is
subsequently transferred to a vacant position at a lower pay band will have
his or her current salary red-circled for one year. At the completion of one
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year the employee will be placed at the step on his or her new pay band that is
closest to, but no higher than, his or her current salary. Compliance with this

provision shall not constitute constructive dismissal.

14.4 Severance

14.4.1 Ongoing employees terminated for reasons other than just cause will be
entitled to professional, financial, and relocation counselling services which

are reasonable in the opinion of TRU.

14.4.2 In a situation of position elimination, TRU will either require a working notice
or enter into an offer of severance, in accordance with Article 14.2. If offered
severance, the affected employee may be offered a choice between(1) a lump
sum final payment, which would end benefit coverage including pension
contributions, or( 2) a month to month severance, whereby the parties may
agree to both continue pension contributions and limited benefit coverage of
MSP, dental, and extended health.

15. NOTICE TO THE EMPLOYER
15.1 Employees will normally provide the University with three (3) months’

written notice of resignation.

16. LEAVES OF ABSENCE
16.1 Preamble

All references within the leave provisions include heterosexual, common-law
and same sex partners. References to family include spouse, child, siblings,
parents, parents-in-law, grandparents and any other person living in the same
household who is dependent upon the employee.

16.2 Unassisted Leave (ongoing employees) .

16.2.1 On written application to the President, an ongoing employee may be granted
unassisted leave for any purpose acceptable to the President or appropriate

Vice-President.

16.2.2 Leave may be for a period up to a maximum of twelve (12) months.
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16:2:5

16.2.4

16.2.5

16.3

16.3.1

16.3.2

16.3.3

16.3.4

16.3.5

For the purposes of length of service and salary increases, the on-leave
employee will be regarded as a full-time employee. Financial maintenance of
benefits, including the University contribution, shall, however, be the

responsibility of the employee.

Upon returning from unassisted leave, the employee will return to his/her
previous position and duties, or to an equivalent position, as determined by

the President.

The employee will not earn vacation and sick leave during a period of

unassisted leave.

Long Term Assisted Leave (ongoing employees)

On application to the President, an employee may be granted assisted leave
after five (5) years of service to the University, for any purpose acceptable to

the President.
Leave may be for a period up to a maximum of twelve (12) months.

When assisted leave has been approved, and where appropriate funding has
been approved for such purposes, the employee may be granted up to eighty
(80) percent of his/her annual salary. If, in combination with other sources,
the employee receives a total income in excess of his/her annual salary while
on leave, the University may reduce its contribution proportionately.

The employee must return to the University upon completion of leave, for a
period at least equal to that for which assistance was granted. If the employee
resigns within this time requirement, the employee shall refund, on a pro-rata

basis, the assistance provided.

Benefit coverage for medical services, dental care, extended health, group life,
accidental death and dismemberment, disability income and superannuation

will be continued with no change to the premium-sharing arrangements. For
the purpose of salary increases, the employee is regarded as being in full-time
attendance. The employee will earn vacation and sick leave at a rate

equivalent to the level of assistance.

19
Page 81 of 103 FIN-2017-71354 11



16.3.6 Upon receiving long-term assisted leave, a employee is not eligible to receive
long-term assisted leave for five (5) years after his/her return to the University,

except in exceptional circumstances as approved by the President.

16.3.7 Upon returning from assisted leave, the employee will return to his/her
previous position and duties, or to an equivalent position, as determined by

the President.

16.4 Short Term Leave (ongoing employees, and temporary full-time in excess of

six months)

16.4.1 Upon application, the President may grant short term leave (for a period up to
4 months) with full pay and benefits for the following reasons:

16.4.1.1 Attendance at conferences, lectures, short courses, or other functions.

16.4.1.2 Professional development funds for other related expenses may be available

upon application.
16.5 Jury Duty and Court Appearances

Leave of absence without loss of pay and benefits will be provided to an
employee summoned to serve on a jury or when subpoenaed or su mmoned as
a witness in a criminal or civil proceeding not occasioned by the employee’s
private affairs, or when the employee accompanies a dependent child when
the child is subpoenaed or summoned to appear as a witness in a criminal or

civil proceeding.
16.6 Political Leave (ongoing employees)

16.6.1 The University recognizes the right of every citizen to contribute to the
community by entering political life if he/she so desires. However, proper
regard must be paid to the needs of the University. Accordingly, leave of
absence without pay may be granted for a period of up to six (6) weeks except
where the campaign period coincides with a normal vacation period, to enable
any employee to contest a federal, provincial or municipal election. This is,
however, subject to the discretion of the President who will satisfy himself
that the University will not suffer unduly as a result. The request for leave of
absence must be submitted at least one month prior to the first day of the

leave period.
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16.6.2

16.6.3

16.6.4

16.6.5

16.6.6

16.7

16.7.1

16.7.2

16.7.3

16.7.4

16.7.5

In the event that the candidate is elected to the House of Commons or the
British Columbia Legislature, he/she will be granted leave of absence without
pay for one (1) political term, which shall end on the day the incumbent

vacates his/her office or is re-elected to a subsequent term.

In the event that the candidate is elected to municipal or local government
office, a leave of absence may be granted for a period of duty, if necessary,
subject to a reduction in pay at the rate of 1/260 of the person’s annual salary
per day of leave. The intention is that such leave would be sought on the
basis of one-half or one whole day at a time, and would be subject to the needs

of the University being satisfactorily met.

Contributions to the benefits plans, including the University's share, shall be
the responsibility of the employee when he/she has been granted leave

without pay for longer than three (3) weeks.

Upon returning from political leave, the employee will return to his/her
previous position and duties, or to an equivalent position, as determined by

the President.

Employees in pursuit of a political office or elected to a political office shall
not carry out any political activities on University premises or with University
equipment, nor shall other employees carry out any political activities on
University premises or with University equipment on their behalf or on the

behalf of others.
Exchange Program (ongoing employees)

An ongoing employee is eligible to apply for an exchange program after

receiving his/her permanent appointment.
An exchange program is subject to the approval of the President.

The qualifications and suitability of the replacement must be satisfactory to

the President.

The exchange program shall normally be for a maximum of one (1) year.

The exchangee's salary shall be paid by Thompson Rivers University while
he/she is on the program. His/her replacement's salary and benefits will be

paid by the replacement’s institution.
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16.7.6 Normally, the exchangee's employee benefits shall be maintained while on the
exchange program, on the same cost-sharing basis as prior to his/her
involvement in the program. If, however, this arrangement leads to
difficulties, other arrangements mutually agreeable to the participants and
acceptable to Thompson Rivers University shall be made.

16.7.7 Upon return from the exchange program, the employee will return to his/her
previous position, or to an equivalent position as determined by the President.

16.7.8 The exchangee is expected to return to Thompson Rivers University for a

period equal to that of the exchange.
16.8 Maternity and Parental Leave (effective April 1, 2005)

16.8.1 TRU will ensure that maternity and parental leave provisions are in
compliance with all current statutes.

16.8.2 Vacation and sick leave will accrue as per the BC Employment Standards Act.

16.8.3 Pension contributions and service will be in accordance with the College
Pension Plan.

16.8.4 The employee is entitled to all increases in wages and benefits the employee
would have been entitled to had the leave not been taken.
16.8.5 An employee is expected to return to TRU at the conclusion of the maternity

and/or parental leave for a period equal to the leave granted. If the employee
resigns within this time requirement, the employee shall refund, on a pro rata
basis, the assistance provided.

16.8.5.1 Maternity Leave

16.8.5.1.1 Female ongoing employees shall, after one year of service, be entitled to 17
weeks paid maternity leave. This 17 week period is comprised of two weeks
at 95% salary and fifteen weeks at 95% top-up (the difference between

Employment Insurance premiums and salary.)

16.8.5.1.2 The employer shall pay all benefit premiums during the period of this paid

maternity leave.

16.8.5.2 Parental Leave
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16.8.5.2.1

16.8.5.2.1

16.9

16.10

16.11

16.11.1

16.12

16.12.1

16.12.2

The birth mother is eligible for up to 35 weeks of unpaid parental leave. The
birth father or adopting parent is eligible for up to 37 weeks of unpaid
parental leave.

During this period of unpaid leave, the employee is responsible for all benefit

premiums.

Compassionate Leave or Family Illness Leave (Ongoing & Temporary
Fulltime in excess of six months)

Upon notification an employee will be granted leave of absence for up to five
(5) days per year without loss of pay or benefits for compassionate reasons or
because of family illness. Additional compassionate or family illness leave

may be granted by the President or designate.
Bereavement Leave

An employee will be granted five days leave without loss of pay and benefits
in the case of the death of a family member and upon notification to the
employer. The President or designate may grant additional bereavement

leave.

Sabbatical Leave

Relevant positions are eligible for a sabbatical leave after the completion of a
term, in accordance with the TRU Faculty Association LOU #2.

Secondment

Following two (2) years of service in a continuing position, an employee may apply to
the President to take advantage of secondment to positions internal or external to
TRU.

External/internal secondments will normally be no longer than twenty-four (24)
months and an individual will normally not be eligible for another secondment until
a period of twenty-four (24) months has elapsed following their return to their

regular position.
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16.12.3

16.12.4

17.

1Z.]

1711

1712

1713

17.1.4

17.1.5

When an internal secondment is approved, the period of secondment shall be
counted as time in service in the employee’s position for the purposes of pensionable

service, eligibility for leave, and any salary increases or steps.

When an internal secondment is approved, if the salary range for the position to
which the employee is seconded is above the employee’s existing salary, the
employee shall be paid at the bottom of the new position’s range or an additional 10%
of their current salary, whichever is greater. If the salary range for the new position is

the same or less than the employee’s existing salary, there will be no change in the

employee’s salary.
HEALTH AND WELFARE BENEFITS

Group Life, Basic Accidental Death and Dismemberment (AD&D),

and Disability Income Insurance
Group Life, Basic Accidental Death and Dismemberment, and Disability

Income insurance are mandatory. Coverage is provided for employees in
accordance with the policies as and when negotiated by the University with

the insurers. The basic coverage currently provided is:

Life insurance is three (3) times the annual salary with a maximum payout as

established as per the policy.

The University will be responsible for the total premium for life insurance

coverage.

Basic Accidental Death and Dismemberment (AD&D) is three (3) times annual

salary with a maximum payout as per the policy.

The University will be responsible for the total premium for basic accidental

death and dismemberment coverage.

Disability income insurance is 60% of monthly salary with a maximum payout
as per the policy.

Employees will be responsible for the total premium for disability income

coverage.

Group Life, Basic Accidental Death and Dismemberment, and Disability
Income coverage is a single option comprised of 17.1.2,17.1.3, and 17.1.4

above and cannot be taken individually.
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17.1.6

17.1.7

17.1.7.1

17.2

17.2.1

17.2.2

1723

17.3

17.3.1

17.3.2

12.3:3

17.4

17.4.1

17.4.2
17.4.3

Details of coverage will be provided by the Human Resources Division.

Employees will be informed of subsequent changes in coverage.

Voluntary Additional Coverage for Accidental Death and Dismemberment

(AD&D) Insurance

Employees may opt for additional coverage for themselves and dependents.
Employees will be responsible for the total premium for this voluntary

additional accidental death and dismemberment coverage. Details of
coverage will be provided by the Human Resources Division. Employees will

be informed of subsequent changes in coverage.
Medical Services Plan (MSP)

Employees are eligible for Medical Services Plan coverage in accordance with
current statutes of the Province. MSP is mandatory unless alternative

coverage is already in effect.
The University will be responsible for the total premium for MSP coverage.

Details of coverage will be provided by the Human Resources Division.
Employees will be informed of subsequent changes in coverage.

Extended Health Benefits (EHB) Insurance

Employees are eligible for Extended Health Benefits coverage. EHB is

mandatory unless alternative coverage is already in effect.
The University will be responsible for the total premium for EHB coverage.

Details of coverage will be provided by the Human Resources Division.

Employees will be informed of subsequent changes in coverage.

Emergency Travel Assistance Coverage

Employees are eligible for Emergency Travel Assistance coverage. ETA is

mandatory unless alternative coverage is already in effect.

The University will be responsible for the total premium for ETA coverage.
Details of coverage will be provided by the Human Resources Division.
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17.5 Dental Care Insurance

17.5.1 Ongoing employees are eligible for dental care insurance in accordance with
the policy as and when negotiated by the University with the insurers.
Ongoing part-time employees will cost-share the premiums calculated on the

percentage of workload.

17.5.2 The coverage currently provided is:
Plan A (basic dental services) - 100% payment of claims, and

Plan B (major restorative services) - 80% payment of claims, and

Plan C (orthodontic services) - 50% payment of claims up to a $2500

lifetime maximum.

17.53 Dental care insurance is mandatory unless alternative coverage is already in
effect.

17.5.4 The University will be responsible for the total premium for dental insurance
coverage.

1735 Details of coverage will be provided by the Human Resources Division.

Employees will be informed of subsequent changes in coverage.
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17.6

17.6.1

17.6.1.2

17.6.1.2

17.6.1.3

17.6.1.4

17.6.1.5

17.6.1.6

17.6.1.7

Sick Leave
Ongoing Employees

Each ongoing employee will accrue to his/her credit 18 days' sick leave per
year (1.5 days per month) to be advanced to the member as of his/her initial

appointment date and annually on the anniversary of that date.

Ongoing full-time employees will receive paid sick days at their full salary.
Ongoing part-time employees will receive paid sick days at their pro-rated

salary level.

The following clause has been grandfathered for those employees who had 10
years continuous service to TRU as of December 31, 2002. “Upon the
termination of employment of an employee with more than 10 years'
continuous service, a cash payment in lieu of untaken sick leave will be given
to a maximum of 60 days. The cash payment will be paid to the employee's

beneficiary should termination be due to death.”

Employees who had less than 10 years continuous service as of December 31,
2002, have had the balances in their sick leave bank recorded as of December
31, 2002, to a maximum of 60 days. Upon termination of employment with
more than 10 years' continuous service, a cash payment in lieu of these
recorded sick leave days will be given. This clause shall also apply to those
employees in positions that are eliminated or declared redundant prior to the

employee achieving 10 years of continuous service.

Effective December 31, 2002, there will be no sick leave payout for new

excluded employees upon retirement or resignation.
A maximum of 150 days' sick leave can be accrued to a member's credit.

In the event that an employee has used credits from a sick leave advance and
his/her employment is terminated, he/she will be required to reimburse the
University for an amount equivalent to the overpayment of unearned sick

leave credits.
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17.6.2 Temporary, Full-time in Excess of Six Months Employees

Each employee will accrue to his/her credit sick leave at 1.5 days per month of
completed service to be available to the member during the term of

appointment. Verification of earned sick leave accumulations is available

from the Human Resources Division.

17.6.3 Special Use of Sick Leave

17.6.3.1 In the case of illness of a member of the family of an employee, when no one
other than the employee can reasonably provide for the needs of the ill
person, the employee will be granted use of a portion of his/her sick leave up
to a maximum of five (5) working days per year, when his/her request is
accompanied by a doctor’s certificate, subject to the approval of the

employee’s immediate supervisor.
17.7 Employee Assistance Program (ongoing employees)

An Employee Assistance Program is provided for ongoing administrative
employees. Details are available from the Human Resources Division.

18. PENSION BENEFITS

18.1 Canada Pension Plan and Unemployment Insurance

18.1.1 Deductions will be made from salary, as per statutory requirements and
regulations.

18.2 College Pension Plan

18.2.1 Enrolment in the College Pension Plan is mandatory for ongoing employees.

For any other administrative employee, when earnings reach statutory
requirements, enrolment is mandatory. Details are available from Human

Resources or at www.pensionsbc.ca. The University will match the

employees’ contributions.
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19. MISCELLANEOUS BENEFITS

19.1 Annual Vacation (Ongoing employees)

19.1.1 Employees shall be entitled to all statutory holidays and to twenty-five days

annual vacation, plus one day for each complete year of service to a maximum

of thirty days in total.

19.1.2 Vacation entitlement for new employees shall be prorated for the first

vacation year.
19.1.3 The vacation year shall be the period April 1to March 31.

19.14 Vacation time will normally be taken in at least one (1) week blocks, and is

subject to the approval of the employee’s supervisor.

19.1.5 An employee must make every effort to use his/her vacation entitlement each
year.

19.2 Vacation Carryover

19.2.1 In accordance with Section 14.2.2(b) of the Public Sector Employers Act, an

employee may carry forward unused vacation days and use them for vacation
leave in the employment year immediately following the employment year for

which the unused vacation leave is attributable.

19.2.2 It is a TRU policy that unused vacation shall not be paid out.
19.3 Holiday Pay (Temporary Employees)
19.3.1 Employees on appointments greater than eight (8) months, will receive ten (10%)

percent of total earnings as holiday pay.
19.3.2 Employees on appointments greater than three (3) months, but less than eight (8)

months, will receive six (6%) percent of total earnings as holiday pay.

19.3.3 Part-time employees on appointments exceeding three (3) months will receive

six (6%) percent of total earnings as holiday pay.

19.3.4 Emplovees on appointments of three (3) months or less will receive four (4%)
plo} PP
percent of total earnings as holiday pay.
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19.4.1

19.4.2

19.4.3

19.5

19.6

19.6.1

Annual Holidays

Employees are entitled to the following annual holidays:

New Year's Day Labour Day

Good Friday Thanksgiving Day
Easter Monday Remembrance Day
Victoria Day Christmas Day
Canada Day Boxing Day

British Columbia Day
and to any other general holiday established by the Government of Canada or

the Government of British Columbia.

If an annual holiday falls on an employee's regularly scheduled vacation day,
the employee shall be given an alternative vacation day at a time agreeable to
the employee and the employee's supervisor.

If an annual holiday falls on a normal non-working day and the date on which
the holiday is to be observed is not prescribed by law, TRU will establish a
substitute. Other than in exceptional circumstances, that day will be the first
weekday following the date of the annual holiday.

Christmas Period

Inclusive of Christmas Day, Boxing Day and New Year’s Day, administrative
employees shall in addition to annual vacation have the Christmas closure as

non-working days with pay and benefits.

Tuition Waiver

Preamble

To encourage the professional development and career goals of its
administrative employees and immediate family members, Thompson Rivers

University (TRU) encourages life-long learning.

To facilitate these professional development goals, TRU will support, subject
to the regulations outlined below, tuition fee waiver of its credit-based

courses, when extra seats are available in a course.
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19.6.2. Administrative employees will be granted tuition fee waiver, provided that all
fee-paying students are given first priority. If a class size is limited,
employees and immediate family members taking advantage of this section
shall be expected to make room for fee-paying students. In all cases, fee-

paving students shall be given first priority.

19.6.3 If the conditions in 19.6.2 are met, this section applies to full-time
administrative employees and immediate family members. For the purposes

of this section, an immediate family member is defined as a spouse or a

dependent child, 25 years of age or under.

19.6.4 This section provides course tuition fee waiver only. An administrative
employee or an immediate family member benefiting from this section must

pay all other costs.

19.6.5 This section shall not apply to continuing education, cost-recovery courses,

graduate courses, or courses in the open learning division.

19.7 Travel Expenses

19.7.1 Employees required to use their vehicles on University business will be paid
in accordance with the current approved rates.

19.7.2 Meals and other expenses will be reimbursed in accordance with the current

approved rates.
19.8 Payment of Professional Dues or Membership Fees

If the payment of professional dues or individual membership in a
professional association is a position requirement then the University will pay

for the professional dues or membership fees.

19.9 Automobile Insurance

Administrative employees who are required to use their automobiles in the
performance of their duties will be reimbursed in accordance with University

policy for the incremental cost in maintaining insurance coverage at a

business use level.
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19.10 Reimbursement for Relocation Expenses

19.10.1 Thompson Rivers University (TRU) will assist new administrative staff employees
with the cost of relocation of personal and household effects and travel from the point
of origin to the Kamloops or Williams Lake campus.

19.10.2 TRU will reimburse reasonable expenses for a house-hunting trip from the point of
origin to the Kamloops or Williams Lake campus.

19.10.3 Expenses will normally be expected to occur within a reasonable period of time from
the date of written acceptance of employment, and the actual starting date.
Normally, TRU expects that a new employee will complete their household relocation
within one year of their first day of work.

19.10.4 After commencement of employment, it is the responsibility of the new employee to
submit a claim for reimbursement of expenses to the Human Resources Division.
Claims shall be in writing and substantiated by originals of required receipts.
(Employees should note that original receipts are not required for submission with
Income Tax Returns, and that in the event of a tax audit, TRU can provide access to

the originals.)

19.10.5 New employees should note that moving expenses not reimbursed by TRU might
sometimes be claimed as an Income Tax deduction. Employees moving from out-of-
province may also qualify for a C.E.I.C. moving expense allowance. Consult the

relevant federal agency for information.

19.10.6 Relocation expenses are provided to the employee as a 3-year forgivable loan. In the
event that the employee voluntarily resigns from TRU prior to the three (3) years of
service being completed, the forgivable loan is repayable to TRU on a pro-rated basis.
This provision regarding the forgivable loan is effective May 1, 2004.

19.10.7 Reimbursement

19.10.7.1 The normal reimbursement for relocation expenses will be to a maximum of one
month’s salary.

19.10.7.2 For senior administrative appointments at the Director level or above, approval
beyond this amount shall be at the President’s discretion, to a maximum of $20,000
with consideration of the distance from point of origin to either the Kamloops or
Williams Lake campus and associated costs.
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19.10.7.3 The following are eligible relocation/moving expenses for reimbursement by TRU are

as follows:

a. Travel cost for the employee and his/her dependents from point of origin to
Kamloops or Williams Lake, the lesser of airfare or mileage current TRU mileage
rates, reimbursable upon receipts.

b. Meals to a maximum of current TRU per diem rates for each family member, with

receipts.

c. Travel costs (airfare or mileage), hotel and meal costs for a three-day house
hunting trip prior to commencement of employment for an employee and his/her
spouse.

d. Temporary accommodation and meals at point of origin and destination to a
maximum total of five (5) nights without specific written authority, in advance,
from the Director of Human Resources.

e. The moving of personal and household effects to include household pet(s).

f. Utility hook-ups at new location.

19.10.7.4 Expenses incurred for such items as livestock transport, rental/lease payments, rental
agency fees, and legal or real estate fees are NOT reimbursable. If clarification is
required on the eligibility for reimbursement of specific expenses, new employees

must contact the Human Resources Director, in advance.

19.11 Deferred Salary Leave Plan (ongoing employees)

Ongoing administrative employees may enrol in the Deferred Salary Leave

Plan. Details are available from the Finance Division.

20. JOB EVALUATION (Ongoing positions and temporary positions in excess

of six months)

20.1 The purpose of job evaluation is to consider the position to ensure the
maintenance of internal equity and the consistent application of job evaluation
factors.

20.2 The Administrative Job Evaluation Committee (AJEC) is mandated to

evaluate administrative positions based on the current plan, and to hear all

appeals. The AJEC evaluates all new administrative positions.

20.3 The AJEC may ask questions of the incumbent or supervisor at any time. The
key aspect is to ensure that the position is fully understood.
33
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20.4 Position descriptions for all administrative positions will be available from

Human Resources.

21. PERFORMANCE EVALUATION (Ongoing Employees)

21.1 Purpose

The purpose of performance evaluation is: 1) to provide the employee with
information that will enable him/her to monitor and improve job skills and
effectiveness, and; 2) to assess an employee’s work performance for the
purpose of incremental advancement. Performance evaluations consist of the

two components of evaluation described in 21.2.

21.2 Evaluation Components

21.2.1 Self evaluation provides a check for congruence of activity with stated goals
and performance objectives. Self evaluation is initiated and carried out by the
employee who is also responsible for scheduling an evaluation meeting with
his/her supervisor. The self-evaluation is to be presented to the employee’s
immediate supervisor who will review the previous and coming year’s goals
and performance objectives. The employee shall initial any added comments
by his/her supervisor. The self-evaluation will be maintained on file by

Human Resources, with a copy to the employee.

21.2.2 Comprehensive evaluation will provide the employee with performance
information from a broader spectrum of the TRU community based on a
wider range of performance criteria. Comprehensive evaluations are initiated
by the employee’s immediate supervisor or designate, using forms available
from Human Resources. A completed performance appraisal form should be
signed off by the employee and the supervisor and kept on file by Human

Resources, with a copy to the employee.

21.3 Frequency

21.3.1 Once in every two (2) years, a comprehensive evaluation should be
undertaken.

21.3.2 On a regular basis, an ongoing employee should consult with his/her

supervisor on the employee’s goals and performance objectives.
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21.3.3 More frequent evaluations may be requested by the employee, the supervisor

or the Human Resources Division.

21.3.5 Article 12.1.2 shall apply in the event of an unsatisfactory job evaluation.
21.4 Personnel File
21.4.1 Each employee shall be entitled to reasonable access to his or her official

personnel file.

21.4.2 Employees may add responses to disciplinary notices placed in their file.
Such responses will be attached to the disciplinary notice.

21.4.3 Formal disciplinary notices shall be removed from an employee’s personnel
file on written request from the employee, provided at least twenty-four (24)
months have passed and there has been no subsequent formal discipline.

22 CONFLICT RESOLUTION
22.1 Responsibility for Conflict Resolution
22.1.1 It is in the best interests of all parties to support resolution of disputes at the earliest

possible stage. TRU is committed to promoting the right to a safe, neutral process for
the resolution of conflict. That process shall be fair, efficient and free from reprisal.

22,1.2 Recognizing that each individual has both a personal interest in and a share of the
responsibility for resolving his/her conflict, TRU encourages and facilitates the use of

an informal conflict resolution process.

23. TOTAL COMPENSATION - COMPARABLE ADJUSTMENTS

In keeping with TRU's desire to hire and retain qualified personnel and to
ensure fair and equitable treatment for all TRU employees, a review of

administrative salaries and benefits will normally be undertaken each April 1.
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ADMINISTRATIVE SALARY SCHEDULE

Current Pay Bands Compensation Range
F-High $175,000 - $192,000
F- Low $158,000 - $175,000
E-High $143,000 - $158,000
E-Low $125,000 - $143,000
D-High $103,000 - $125,000

Step 1 Step 2 Step 3 Step 4 Step 5
D- Low $92,000 $94,750 $97,500 $100,250 $103,000
C-High $82,000 $84,500 $87,000 $89,500 $92,000
C-Low $73,000 $75,250 $77,500 $79,750 $82,000
B-High $64,000 $66,250 $68,500 $70,750 $73,000
B-Low $56,000 $58,000 $60,000 $62,000 $64,000
A-High $49,000 $50,750 $52,500 $54,250 $56,000
A-Low $43,000 $44,500 $46,000 $47,500 $49,000
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Administrative Job Evaluation - Factor Descriptors

Thompson Rivers University, Levels of Work model includes six factors covering a broad range of

responsibilities and skills that, by degree, relate to all of the University’s non-union, Administrative

jobs.

Responsibility & Results

Takes into consideration the overall responsibilities and results expected by the University,
of the job. This can include: the responsibility to complete work to an expected standard;
the responsibility involved in supervising others at TRU; responsibility for providing
specialized information and guidance to others; responsibility for generating revenue
directly or indirectly at the University; responsibility for developing results based on
utilizing both in-depth expertise and broad-based perspectives; etc.

Teamwork & Relationship Building

Takes into consideration both teamwork and building relationships, when working on
TRU-based or external teams relating to the University. This can include: active
contribution on a University team; coordinating and/or providing leadership to a team;
recognizing different needs and goals and building collective understanding within a
team; strengthening relationships that lead to increased effectiveness across a number of
teams; developing long-term relationships that will benefit TRU in the future; etc.

Stakeholder Service & Delivery

Takes into consideration the provision of help, assistance and service to a wide range of
stakeholders such as students, non-students, parents, suppliers and each other at TRU.
This pertains to both internal and external stakeholders and can include: reacting promptly
and effectively to requests for information; ensuring TRU service and satisfaction
standards are met; delivering our services to others in a way that meets both their needs, as
well as the University’s; setting service policies and developing plans to achieve high levels
of stakeholder service; etc.
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Know How & Experience

* Takes into consideration the overall knowledge, skills, competencies and experience
required to do a TRU-based job effectively. This can include: the need for a basic
understanding to carry-out straight-forward tasks; knowledge and skills of many aspects
of a specific process; the requirement for in-depth know-how to provide full subject matter
expertise on behalf of the University; the need for a comprehensive understand ing gained
through extensive experience to integrate diverse perspectives; etc.

Problem Solving & Decision Making

* Takes into consideration identifying, modifying, selecting solutions, resolving problems
and then recommending or making decisions that affect the University. This can include:
selecting from known options to resolve a problem; using initiative and making decisions
to overcome immediate difficulties; analyzing root causes and providing options to solve
problems; supporting a decision making process that impacts a team’s work; making far-
reaching decisions and developing comprehensive solutions; etc.

Leadership & Development

* Takes into consideration both leading and the development of others at the University and
the support required for them to develop effectively. This can include: providing coaching,
direction and imparting experience to co-workers, students and additional TRU
stakeholders; developing others using both formal or informal means; teaching and
assessing students and comparable participants about a specific field of study or area of
work; developing plans to make learning and development more effective at the
University; etc.
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