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New Strategic Plan Objectives and Actions for 2021

1. Good Governance and Civic Engagement

Ongoing $

One-time $

Capital $

In Draft Financial
Plan

Undertake a Council salary review including a report back on eliminating parking

TBD

5,000 - 20,000

No

1-45 privileges and including the bus pass program
46 Undertake a staff salary review 0 15,000 - 20,000 0 No
47-51 Initiate a governance review TBD 50,000 - 75,000 0 No
2. Reconciliation and Indigenous Relations
Explore co-governance of Meegan (Beacon Hill) Park and shoreline areas with the
) TBD TBD
52 Lekwungen speaking people No
3. Affordable Housing
53 Explore the potential of creating a Victoria Housing Corporation TBD TBD 0 No
Develop relevant partnerships and pilot a project matching seniors with extra 0 0 0 2022 target
54 bedrooms with eligible lodgers completion
4. Prosperity and Economic Inclusion
55 Work with partners to explore improved access to low cost or free internet service TBD TBD several million No
5. Health, Well-Being and a Welcoming City
Urban Agriculture:
a. Working with specialists in the field, explore agriculture water rates for food 0 0 0 N/A
56 production in the city on land that is used principally for food production
b. Advocate to BC Assessment for farm classification for lands being used
principally to grow food and consider lowering the tax rates for urban farms (once 0 0 0 N/A
57 designated by BC Assessment)
58 c. Support neighbourhood food/meal programs 0 0 0 Yes
59 d. Work with non-profits to bring back the Sharing Backyards Program 0 0 0 Yes
6. Climate Leadership and Environmental Stewardship
60 Implement a robust Zero Waste Strategy Already approved Already approved In draft capital plan Yes
No page - ) . . Lo
Mandate electric vehicle charging capacity in all new developments 0 0 0 Complete
complete
Work with the Greater Victoria Harbour Authority on options for shore power and 0 0 0 N/A
61 lower emissions ground transportation
7. Sustainable Transportation
62 Lower speed limits on local neighbourhood streets to 30 km per hour 0 125,000 0 No
8. Strong, Livable Neighbourhoods
Expl_ore partnershlp_s to create meeting space and a home base for the Downtown 60,000 0 0 No
63 Residents Association
Work with Scho_ol District 61 t_o explore use of Sundance School as a community TBD TBD TBD No
64 centre for a Jubilee Community Centre
Work with the Qreate_r Victoria Publlc_ Library to provllde library services in the north TBD TBD TBD No
65 end of the city, including the exploration of a new neighbourhood branch
66 Ship Point Plan and Funding Strategy TBD TBD TBD No
$195,000 - $240,000 Several million
Total $60,000 plus TBD plus TBD plus TBD




Strategic Plan 2021 Action Items - Report Back
COUNCIL SALARY REVIEW

Undertake a Council salary review including a report back on eliminating parking privileges and
including the bus pass program

BACKGROUND:

The current Council Remuneration Bylaw was implemented in 2009 after a citizen committee
review. The bylaw provides for annual increases equal to the consumer price index (all items) for
Victoria.

The Union of BC Municipalities (UBCM) Council and Board Remuneration Guide September 2019
(attached) identifies different options and best practices for local governments to consider in
addressing remuneration for elected officials. Factors to consider in determining remuneration
include expected time commitment, financial impacts to employment and future career
development, and the elimination of potential barriers to participation for people from a variety of
backgrounds, demographic and socio-economic groups, and employment types.

The Guide suggests the review be conducted by an independent task force, rather than by staff
or an external consultant, and identifies that the success of this approach requires careful
attention to the appointment of members, development of task force terms of reference, and
support for the task force’s work including orientation to the roles/responsibilities of the mayor and
council, and staff support to collect and analyze data, organize meetings, and conduct research.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

The following options are dependent on Council direction regarding a governance review, which
may clarify and/or impact workload and expected time commitments for Mayor and Council, and
on the scope of the remuneration review.

Options:

1. Initiate the Council remuneration review after the governance review has established
expectations for Council members, including roles and responsibilities, workload and
time commitments, either by:

a. Establishing a citizen committee and conduct a review similar to 2008. This
review took a number of months to complete and involved opportunity for public
input. It is estimated that approximately 6-8 months would be required for this
process, including establishing the committee, providing sufficient time for the
committee to do the review and solicit input from the public, and make any bylaw
amendments. Staff time would be required to compile and provide background
information as well as answer questions.

b. Retaining a consultant to undertake a review similar to 2008. Estimated cost is
$15,000 - $20,000 and with a similar timeline to option 1a.

2. Initiate the Council remuneration review independent of the governance review, either
by:

a. Requesting staff to send out a survey to similar municipalities requesting
information on remuneration, benefits, expense reimbursement options, meeting
frequency and work load (full time vs. part time) and provide a summary report to
Council for consideration. The estimated timeline to complete this, allowing
sufficient time for municipalities to respond, and report back to Council is
approximately 2-3 months.

b. Retain a consultant to survey similar municipalities as outlined in option 2a,
providing a summary report including potential options or recommendations for
Council's consideration. Estimated cost is $5,000 - $10,000 and timeline is
similar to option 2a.
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INTRODUCTION

In British Columbia, local governments are responsible for providing a broad range of local services to
address infrastructure needs, regulate land use, move people and goods, tackle challenging social
issues, promote active living, protect the natural environment, and deal with a host of other issues.
The elected officials that sit on the municipal councils and regional district boards collectively make,
and accept responsibility for, the funding, policy, and service delivery decisions that are required in
order for local government to work. Local elected officials also have responsibility for ensuring that the
councils and regional district boards themselves function effectively as democratic, representative
governing bodies.

Effective governance requires the elected officials to make decisions regarding the structure and
operation of the governing bodies. One of the more difficult decisions that must be made by the
officials involves the setting of their own remuneration.

Local elected officials in BC endorsed a resolution at the 2018 Union of BC Municipalities (UBCM)
Convention that tasked UBCM with developing a resource to support local decision makers in the
development of remuneration packages that are defensible and fair. This Council & Board
Remuneration Guide presents best practices for local governments to consider.

Development of Guide
The Guide was developed through a five-stage process:

> Stage 1: Background Research — Research was conducted to identify and understand the
challenges faced by local governments in setting remuneration levels for council members and
board directors. Remuneration approaches for elected officials in other orders of government
were briefly explored as part of the research.

> Stage 2: Survey — A survey was sent to every municipality and regional district in the province

to understand elected official remuneration policies and practices in place today, to learn about

approaches that appear to work well, and to understand lessons learned. A total of 75 local
governments responded to the survey, which translates into a response rate of 39%. Included
in the list of respondents were eleven of the twenty largest municipalities (by population), five

LOCAL GOVERNMENT
AUTONOMY

The best practices set out in
the Guide recognize that local
governments have autonomy
to develop approaches to
remuneration that reflect local
needs and circumstances. The
Guide offers practical advice,
based on research findings
and the experiences of
municipalities and regional
districts, for local
governments to consider.
Each local government will
need to determine, based on
its own review of the
information, its preferred
course of action.
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of the smallest municipalities, and twelve regional districts. All regions of the province were
well represented (see sidebar).

> Stage 3: Interviews — Approximately twenty follow-up interviews were conducted with a
subset of the municipalities and regional districts that responded to the survey. Written
materials from these local governments were obtained and reviewed; materials from other
places identified through the research were also reviewed.

> Stage 4: Best Practices — Based on the background research, survey results, and discussions
with individual local governments, a set of best practices was developed for the Guide.

> Stage 5: Guide — The UBCM Executive approved the scope and approach for the Guide. The
final draft, complete with recommended best practices, was reviewed by UBCM's Presidents
Committee. Input provided by the Presidents Committee was used to finalize the document.

Organization of Guide

The Council & Board Remuneration Guide is organized into six separate sections. Section 1 sets the
stage by exploring why remuneration for elected officials is important, and why local governments
need to review remuneration levels periodically. Sections 2, 3, and 4 then focus on remuneration
reviews themselves. Section 2 begins by considering who should conduct such reviews. Three options
are identified and assessed. Section 3 addresses the question of "when" — specifically, when to review
remuneration, and when to implement the results of a review. The distinction between a full review
and an adjustment is explained in this section. Section 4 examines how to conduct a review. The
development of comparison groups, the collection of data, and the use of simple formulas are all topics
that are addressed the text. Advice on expenses and benefits is also provided. Section 5 addresses the
importance of communication. Information to communicate, audiences to reach, and methods of
communication to consider are outlined.

Best practices for local governments to consider in addressing remuneration for elected officials are
presented throughout the Guide. Section 6 brings the practices together into one summary table.

COUNCIL & BOARD REMUNERATION GUIDE

SURVEY OF LOCAL
GOVERNMENTS

In total, 75 municipalities and
regional districts participated
in the survey on elected official
remuneration. As illustrated in

the accompanying chart, all
regions of the province
(identified using UBCM Area
Associations) were
represented.
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Use by Local Governments

It is important to emphasize that the Guide does not prescribe or suggest specific levels of
remuneration or particular expense and benefits packages for local elected officials. The Guide is
focused, instead, on helping local governments develop approaches that can be used by decision-
makers to establish compensation programs that are fair both for elected officials and local taxpayers.

It should be noted, as well, that the Guide recognizes the autonomy of local governments in the
development of approaches that reflect local needs and circumstances. The Guide offers practical
advice for local governments to consider, based on research findings and the experiences of
municipalities and regional districts around the province. Each local government, however, will need to
determine, based on its own review of the information, its preferred course of action.

On a related note, the Guide recognizes that there is significant variability among local governments in
British Columbia. Considerable differences in population, area, scope of services, size of
administration, location, growth rate, local economy, and other factors mean that local governments
will need to apply the best practices in ways that respond to local needs and are sensitive to local
conditions. To assist local governments in this task, care has been taken to provide advice that can be
applied in a variety of local settings.

Key Terms
Certain terms are used repeatedly throughout the Guide. Key terms and their meanings are presented
in Figure .1 in alphabetical order.

VARIABILITY AMONG LOCAL
GOVERNMENTS

Considerable differences
among local governments in
population, area, scope of
services, size of
administration, location,
economy, growth rate, and
other factors mean that
jurisdictions will need to apply
the best practices in ways that
respond to local needs and are
sensitive to local conditions.
Care has been taken to
provide advice that can be
applied in a variety of local
settings.
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Figure .1
Key Terms in the Guide

Benefits Benefits are the incentives, services and protections provided to local government
elected officials during their time in office.

Expenses Expenses are charges incurred by local government officials in the course of their
duties, and are necessary in order to perform their duties.

Local Governments Local governments include municipalities, governed by councils, and regional
districts, governed by boards of directors.

Local Government Local government elected officials include members of municipal councils, and
Elected Officials directors of regional district boards. Members of council include mayors and
councillors. Regional district directors include chairs and vice chairs.

Remuneration In a narrow sense, the term remuneration in the Guide refers specifically to money
that is paid to local elected officials as compensation for the duties they perform.
Remuneration in this sense includes base salaries, but also supplemental payments
that typically take the form of per-meeting stipends. Remuneration is also used in a
broader sense to include expenses and benefits packages, in addition to money.
The exact usage of the term throughout the text is context-specific.

Remuneration This term refers to increases that are automatically applied, usually on an annual
Adjustment basis, to an elected official's base salary. The level of adjustment is determined by
a pre-determined index (e.g., consumer price index), or combination of indices.

Remuneration A remuneration review is a formal assessment of existing remuneration provided to
Review elected officials. In most cases, reviews include a consideration of pay, expenses,
and benefits.
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SECTION 1
IMPORTANCE OF REMUNERATION

Most people who seek election to a municipal council or regional district board are driven, first and
foremost, by a strong sense of public service and a desire to make their communities better.
Remuneration is not, in most cases, an important motivating factor. Individuals who do make the
commitment to serve as local elected officials, however, should be able to expect fair and reasonable
compensation. This section of the Guide explains why remuneration is both warranted and important.

FACTORS TO CONSIDER

Time Commitment

Local government elected officials are expected to commit considerable time (and energy) to their
roles on municipal councils and regional district boards. In larger municipalities and in some regional
districts, the roles of mayor and chair are full-time positions in which incumbents typically work more
than full-time hours. Even in places where such positions are part-time in nature, the time
requirements can be significant, as they are for councillors and directors. Time must be spent
reviewing comprehensive agenda packages, attending council or board meetings and public hearings,
engaging with residents, participating in civic events, and handling a variety of other tasks. For elected
officials who serve on more than one governing body, on committees and commissions, and as
appointees to external agencies and associations, the time commitment is even greater.

Councils and boards need people who are willing and able to commit the time needed to serve.
Remuneration reflects and compensates individuals for the time they must spend to do the job.

Employment and Financial Impacts

The time required to serve on a municipal council or regional district board will reduce the amount of
time available to spend on other paid work. For individuals who are mid-career, this reality can
negatively impact their current employment situation, as well as their total earned income. In some
cases the impact may extend to affect future career development and earning potential, since time
spent on a council or board translates into less time available to apply to building a career path.
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TIME COMMITMENT

“Municipal politics is
different than the rest in that
Council members are always
on the clock. Businesses close
at the end of a day, people go
home from work and
provincial and federal
politicians have staff and
deputies to assist with their
very demanding schedules.
City Council members are on
their own and take ownership
of all issues and concerns
from the community. They are
never off the clock.”

Remuneration Task Force
City of Kamloops
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Remuneration for local elected officials will not fully offset the employment and financial impacts
experienced in every case. In keeping with the public service motivation of people who choose to run
for local office, there is arguably a tacit acceptance by those in office of some level of sacrifice.
Remuneration should, however, be fair as well as sufficient in order to mitigate any sacrifice required.
Unfair and insufficient remuneration may render elected office off-limits to a variety of prospective
candidates.

Responsibility

Municipal councils and regional district boards are responsible for increasingly broad and complex
portfolios of local government services. The elected officials who sit on these governing bodies
contribute to and accept responsibility for funding, policy, and service delivery decisions that are taken
to meet infrastructure needs, promote land use goals, tackle social issues, provide opportunities for
sport and recreation, protect sensitive environments, regulate activities, and deal with a host of other
issues. These decisions, which even in small jurisdictions can be weighty and contentious, affect the
lives of residents and the long-term prosperity of communities. Fair remuneration for persons who are
willing to accept such responsibility is warranted.

Representative Government

As representative governing bodies, it is important that municipal councils and regional district boards
reflect, to the extent possible, the diversity of the communities they serve. Inadequate remuneration,
either in terms of pay and/or benefits, stands as a potential barrier to participation for people who are
without other sources of income. Fair remuneration is important in helping to reduce barriers, and in
attracting capable people from a variety of backgrounds, demographic groups, socio-economic classes,
and employment types.

IMPORTANCE OF REVIEWS

The factors outlined thus far help to explain why remuneration for local government elected officials is
both warranted and important. The factors also highlight the need for local governments to regularly
review their elected official remuneration programs in order to ensure that they remain fair over time
as expectations and circumstances change. Remuneration levels that are left static in the face of
changing circumstances, including shifts in the cost-of-living, risk becoming barriers to participation.
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GOVERNING BODY DIVERSITY

Municipal councils and
regional district boards are
representative governing
bodies. Their legitimacy is
strengthened when they
reflect the diversity of the
communities they serve.
Inadequate remuneration is a
potential barrier to
participation for individuals
who may wish to serve, but
who lack other sources of
income and/or benefits. In
these cases, diversity in the
membership of local
governing bodies may be
difficult to achieve.



SECTION 2
WHO SHOULD CONDUCT REVIEWS?

In an effort to ensure that remuneration levels for local elected officials remain fair over time, local ASSIGNMENT OF REVIEWS

governments undertake remuneration reviews. Reviews are the focus of Sections 2, 3, and 4 of the
Guide. Section 2 — this section — begins by exploring who should conduct a review.

OPTIONS TO CONSIDER
In some jurisdictions, elected official remuneration is reviewed by the municipal council or regional

The accompanying chart
based on the survey results
shows that many jurisdictions
today assign local elected
official remuneration reviews

district board itself, or by a committee of the council or board. In most places, however, reviews are to local government staff.

assigned to other parties in order to relieve elected officials from the difficult task of having to develop
their own levels and terms of compensation. The three most common options are local government
staff, an independent task force, and experienced consultants.

> Local Government Staff — According to the survey of local governments that was conducted
for the Guide, the use of local government staff to review elected official remuneration is the
most popular option.! Most of the jurisdictions that reported using their own staff, it is worth
noting, are small in size.

> Experienced Consultant — This decision to assign a review to an outside, external consultant is
less common, but is used in certain communities. Under the approach, a consultant is hired to

conduct the relevant research, examine options, and recommend remuneration and benefit
levels.

> Independent Task Force — This option of an independent task force, comprised largely or
entirely of local residents, is used by some local governments across the province, including
large cities, small villages and towns, and regional districts.? The size and composition of the

task force are important points to consider; so, too, is the mandate of the committee, its
methodology, and the support it is provided.

1 In all, 39% of responding local governments reported using local government staff to conduct reviews.
2 The body is referred to as a Working Group, Advisory Group, Panel, Task Force, or Committee.
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Pros & Cons

The choice of option may be informed by past experiences, and by local expectations and views
regarding elected official compensation. The choice will also be influenced, however, by an
assessment of the pros and cons that are associated with each of the alternatives. Figure 2.1 presents
some of the key pros and cons that local governments may wish to consider.

Options

Local Government
Staff

Experienced
Consultant

Independent Task
Force

>

Vv Vv

VvV V V V

Figure 2.1

Options to Consider

i Pros

understand roles, responsibilities,
and workload of elected officials
understand local context

easy access to data from other
communities, particularly where
benchmark group exists

cost effective

independent from elected officials
familiar with use of data and
metrics, and with local
government practices

option enables decision-makers to
point to and rely on expert advice

independent from elected officials
places in hands of community
(members from community)
understands local context

cost effective

different perspectives involved
potential to raise profile of local
government, and importance of
remuneration

>

Cons

perceived as being less-than-
independent from governing body
may be perceived or actual conflict of
interest in cases where linkage
(formal or informal) between elected
official and staff remuneration

may not understand or be sensitive
to local context
may be costly

may lack understanding of the roles,
responsibilities, and workload of
elected officials

relies on credibility of committee
members

governing body may have difficulty
rejecting recommendations
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INDEPENDENT TASK FORCE

The use of an independent task
force provides for a high
degree of separation for
elected officials from the
development of their own
remuneration packages.



PREFERRED APPROACH

The independent task force emerges in Figure 2.1 as the preferred option for undertaking elected
official remuneration reviews. The task force's independence from decision-makers, as well as staff,
enables it to operate in a way that is free of local government involvement and — more importantly —
perceived to be free of such involvement. This freedom adds to the credibility of recommendations
that come forward, and protects elected officials and their staff from conflict of interest issues and
other controversies. The independence also allows the task force to speak to the roles, responsibilities
and expectations of elected officials, and the importance of appropriate remuneration, in ways that
the elected officials and staff would find difficult to do.

It is worth noting that the use of independent task forces and panels to determine elected official
remuneration is widespread at the provincial and federal government levels in Canada. These
jurisdictions recognize the value of the approach in protecting elected officials from challenges related
to conflict of interest that inevitably arise in the development of their own remuneration.

SUCCESS FACTORS

The choice of the independent task force option will not, on its own, guarantee a successful outcome.
Careful attention needs to be given to the appointment of members to the task force, the
development of task force terms of reference, and the provision of support to the task force's work.

Membership

To the extent possible, diversity in the membership of the task force is important. A common practice
is to include, at a minimum, representation from the local business community, as well as the non-
profit or public sector. Many governments also find the appointment of an individual with past
experience in local government as an elected official or senior staff person to be advantageous. These
individuals bring a local government perspective, and can help ensure a clear understanding on the
task force of the roles and responsibilities of elected officials. Individuals with human resources
experience or a legal background are considered to add value in some places. Citizens-at-large are
included on many task forces.
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SUCCESS FACTORS

The choice of the independent
task force option will not, on its
own, guarantee a successful
outcome. Careful attention
needs to be given to the
appointment of members to
the task force, the
development of task force
terms of reference, and the
provision of support to the task
force's work.
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Other considerations related to membership are as follows:

Size — Some places (e.g., Tofino, Metro Vancouver, Alberni-Clayoquot Regional District) limit
the number of members to three; others (e.g., Abbotsford) allow for a maximum of five; still
others (e.g., Kamloops) appoint seven. Larger bodies allow for greater diversity and a broader
range of perspectives; smaller groups may be more nimble and able to reach consensus more
easily. In relatively small jurisdictions, smaller task forces may be more practical to assemble
given the smaller number of candidates relative to the situation in larger centres.

Appointment — In most jurisdictions that use independent task forces, members are
appointed by the Chief Administrative Officer of the local government. This approach
reinforces the group's independence from the governing body whose remuneration the task
force is reviewing.

Terms of Reference
As with any advisory body, formal terms of reference for the task force are important. Task force
terms should set out:

vV V V V

the purpose of the task force

the task force's membership, including number and qualifications of members, and the
designation of a chair

the method and term of appointment

the task force's mandate, or scope of review, including the specific items (e.g., base
remuneration, expenses, benefits, annual adjustments) on which the task force is expected to
provide recommendations

a methodology to guide the task force, including any specific factors, bases of comparison, and
criteria for the task force to consider in developing its recommendations

expectations regarding consultation, including consultation with the public

the expected number of task force meetings, and the meeting procedures to follow

support resources available to the task force in conducting its work

the task force's reporting schedule

COUNCIL & BOARD REMUNERATION GUIDE - SEPTEMBER, 2019

GUIDANCE TO TASK FORCE

Even when task forces are free
to choose their own
approaches, it is useful for
jurisdictions to provide
guidance on methodology, and
identify specific items for task
forces to consider in their
work.

The terms of reference for
Abbotsford's Council
Remuneration Citizen Task
Force state that "the Task
Force will research and
consider all aspects of
compensation that it believes
are relevant to making its
recommendations, but will
specifically consider [certain]
matters..."
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> policies, bylaws, and other documents of the local government that govern the task force's
work and conduct

To underscore the importance of autonomy, some jurisdictions allow their task forces to themselves
choose the data, factors, and criteria to use in developing recommendations. Even in these cases,
however, jurisdictions will provide guidance on methodology or, more commonly, identify specific
items for task forces to consider in addition to any others that the task forces determine to use.

Task Force Support

The primary value of a remuneration task force is its independence from the local government. The
elected officials who receive and who are affected by the task force's recommendations benefit from
this independence. The task force is not expected, however, to conduct its work completely on its
own, without assistance from the organization. Indeed, for the task force to succeed, it must be able
to rely on staff to collect and analyze data, organize meetings, conduct research, and draft the task
force's report. it is important for local governments to assign a senior manager as a liaison to the task
force, and sufficient staff resources to give the task force the support it needs to fulfill its mandate.

Another form of support for the task force is education. To make meaningful recommendations that
reflect the duties, workload, and expectations of elected officials, task force members need to have a
good understanding of local government, and of the roles and responsibilities of mayors/chairs, and
councillors/directors. Local government staff can assist by providing an orientation to task force
members at the beginning of their mandate. Alternatively, or in addition, task force members can be
given reference materials such as the booklet available online at the Ministry of Municipal Affairs,
titled Thinking About Running for Local Office?

BEST PRACTICE

> Local governments should consider establishing an independent task force to conduct
reviews of elected official remuneration.

TASK FORCE SUPPORT

"The District Chief
Administrative Officer and
Director of Financial Services
shall serve as non-voting
resources to the [citizen]
Advisory Group."

Council Remuneration
Advisory Group
District of Tofino
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SECTION 3
TIMING AND FREQUENCY OF REVIEWS

Local governments interviewed for the Guide highlighted the need to consider timing and frequency in ESTABLISHED POLICY
the review of elected official remuneration. These issues are explored in this section of the text. Also

. . , , ' Most local governments that
explored is the question of timing as it relates to the implementation of the outcomes of reviews.

responded to the survey have
either a formal policy in place
on elected official
remuneration, a bylaw, or

TIMING OF REVIEWS
Local governments do not follow a single common practice with respect to the timing of remuneration

reviews. An examination of existing approaches over the past decade shows that some councils and both. Several policies and
boards (e.g., Vancouver) have conducted reviews early in their terms, whereas others (e.g., Comox some bylaws address the
Valley Regional District, Oak Bay, Esquimalt, Prince George) wait until the final year of their mandate. timing and frequency of
Some local governments (e.g., Kamloops, Abbotsford, Metro Vancouver) initiate reviews closer to the reviews.

middle of their terms. In general, most councils and boards that undertake reviews initiate them in
the second half of their terms.

The preferred timing for a review will depend on a number of factors, including local economic

conditions, reliance on established policy, the election cycle, and tax system changes over which local

governments have no control. Each of these points is considered, as follows: it

> Local Conditions — In all of their initiatives, remuneration reviews included, councils and

boards need to be sensitive to local economic conditions. Elected officials' compensation and
benefits, it is important to remember, are paid for by local taxpayers. In times of economic
growth and optimism, when local employment is strong and consumer confidence is high,
news of a remuneration review for elected officials will be greeted much differently than
during periods of economic stress. A council or board would be well-advised, for example, to
postpone a review, no matter how warranted one may be, in a single-industry community that
is dealing with the loss of a major employer.

Policy 27%

> Established Policy — The survey conducted for the Guide found that 27% of responding local
governments have a formal policy in place on elected official remuneration, 45% have a
remuneration bylaw, and 21% have both (see sidebar). Several of these policies and bylaws
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speak to the timing of future remuneration reviews. When such schedules are applied
consistently, local governments are perceived to have less discretion over the question of
when to review. The issue of timing in these cases tends to attract less attention that it would
otherwise.

Election Cycle — Change to elected officials' remuneration is an item of interest and discussion
in many communities across the province. It is important for local governments to recognize
remuneration as a legitimate issue for scrutiny and discussion, and to allow opportunities for
discussion to occur. It may not be useful, however, for remuneration to dominate public
discourse, particularly in the lead-up to an election when other important issues also deserve
attention. To avoid this situation, local governments should consider conducting reviews, and
reporting results, at least one year before the next election.

Tax System Changes — Changes to the Federal Income Tax Act were introduced by the federal
government in 2017 to eliminate a long-standing federal tax exemption for local government
elected officials, effective January 1, 2019. This change resulted in substantial changes to the
after-tax income for elected officials, and prompted many local governments to adjust elected
officials' 2019 pre-tax compensation in order to maintain after-tax 2018 remuneration. The
need to review remuneration and change base amounts to maintain after-tax compensation
was driven by changes that were beyond local government control. The timing of the review
to initiate the changes was also driven by events outside of local government.

BEST PRACTICE

Local governments should consider conducting remuneration reviews, and reporting the
results, at least one year before the next election.

ELECTION CYCLE

Change to elected officials'
remuneration is a legitimate
issue for public scrutiny and
discussion. To avoid having
remuneration dominate public
discourse in the lead-up to
elections, however, at the
expense of other important
issues, local governments
should consider conducting
reviews, and reporting results,
at least one year before the
next election.

FREQUENCY OF REVIEWS
Regular reviews of elected official remuneration levels should be undertaken in order to ensure that
remuneration remains fair over time as job conditions, expectations, and circumstances change.
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Failure to do so may undervalue the time spent by elected officials, and the level of responsibility ANNUAL ADJUSTMENTS
associated with the job. Failure could also result in remuneration becoming a barrier to participation,

== A It is common for municipalities
and make it difficult for a diverse range of individuals to stand for election.

and regional districts with
policies and/or bylaws in place
to automatically adjust
remuneration to reflect

As noted earlier, several local governments that responded to the survey have policies or bylaws that
set out schedules for formal reviews of base remuneration levels. In some of these documents the

frequency of reviews is set out — once-per-term appears to be the most commonly prescribed changes in the cost of living.
schedule in these documents. Regular adherence to these schedules ensures that reviews happen on The year-over-year change to
a regular basis, and helps to ensure that remuneration does not become a barrier to elected office. the consumer price index is the
Local governments with policies and/or bylaws that do not identify a specific frequency typically default adjustment factor.

experience longer intervals between reviews.
Relying on policies and bylaws to automatically trigger a review, in keeping with a prescribed

frequency, is a useful practice to follow. It relieves councils and boards — as well as their individual
members — from having to take the politically-difficult decision to request a review.

BEST PRACTICES

> Local governments should consider conducting remuneration reviews once per term.

> Local governments should consider setting out the timing for subsequent reviews in
remuneration policies or bylaws.

Annual Adjustments
Local governments undertake remuneration reviews to assess the fairness of elected officials' pay,
expenses, and benefit packages. When done properly, reviews take time, energy, and other resources

to complete. A best practice, identified earlier, is to conduct a full review once per term — it is neither
necessary nor reasonable to schedule reviews more frequently.

In the years between reviews, it is common for councils and boards with policies and/or bylaws in
place to automatically adjust elected official pay to reflect changes in the cost of living. In almost
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every case, the previous year's Consumer Price Index (CPI) for British Columbia, Vancouver, or Victoria
is the adjustment factor applied by local governments, depending on their location within the
province.® Automatic adjustments, defined and set out in policies and/or bylaws, ensure that the real
value of elected officials' remuneration remains stable between formal reviews, and can help to
reduce the need for more significant increases at the time of review. Failure to make annual
adjustments may place a burden on future councils and boards to address remuneration levels that
have been left to stagnate in the face of regular cost-of-living increases. For these reasons, annual
adjustments using a CPl index is a best practice.

BEST PRACTICE

> Local governments should consider including in their policies or bylaws provision for an
automatic cost-of-living adjustment, using the CPI, to elected officials' base remuneration.

IMPLEMENTATION OF CHANGES

When considering the issue of timing as it relates to the implementation of changes, it is important to
distinguish among the types of changes being put forward. The three key types include: changes to
base remuneration that emerge from full reviews; changes that are prompted by shifts in the tax
system; and annual adjustments to reflect increases in the cost of living.

> Base Remuneration — Councils and boards have full control over the timing of their
remuneration reviews, even in cases where timing is prescribed by policy and/or bylaw.
Similarly, councils and boards have full authority to choose when to implement any changes
that emerge from reviews. In general, it is preferable to have such changes take effect at the
beginning of the following term. This best practice is particularly important to follow when
reviews conclude the that significant increases to base pay and/or benefit packages are
warranted. A decision to implement changes immediately, or even during the existing term,
can create perceived conflicts of interest.

® Other indices include annual increases to general wages in BC, and increases to unionized or exempt staff wages.
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IMPLEMENTATION

It is preferable for councils and
boards to implement the
outcomes of remuneration
reviews at the beginning of the
following council or board
term. A decision to implement
changes earlier, during the
existing term, can easily create
perceived conflicts of interest.
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BEST

>

There will be some cases where implementation during the existing council or board term is
considered necessary, perceptions of conflict notwithstanding. Consider the situation in which
a council or board entered office following an election in which stagnant compensation was
portrayed as a barrier to participation. The council or board could decide that implementation
of changes that emerged from a review conducted early in the new term is necessary.

Tax System — Councils and boards have no control over changes to the income tax system —
the elimination of the federal tax exemption for local government elected officials that took
effect on January 1, 2019, is an example of one such change. In anticipation of this change —
it was announced in 2017 — some local governments designed remedies, before the 2018
local general election, to take effect on January 1, 2019, in the new term. Several local
governments, however, delayed taking action until after the federal tax change came into
force. Immediate implementation of changes designed to protect elected officials from
financial loss is considered reasonable and defensible by most.

Annual Adjustments — As explained earlier, annual adjustments to remuneration are designed

to protect base rates from erosion as a result of inflation. These adjustments, which result in
nominal rather than real increases, are expected to be implemented immediately.

PRACTICES

Local governments should consider having changes to base levels, determined through
remuneration reviews, take effect at the beginning of the following term.
Local governments should consider allowing for immediate implementation of changes to

remuneration that are designed to protect elected officials from financial loss that would
otherwise occur as a result of tax system shifts.

Local governments should consider allowing for immediate implementation of annual
cost-of-living adjustments.

FEDERAL TAX SYSTEM

Local governments have no
control over shifts in the
federal income tax system.
Offsetting changes to base
remuneration levels that are
designed to protect council and
board members from financial
loss are reasonable. Local
governments should consider
implementing such changes
immediately.
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SECTION 4
SETTING REMUNERATION

On a regular or periodic basis, local governments undertake remuneration reviews to determine the
remuneration, expense payments, and benefits to provide to elected officials. The previous two
sections of the Guide tackled a number of issues related to remuneration reviews, including:

who should conduct the reviews

when, during an elected body's term of office, reviews should be initiated
how frequently reviews should occur

when changes to remuneration that result from reviews should be implemented

vV V V V

This section of Guide — Section 4 — explores the factors that local governments should consider using
in their reviews to determine remuneration levels that are fair and defensible. The text deals
separately with the three main components of a complete remuneration package, namely
remuneration (i.e., pay), expenses, and benefits.

REMUNERATION

Remuneration consists, first and foremost, of a base amount of pay for mayors, board chairs,
councilors, municipal directors, and electoral area directors. Base amounts are intended to reflect the
expectations and duties associated with the specific roles, and for that reason are expected to differ by
role. Remuneration also includes any payments that are made to elected officials, on top of base pay,
for attending different types of meetings, leading committees, sitting as appointees on external

bodies, preforming the roles of deputy mayor or deputy chair, and undertaking other duties. These

supplemental payments, where offered, recognize differences in workload and responsibility among
elected officials in the same role.

Bases of Comparison

For many jobs in our economy, wages and salaries are set through a process of comparison — that is, a
process that takes into account remuneration associated with other jobs that are deemed to be
comparable. The approach to setting remuneration for local elected officials is no different. The most
common basis of comparison used by local governments across the province is remuneration paid to
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elected officials in other, similar local governments. Some councils and boards, however, look to
additional bases for guidance. Four bases to consider, including remuneration paid in similar
jurisdictions, are as follows:

COLLECTING DATA

It is important to ensure that

Similar Jurisdictions — Remuneration levels paid to elected officials across a set of other,
similar local governments can be used to approximate an "industry rate". The use of
comparable remuneration data, as noted, is widespread across municipalities and regional
districts, and is considered a defensible approach. The challenge faced by those who use the
approach, however, comes in choosing jurisdictions that are truly comparable. Population, the
most common factor, goes some way toward establishing similarity, but may not be adequate
on its own. Other factors may need to be combined with population to establish a more valid
comparison group. Such factors could include location, geographic size, scope of services
provided, growth rate, the urban (vs. suburban or rural) nature of a jurisdiction, economic
make-up, tax base, average house price, size of operating budget, and number of staff (full-
time equivalents).

Local Labour Force — A few jurisdictions in the province determine remuneration for council
and board members using local earnings data collected by Statistics Canada — specifically, the
average employment income earned by individuals aged 15 and over, who work year-round
and full-time.

Provincial MLAs — Only one of the local governments in the survey pointed to remuneration
paid to Members of the Legislative Assembly as a basis for determining local elected official
pay. A few other jurisdictions, however, believe the comparison may be useful.

Local Government Staff — Changes to staff pay are used in some jurisdictions as an index to

adjust council and board pay each year. Base pay for staff, however, is not generally used to
help set elected official pay.

Each of the four bases identified here — as well as others not identified — has both strengths and
shortcomings. Figure 4.1 highlights some of the pros and cons.

data on other local governments
are comparable. Care must be
taken to confirm that data have
been collected using similar
methodologies, and that data
sets measure the same factors.
Sources of data include
CivicStats (accessed through
Civiclnfo), and Statistics Canada.
Direct contact with comparison
group local governments may be
warranted in some cases to
produce "apples to apples"
comparisons.
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Figure 4.1
Pros and Cons of Alternative Bases

Alternative Bases

Similar Jurisdictions > jobs of local elected officials in > difficult to establish truly
similar jurisdictions, while not comparable set of jurisdictions (may
identical, are comparable be subject to accusations of "cherry
("apples to apples") picking")
> large enough comparison set can > potential for salary escalation if
neutralize outliers other places in comparison set

initiate significant increases

Local Labour Force > attempts to create strong linkage > jobs of elected officials not
to local community that pays comparable to majority of other jobs
elected body's remuneration in the community in terms of time
> sensitive to local economic commitment, duties, responsibility
conditions > not clear that average salary of

entire workforce reflects value of
elected officials' work

Provincial MLAs > remuneration reflects need in > role of MLA considerably different
both orders of government to than roles of mayor and chair (much
attract diversity of people to different than councillor/director)
serve in elected office > invites linkage to full MLA

remuneration and benefits package

Local Government > both groups (elected officials and > roles of staff considerably different
Staff staff) involved in same than roles of elected officials
organization > perceived conflict on part of elected
> comparison to staff used in other officials who approve staff salaries
orders of government to help set > invites linkage to full staff
elected official remuneration remuneration and benefits package

Arguably, there may be no single best basis of comparison to use in setting council and board
remuneration. As suggested in Figure 4.1, however, some bases are better than others.
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Remuneration levels paid to elected officials in similar local government jurisdictions represents the SIZE OF COMPARISON GROUP

preferred basis, and the best practice for local governments. The size of comparison groups

that are used to help determine
elected official remuneration
varies considerably across local

> Local governments should consider using base remuneration paid to elected officials in governments. The City of Prince

similar local government jurisdictions as the preferred basis for determining remuneration. G0 8 USES B BEET TEWEW GhaUp
of ten municipalities for the

purposes of its quadrennial
review. The group includes
cities with similar populations —
Chilliwack, Kelowna, Saanich,

BEST PRACTICE

Comparison Group
In establishing a valid comparison group of similar jurisdictions, local governments will need to give

careful thought to the most important measures to use. Population is a good starting point in every Langley Township, Delta,
case — it is a useful proxy for elected official workload, and is easy to explain. As well, data on Kamloops, North Vancouver
population are easy to obtain. Other measures can be combined with population to make the District, Nanaimo, Victoria, and
comparison set more defensible. Factors that influence elected officials' workload and level of Coquitlam.
responsibility are particularly useful to consider. The list of such factors will vary by jurisdiction, but
may include:

> |ocation

> geographic size

> scope of services

> growth rate

> operating budget

Finally, local governments will need to give some thought to the number of jurisdictions to include in
the comparison set. Larger sets will allow for a more robust comparison, and will make it easier to
neutralize the impact of outliers (i.e., jurisdictions that have significantly high or low pay levels, relative
to those of other places). If the setis too large, however, it may be difficult to obtain the necessary
comparative data, especially in cases where a range of measures, in addition to population, are used.
Given these points, a practicable and defensible minimum size is five to seven jurisdictions. The
maximum size will depend on the number of factors being considered, and the capacity of the body
conducting the remuneration review. Comparison set sizes vary considerably across local
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governments. Kamloops has used 14 municipalities; Comox Valley Regional District recently used nine.

Metro Vancouver bases the salary of its Chair on the median salary of mayors in 21 municipalities (all
Metro municipal jurisdictions).

BEST PRACTICE

> Local governments should consider establishing comparison groups using population,
combined — as deemed necessary — with other factors that influence elected official

workload and level of responsibility.
Local governments should consider including at least five jurisdictions (preferably more) in
the comparison groups.

Using the Data

Once the remuneration data from comparable jurisdictions have been obtained, local governments
need to determine how to best use the data to determine pay levels for the range of elected officials
in place. Itis useful at this stage to make the exercise as straightforward as possible so that it can be
undertaken easily (and relatively quickly), and so that it is easy to explain and understand. Simple
formulas can be effective in meeting these goals.

For municipal councils, the following formula-based approach — or variations of it — is used in a
number of places:

> Set the salary for the mayor as the median value of all mayors' salaries from the comparison
set of municipalities. Calculate the salary for councillors as a percentage (e.g., 40%) of the
mayor's salary to reflect the part-time nature of the councillor position, as well as its lower
workload and level of responsibility relative to those of the mayor.

Figure 4.2 illustrates, using hypothetical data from a comparison set of seven municipalities, how this
formula works in practice. To be clear, all numbers, including the percentage factor, are hypothetical
examples only, presented solely for the purpose of illustration.
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SIMPLICITY

When determining how to use
comparison data to calculate
remuneration levels, it is
preferable to apply simple
formulas. Formulas allow the
exercise to be undertaken easily
and relatively quickly.
Approaches based on formulas
are easy to explain, easy to
understand, and defensible.
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Figure 4.2

Sample Formula for Municipal Elected Officials

Comparison Set

Mayors Median Value

$ 101,000
$92,000
$ 100,500
$ 90,000
$ 72,500
$ 93,000
$ 83,000

$92,000 -> $92,000

Mayor's Salary

Subject Municipality

% Councillor Salary

40 $ 36,800

In applying the formula, local governments should consider the following points:

> Percentage Factor — The percentage factor that is applied to identify an appropriate councillor
salary needs to be set after careful consideration of the position's workload, time
commitment, and level of responsibility relative to those of the mayor. In municipalities where
the mayor's role is full-time (or greater), the difference between the positions may be greater,
and the percentage factor may be lower than 40%. Jurisdictions that use this formula (or
variations of it) tend to apply percentages that range from 30% to 50%, depending on local

conditions. Forty percent is a reasonable starting point.

> Median Value — The median value effectively neutralizes low and high outliers, and is

therefore preferable to the average value.

> Applying the Outcome — It is possible, particularly if a new comparison set is used, that the
resulting, recommended salaries for mayor and councillor will be lower than the actual salaries
being paid. If the difference is significant, local governments may choose to "red circle"
existing salaries for a period of time. In the calculated salaries are higher than those being
paid, either a one-time adjustment, or a phased increase may be required.
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> Alternative Percentile — The median value represents the 50" percentile in the comparison
set. Some local governments may determine, based on local circumstances, that
remuneration should be set higher — for example, at the 75" percentile. In this situation,
careful thought would need to be given to the rationale for such an approach.

While less common among regional districts, formulas may be just as useful in providing a relatively
simple, easy to understand, defensible approach. In developing a formula for regional boards,
provision needs to be made for a greater number of elected roles. In most cases, four specific roles
should be considered, including the chair, vice chair, electoral area director, and municipal director.
The distinction between electoral area and municipal directors is particularly important to recognize.
Regional districts are the local government for electoral areas, responsible for providing all basic local
services. Electoral area directors are accountable directly to their local electors, and are expected to
consult directly with electors on local service and other topics. Many electoral area directors
represent vast geographic areas, often with numerous small communities or settlements to serve. The
time commitment required to provide proper contact and representation can be considerable.
Electoral area directors' full local government salary comes from their regional districts.

The role of municipal director is also important and can be demanding. Municipal directors, however,
are accountable to their councils and do not face the same expectations as their electoral area
counterparts regarding consultation with residents on regional district matters. Residents of
municipalities receive most of their local services from their municipal councils. Municipal directors sit
on these councils, and are paid separately as council members to perform municipal duties.

A reasonable formula that takes into account the differences between electoral area and municipal

directors, as well as the unique duties, expectations, and responsibilities of the chair and vice chair, is
as follows:

> Set the salary for municipal director based on the median value of all municipal directors'
salaries from the comparison set of regional districts. Calculate the salary for electoral area
director by applying a multiplier (e.g., 2.0). Calculate a stipend for the chair by applying a
multiplier (e.g., 2.5) to the municipal director salary. Use a separate multiplier (e.g., 0.5) to
determine a stipend for vice chair.
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Figure 4.3 illustrates how this formula works in practice, using hypothetical data for a comparison set
of seven regional districts. All numbers, including the multipliers, are examples only.

Figure 4.3
Sample Formula for Regional District Elected Officials

Comparison Set Subject Regional District

Municipal Median Mun Director EA Director Chair Vice Chair
Director Value Base Salary Base Salary Stipend* Stipend*

$17,000

$11,000 2.0 $ 25,000

$ 12,200 $12,500 =  $12,500 2.5 $31,250

$9,000 0.5 $6,250
$12,500

$ 15,000

$ 16,500

* These stipends would be paid in addition to the base director pay.

The considerations raised for municipal council remuneration formulas regarding percentage factor,
median value, applying the outcome, and alternative percentile apply to the regional board formula as
well. In addition, it is important in the regional district context to consider the need for supplemental
payments, over and above the base salary amounts.

BEST PRACTICE

> Local governments should consider using simple formulas that make the calculation of

remuneration levels as straightforward as possible, easy to explain, and easy to
understand.

COUNCIL & BOARD REMUNERATION GUIDE - SEPTEMBER, 2019 - PAGE 24 UBCNR
A



Regional District Supplemental Payments

On a municipal council, the expectations on a councillor in terms of workload, time commitment, and
responsibilities, are, in general, the same for all councillors. Almost all councils, as a consequence, pay
councillors the same base salary without additional payments for committee meetings. Supplemental
fees may be paid in some cases to councillors who participate in external agencies on behalf of
council; however, these payments are the exception rather than the rule. Approximately 25% of
municipalities that responded to the survey pay stipends to council members for time spent as deputy
mayor or acting mayor. In most cases, these stipends tend to be nominal in value.

The situation for regional district directors is different. As noted already, the base remuneration for
role of electoral area director is typically greater than the base remuneration paid to the municipal
director role — the gap is intended to reflect the inherent differences in the roles. Differences in
workload, time commitment, and level of responsibility, and level of interest also exist, however,
among individual directors. Some directors may represent large jurisdictions that participate in a

broad range of regional district services, some of which may have committees or commissions in place.

These directors may be compelled to play, or be interested in playing, an especially active role in
regional district service governance. Other directors will represent jurisdictions that are less involved
in, or reliant on, their regional districts. These directors may not be involved in regional district
matters to the same degree as others.

To account for differences among individual directors, regional districts may choose to provide
supplemental payments, over and above base remuneration levels. Where provided, payments take
the form of per-meeting stipends that are paid to directors who attend specified regional district
meetings, as well as external meetings to which directors are sent to represent their local

governments. The amounts of the supplemental payments vary; most regional districts, however, pay
between $75 and $200 per meeting.*

4 An exception is Metro Vancouver, which pays $397 to each director for every board, committee and other

approved meeting attended. For all Metro Vancouver directors other than the (sole) electoral area director, board
chair, board vice chair, committee chairs, and committee vice-chairs, however, the meeting stipend constitutes the
entire remuneration (i.e., there is no base amount). Central Coast Regional District and Peace River Regional
District also pay higher per-meeting rates in lieu of base salaries for directors.
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Fifteen of the 24 regional
districts that pay base
remuneration to directors also
provide supplemental payments
for board, committee of the
whole, and all other meetings.
Nine of the regional districts
provide supplemental payments
for non-core meetings only.
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The use of supplemental, per-meeting payments is not uniform across regional districts. A review of
the 24 regional districts in the province that pay base remuneration to directors shows that, while
almost all provide payments to attend meetings of external agencies, 15 of the 24 also provide
payments to attend board and committee of the whole meetings. Nine (9) regional districts provide
no supplemental payments for these "core" regional district meetings — remuneration for attendance
at these meetings is included in the directors' base salaries.”

Supplemental payments are intended to reflect workload differences among individual directors. It is
not clear that such payments are also intended, however, to provide additional compensation to
directors for attending core regional district meetings of the board, including committee of the whole

meetings. Indeed, it may be argued that all board members are expected to attend these meetings as
a basic requirement of their roles as directors.

In setting regional district board remuneration, careful attention needs to be given to the use of
supplemental payments. Regional districts may wish to consider targeting such payments to non-core
meetings, and structuring base levels to include attendance at board, committee of the whole, and
any other core meetings.

BEST PRACTICE

> Local governments should consider targeting supplemental payments to non-core

meetings, and structuring base remuneration levels to include attendance at board and
committee of the whole meetings.

Alternate Directors

It is important to note that all regional districts use per-meeting payments to remunerate alternate
directors for attendance at all meetings, including core meetings, that the director would normally

> Travel expenses for all meetings are paid (see later).
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attend. These payments are the only form of remuneration for alternate directors; alternates do not
receive a base salary.

EXPENSES

Local government elected officials regularly incur expenses to travel to meetings, attend conferences
and sanctioned events, communicate with residents and the local government office, and deal with
the broad variety of other duties associated with the job. It is both important and legitimate that
expenses which are incurred by council and board members on the job, and in order to do the job, be
reimbursed by the local government. Policies and bylaws on expenses are used to set out the types of
expenses that are eligible for reimbursement, the conditions under which reimbursements will be
made, and the procedures that must be followed to obtain reimbursement.

A guiding principle for councils and boards on the matter of expenses is as follows:

> Local elected officials should not themselves be expected to pay expenses that are incurred in
order to perform their roles.

A related principle, however, is that compensation paid to elected officials for expenses incurred on
the job should not be viewed as an additional source of remuneration. This point requires local

governments, first, to identify the specific types of expenses for which elected officials can expect
reimbursement.

Eligible Expenses

Local governments have similar, but not identical, lists of expenses that are eligible for reimbursement.

In the case of municipalities, expenses that are reimbursed by councils tend to be limited to those that
are incurred by members on out-of-town business. Such expenses include:

travel by personal automobile (paid as a rate per kilometre) to out-of-town meetings
travel by taxi, bus, train, ferry, rental car, or air to out-of-town meetings
accommodation

conference fees

per diem payments for meals and incidentals

V V. V V V

GUIDING PRINCIPLES
(EXPENSES)

Local elected officials should not
themselves be expected to pay
expenses that are incurred in
order to perform their roles.
Compensation paid to elected
officials for expenses incurred on
the job should not, however, be
considered or pursued as an
additional source of
remuneration.
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Some councils also provide funding for a smartphone, tablet, and/or computer (or provide the
hardware itself), and the associated communications plan. Some will provide transportation costs
within the municipality, including a mileage rate for personal car use, taxi and/or transit fees, and
parking. Monthly car allowances for mayors are common; similar allowances for councillors are less
common but do exist in some centres.

Regional district boards, similar to councils, reimburse members for smartphones and for attendance
at out-of-town meetings. Most regional districts also, however, pay for travel, travel time, meals, and
accommodation for attendance regional district board and committee meetings. These additional
items reflect the large geographic size of many regional districts, and the need for directors to spend
considerable time to travel to core meetings. Monthly transportation allowances provided by some
regional districts to electoral area directors also reflect geographic realities.

Most local governments provide additional expense amounts for their mayors or chairs. A monthly car
allowance, noted earlier, is standard for mayors and is becoming common for chairs. Hosting
allowances are also recognized by several jurisdictions.

Regional district expense policies should anticipate and provide special direction to municipal directors
to avoid instance of "double dipping". In some cases, expenses that are incurred by municipal
directors can and should be reimbursed by the directors' municipal councils, not charged to the
regional district. An example of such an expense is attendance at the UBCM annual conference.
Council members who serve as municipal directors attend the annual conference, first and foremost,
as representatives of their municipalities.

Local Considerations

Lists of eligible expenses are common across most jurisdictions, as noted earlier. When developing
expense policies and bylaws for a specific local government, however, it may be important to explore
particular types of expenses that, while less widespread, are appropriate given the local context.
Some regional districts (e.g., Squamish Lillooet) provide differential mileage rates to account for travel
on unpaved roads. Others (e.g., Cariboo) provide reimbursement to replace car windshields that are
damaged during regional district travel on winter roads. Parking in many urban centres is expensive.
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FEDERAL TAX SYSTEM

Changes to the Federal Income
Tax Act were introduced by the
federal government in 2017 to
eliminate a long-standing
federal tax exemption for local
government elected officials,
effective January 1, 2019. The
exemption was in place to
recognize that, in the course of
their duties, elected officials
incur various expenses for which
they may not be reimbursed
(e.g., home office costs, meals
while meeting with constituents,
etc.). This change resulted in
substantial changes to the after-
tax income for elected officials,
and prompted many local
governments to adjust elected
officials' 2019 pre-tax
compensation in order to
maintain after-tax 2018
remuneration.
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Municipalities and regional districts in these centres may feel it necessary to reimburse parking costs
to elected officials.

Evolving Lists

Finally, local governments should not view eligible expense lists as static documents. Indeed, in order
to ensure that costs do not become barriers to participation, it is incumbent on local governments to
periodically consult elected officials and review eligibility considerations. One potential expense that
stands out is childcare. Councils and boards that have, or that seek to attract, young parents as
members may find it both fair and necessary to reimburse child care expenses that are incurred to
attend council and board meetings.

BEST PRACTICES

>

Local governments should provide clarity in regional district expense policies/bylaws to
ensure that municipal expenses incurred by municipal directors are reimbursed by the
appropriate municipal governments.

Local governments should consider including in their expense policies and/or bylaws the
principle that elected officials should not themselves be expected to pay expenses that are
incurred in order to perform their roles.

Local governments should recognize that the range of legitimate expenses incurred to
perform the roles of mayor and board chair will be greater than that incurred to perform
the roles of councillor and board director.

Local governments should ensure that lists of eligible expenses reflect unique local
conditions.

Local governments should periodically re-examine decisions on eligibility to ensure that
lists of eligible expenses evolve to reflect changing needs and to reduce barriers to
participation.
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BENEFITS

Medical services plan premiums, extended health and dental plans, employee and family assistance
programs, and life and accidental death insurance are common examples of benefits that local
governments may choose to make available to all or some of their elected officials. Current practices
across the province vary with respect to the provision of benefits. Some local governments provide
full benefits to all elected officials at no cost to the members. In a number of places, benefits are
made available only to the mayor, since this position is the only one considered full-time. Councillors
and directors in some of these places may opt-in to packages, but only at their own cost, or on a cost-
share basis with the municipality. Certain regional districts provide benefit packages at the local
government's cost to electoral area directors, but require municipal directors to pay all premiumes.
Other regional districts pay 50% of the cost of packages for all directors who opt-in. Family members
of elected officials are entitled to join benefit programs in some jurisdictions, but must pay the full
cost. Almost all local governments provide personal accident insurance to elected officials who are
traveling on local government business.

Provision of Benefits

The provision of benefits to elected officials is becoming an increasingly important topic of
consideration in local governments, particularly because of the potential barriers — real or perceived
— that a lack of benefits pose for some. In an effort to avoid this situation, local governments may
wish to consider making benefits available. Eligibility and responsibility for cost are two factors to
include in any such consideration.

> Eligibility — There is a strong rationale for providing benefits to mayors, and to other elected
officials who occupy what are considered to be full-time positions. Many individuals who may
wish to put their names forward for these positions would need, upon election to office, to
leave other full-time employment in which they may receive benefits coverage. The prospect
of giving up such coverage, and facing four or more years without replacement benefits, would
prevent some from running.

The argument for benefits may not be as strong for elected positions that are structured and

paid as part-time roles. In these cases, there is an assumption that individuals with access to
benefits through their employment will be able to retain at least some access to those benefits
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simply because they will not be need to leave their existing employment entirely. This
reasoning fails in cases where existing benefits would be lost as a result of an individual being
converted to part-time status with their employer after being elected to office.

An additional point in the discussion on eligibility concerns the position of municipal director
on regional district boards. Municipal directors are, first and foremost, municipal councillors.
The municipalities, as the local governments to which the councillors are elected to serve,
should be responsible for addressing the benefits issue with these elected officials. Electoral
area directors, by contrast, are directly elected to the regional district boards. Electoral area
directors should look to these bodies for benefits.

> Responsibility for Cost — Local governments should consider paying for elected official benefits
on a pro-rated basis. Using this approach, municipalities would pay 100% of the benefit
premiums for mayors, and 50% of the premiums for councilors. Regional districts would pay
50% of the cost of benefits for electoral area directors. Regional districts could also choose to
pay 100% of the cost of premiums for regional district chairs who are deemed to occupy full-
time roles, irrespective of whether the chairs are also electoral area or municipal directors.

In all, the principle governing the provision of benefits is that, in an effort to reduce barriers to
participation, local governments should make benefits available to their elected officials, and should
contribute to the cost of associated premiums on a pro-rated basis, in accordance will the full- or part-
time nature of the positions.

Smaller Jurisdictions

Smaller local governments who wish to provide some level of benefits coverage for their elected
officials may have concerns regarding the cost of premiums. In an effort to minimize costs, local
governments may consider extending existing staff programs to include elected officials, or joining
with other local governments to create larger beneficiary pools. To that end, UBCM offers
comprehensive group insurance coverage to all local government elected officials in the province. To
join the plan, however, at least three officials from a local government must opt-in to the coverage.
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Evolving Range of Benefits

Finally, as with expenses, the list of benefits provided to local elected officials will change over time in
response to local needs, societal trends, and other forces. In many jurisdictions today, standard
benefits such as extended health and dental coverage, counselling services, and accidental death and
dismemberment insurance will address needs. Some other local governments, however, may be
under pressure to provide some form of parental leave, RRSP contributions, education allowances, and
other benefits that prospective candidates for election receive in their existing careers. In the coming
years, the number of local governments that will need to consider these types of benefits is likely to
increase. And, to the extent that failure to provide them creates barriers to participation, local
governments may need to consider taking action.

» Transition Payments
One specific benefit that may receive greater attention in the coming years is a transition
allowance for local elected officials who leave office at the end of a term, either through their own
choice, or as the result of an unsuccessful re-election bid. This benefit, which may be referred to
as a retirement allowance, a separation payment, a pension, deferred remuneration, or a
retraining and adjustment payout, is not offered in many jurisdictions today in the province —
indeed, there are only eight municipalities that provide the benefit, and all of them are within
Metro Vancouver. The benefit is provided to local elected officials on a broader basis, however, in
other parts of Canada, namely Quebec and Ontario.

In some of the BC jurisdictions that offer a transition allowance, the benefit is intended as a bridge
to help individuals re-enter the workforce, either in a new occupation, or back into a career that
may have been placed on hold. In other cases, the benefit is presented in lieu of pension
contributions that would have been paid by an employer if the elected officials had been
considered employees and eligible for the existing municipal pension plan. Some transition
allowances are intended to achieve both purposes. Consider some current examples:

> The City of Vancouver provides one week of salary for every year of office served (provided
that the departing council member served his or her full term). This benefit translates to
1.9% of the member's annual salary, and is intended to help facilitate the member's return
to the workforce.

TRANSITION ALLOWANCES

Elected official transition
allowances — referred to in
some places as retirement
allowances, separation
payments, pensions, deferred
remuneration, or adjustment
payouts — are not common in
British Columbia's local
government system today.
Experiences in other provinces
and in the Metro Vancouver
area, however, suggest that the
benefit may become a matter
for greater attention, at least for
larger cities, in the coming
years. The lack of transition and
pension-like benefits could be a
barrier to participation for
different groups of individuals
(e.qg., mid-career professionals).
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> The City of Port Coquitlam provides one month of salary for every year in office to the
departing mayor (persons who served as councillors are not eligible). The benefit payment
is capped at six months.

> The City of New Westminster provides the equivalent of 10% of the annual indemnity for
each year of service, to a maximum of 12 years of service. This benefit is a form of pension.

> The City of Burnaby structures its benefits as an ongoing, annual payment to service council
members. The payments reflect the employer contributions to the municipal pension plan
that would be made if the council members were eligible for the plan. Payments can be
invested by members as annual RRSP contributions.

Transition allowances may be most relevant and defensible in local governments with elected
officials in roles that require a de facto full-time commitment (even though some roles may be
paid at part-time rates). Individuals in these positions place their existing careers and jobs on hold
while in office, and may not, as a consequence, be able to participate in a work-related pension or
savings program. Individuals in full-time elected positions may also have more difficulty than
others in transitioning back into the workforce following their time in elected office.

Experience in Ontario and Quebec supports the view that such benefits may be of most interest to
positions that require significant time commitments. In Ontario, the majority of municipalities
with populations over 100,000 offer pensions to elected officials, whereas only 7% of centres
with populations under 10,000 provide the benefit.® It is generally the case that elected positions
in larger centres are more demanding in terms of time than the same positions in smaller centres.
In Quebec, the municipal pension plan is made available to all municipalities; however, local
governments in centres with populations under 20,000 may choose to provide the benefit to the

position of mayor only — the one position that typically requires a greater time commitment than
others.

® Metro Vancouver, Board Remuneration Review Findings and Recommendations, Board Remuneration Independent
Review Panel, April 17, 2019, Page 9.
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This Guide does not provide advice to local governments on whether or not to provide a transition
allowance to departing, or serving, elected officials. The Guide recognizes, however, that the lack
of such a benefit may discourage some individuals from considering public office, and may
become more of a barrier in future years, at least in some centres. Local governments that wish

to explore the development of a transition allowance, may want to consider the following
questions:

> Does the lack of a transition benefit stand as a significant barrier to participation? Which
groups of individuals may view the benefit as being particularly important?

> What is the primary purpose of the benefit? Is it to provide a bridge for departing elected
officials to re-enter the workforce? Or is it to provide pension contributions in lieu of
contributions that elected officials could earn outside of office?

> What is a reasonable cap on the benefit, expressed either in terms of benefit paid, or
eligible service time?

> |sthere any rationale for regional districts to provide the benefit to municipal directors, or
should the issue of transition allowance to municipal elected officials be addressed directly
by the local governments (i.e., the municipalities) to which the officials are elected?
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BEST PRACTICES

Local governments should consider providing access to extended health, dental, vision
and insurance benefits to all local elected officials.

Local governments should consider contributing to the cost of benefit premiums on a pro-
rated basis, in accordance will the full- or part-time nature of elected positions.

Local governments should consider extending benefits coverage to family members of
elected officials, provided that the elected officials themselves pay the full incremental
cost of such coverage.

Local governments should periodically re-examine the benefits provided to ensure that
benefits programs reflect changing needs, and reduce barriers to participation.
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SECTION 5
COMMUNICATION

Local governments in British Columbia have long recognized the importance of strong communication
in local governance. Municipalities and regional districts regularly communicate in proactive ways with
their communities on a broad range of public policy, service, and governance matters. Remuneration
for elected officials is one additional item on which clear communication is necessary. This section of
the Guide highlights information that is important to communicate, identifies audiences with which to
communicate, and provides advice on how to communicate.

As in all communication efforts, information on elected official remuneration is provided, in part, as a
way to report on actions and decisions that are underway or that have been taken. Communication is
also undertaken, however, to explain why initiatives are important to take, and to promote
transparency in local government.

INFORMATION TO COMMUNICATE

The pieces of information that are important to communicate have been identified in the earlier
sections of the Guide. In all, the key pieces are as follows:

> Nature of Elected Official Roles — The level of knowledge in communities on the roles of local
elected officials is not uniformly high across the province. Information to help residents
understand the duties and responsibilities of the roles, the expectations on council members
and regional board directors, and the time required to perform the jobs properly may provide
important context for reviews of remuneration, and may help to pave the way for broad
acceptance of their outcomes.

> Purpose of Remuneration — The reasons for providing remuneration to elected officials, and
the factors that inform the setting of remuneration levels, are important to communicate.
Residents and prospective candidates, in particular, may find it helpful to understand the
importance of representative decision-making bodies, and the need to identify and reduce
barriers to participation that some groups in the community may encounter.
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EXPLAINING IMPORTANCE

The Cariboo Regional District
opens its Directors'
Remuneration and Expenses
Bylaw with a statement of
principles. The statement
begins as follows:

"It is important for local
governments to ensure their
elected official positions are
compensated fairly and
equitably to attract and
encourage a variety of
citizens from different
economic and demographic
backgrounds... to run for
office and represent their
communities..."
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> Guiding Principles — The communication of principles to guide council and board decisions on
remuneration can help to speak to the purpose of remuneration, and can also minimize any
suggestion of arbitrariness in the remuneration levels selected.

> Remuneration Details —Clear and complete listings of base remuneration levels, supplemental
payments, the situations in which supplemental payments are made, annual adjustments,
eligible expenses and the process for claiming them, and benefit programs are important to
communicate. Such details bolster transparency.

> Remuneration Reviews — Where determined, the process and timing of remuneration reviews,
along with any guiding principles for reviews to follow, can help to de-politicize the efforts.
Details on reviews underway, as well as the results of such reviews, are also important.

> Expenditures Made — Finally, efforts above and beyond basic statutory reporting
requirements to make available information on remuneration received and expenses claimed
can enhance transparency and build trust.

AUDIENCES TO REACH

Residents in the community constitute the primary audience for communication efforts on elected
official remuneration. Other audiences that may be targeted in communication strategies include
ratepayer associations, business associations, and any other defined group that has expressed, or that
may express, strong views on remuneration. An additional audience is the pool of prospective
candidates for upcoming local government elections. This group should clearly understand the nature
and level of the work involved, and the remuneration that is provided for the work.

COMMUNICATION TOOLS
Many local governments regularly make use of a range of different tools to connect with different
audiences. For information on remuneration, councils and boards may find a combination of written

materials, presentations, and information meetings to be most effective. Consider the following
points:

UNDERSTANDING ROLES

Prospective candidates for
local government elected
office should clearly
understand the nature and
level of the work involved, and
the remuneration that is
provided for the work.
Resources such as "Thinking
About Running for Local
Office?" can help.

®

Thinking About
Running for
Local Office?
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Written Materials — Providing information in writing is a useful way to ensure accuracy of
message, and to promote transparency. Written materials can also be made available in a
number of formats in order to allow for distribution to various audiences. Examples of written
materials to provide include:

— remuneration policies and bylaws, complete with user-friendly introductions to explain
the purpose and contents of the documents

— information pamphlets on the reasons for, importance of, and principles in place to
guide elected official remuneration

— education booklets on the duties and responsibilities of local elected officials, as well as
the time commitment involved

— terms of reference to guide remuneration reviews

— reports on the outcomes of remuneration reviews

— regular disclosure of remuneration and expenses paid

Public surveys represent an additional written item that can be used not only to solicit public
views on remuneration, but also to communicate the reasons for remuneration, and the
existing remuneration, expense, and benefit programs in place.

Presentations — Public presentations (i.e., at open council and board meetings) of the results
of remuneration reviews are effective communication methods, particularly when reviews

have been completed by an independent panel, and presentations are made by the panel
chair.

Information Meetings — Information meetings are used in several local governments to help
prospective candidates understand the duties and responsibilities of the elected official jobs.
Where not already the case, these meetings could include a component on remuneration. The
reasons for remuneration, and the principles guiding remuneration, would be important to
communicate in addition to the remuneration levels.
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PUBLIC INVOLVEMENT

Kamloops' Council
Remuneration Task Force
solicited input from the public
through a carefully-
constructed and -implemented
engagement program. Five
community events were
attended by Task Force
members. A survey was also
provided for all interested
residents.
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Information meetings can also be used as part of remuneration reviews. Such meetings are
held in some centres to educate audiences on elected official remuneration, and to solicit
views on appropriate packages to provide.

BEST PRACTICES

> Local governments should consider including in their communications programs
information on the nature of elected official roles, the purposes of remuneration,

principles to guide the setting of remuneration, details on remuneration levels,
remuneration reviews, and expenditures made.

Local governments should consider using a range of tools to communicate information,
including written materials, presentations, and information meetings.
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SECTION 6
BEST PRACTICES SUMMARY

This Guide has presented a series of best practices to assist local governments in setting elected official
remuneration. Figure 6.1 pulls the best practices together into one table.

Figure 6.1
Remuneration Best Practices

Section . Topic Best Practices
Section 2: Independent >  Local governments should consider establishing an independent
Conducting Task Force task force to conduct reviews of elected official remuneration.
Reviews
Section 3: Timing of > Local governments should consider conducting remuneration
Timing and Reviews reviews, and reporting the results, at least one year before the
Frequency next election.
Frequency of > Local governments should consider conducting remuneration
Reviews reviews once per term.

> Local governments should consider setting out the timing for
subsequent reviews in remuneration policies or bylaws.

Annual > Local governments should consider including in their policies or
Adjustment bylaws provision for an automatic cost-of-living adjustment, using
the CPI, to elected officials' base remuneration.

Implementation > Local governments should consider having changes to base levels,
of Changes determined through remuneration reviews, take effect at the
beginning of the following term.
> Local governments should consider allowing for immediate
implementation of changes to remuneration that are designed to
protect elected officials from financial loss that would otherwise
occur as a result of tax system shifts.
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Section Topic

Section 3: Implementation
Timing and of Changes
Frequency

Section 4: Bases of
Setting Comparison

Remuneration

Comparison
Group

Using the Data

Regional District
Supplemental
Payments

Eligible
Expenses

>

| Best Practices

Local governments should consider allowing for immediate
implementation of annual cost-of-living adjustments.

Local governments should consider using remuneration paid to
elected officials in similar local government jurisdictions as the
preferred basis for determining remuneration.

Local governments should consider establishing comparison
groups using population, combined — as deemed necessary —
with other factors that influence elected official workload and
level of responsibility.

Local governments should consider including at least five
jurisdictions (preferably more) in the comparison groups.

Local governments should consider using simple formulas that
make the calculation of remuneration levels as straightforward as
possible, easy to explain, and easy to understand.

Local governments should consider targeting supplemental
payments to non-core meetings, and structuring base
remuneration levels to include attendance at board and
committee of the whole meetings.

Local governments should consider including in their expense
policies and/or bylaws the principle that elected officials should
not themselves be expected to pay expenses that are incurred in
order to perform their roles.

Local governments should recognize that the range of legitimate
expenses incurred to perform the roles of mayor and board chair
will be greater than that incurred to perform the roles of
councillor and board director.
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Section Best Practices

Section 4: Eligible > Local governments should provide clarity in regional district
Setting Expenses expense policies/bylaws to ensure that municipal expenses
Remuneration incurred by municipal directors are reimbursed by the

appropriate municipal governments.

> Local governments should ensure that lists of eligible expenses
reflect unique local conditions.

> Local governments should periodically re-examine decisions on
eligibility to ensure that lists of eligible expenses evolve to reflect
changing needs and to reduce barriers to participation.

Benefits > Local governments should consider providing access to extended

health, dental, vision and insurance to all local elected officials.

> Local governments should consider contributing to the cost of
benefit premiums on a pro-rated basis, in accordance will the
full- or part-time nature of elected positions.

> Local governments should consider extending benefits to family
members of elected officials, provided that the elected officials
themselves pay the full incremental cost of such coverage.

> Local governments should periodically re-examine the range of
benefits provided to ensure that benefits programs reflect
changing needs, and reduce barriers to participation.

Section 5: Information to > Local governments should consider including in their

Communications  Communicate communications programs information on the nature of elected
official roles, the purposes of remuneration, principles to guide
the setting of remuneration, details on remuneration levels,
remuneration reviews, and expenditures made.

Methods of > Local governments should consider using a range of tools to
Communication communicate information, including written materials,
presentations, and information meetings.
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Strategic Plan 2021 Action Items - Report Back

STAFF SALARY REVIEW

Undertake a staff salary review

BACKGROUND:

The City of Victoria periodically conducts a review to ensure its compensation for exempt staff is
competitive to a defined external market so that is can continue to attract and retain talent. The
last review took place in 2013.

The City has historically targeted the median (middle) level of its external market, which was
defined in 2013 as the following BC local governments:

Capital Regional District
Delta

Kamloops

Kelowna

Nanaimo (City)

North Vancouver (District)
Port Coquitlam

Richmond

Saanich

COoNOOGORAWN=

Previous reviews have been undertaken by consultants with expertise in compensation
structures, and have included identification of benchmark positions, develop of survey tools, data
analysis and reporting.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

Estimated cost to retain a consultant to complete the review is $15,000 to $20,000. Staff time to
support the review process can be accommodated within work plans. Expected project time frame
is approximately 12 weeks.
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Strategic Plan 2021 Action Items - Report Back

GOVERNANCE REVIEW

Initiate a Governance Review

BACKGROUND:

At the January 7, 2019 Council meeting and following the Q2 2019 update, Council passed the
following motion to advance the Strategic Plan action to “Initiate a Governance Review” in 2021.

That Council strike a working group consisting of Councillors Isitt, Loveday and Alto, to work with
Legislative Services and Engagement in the first quarter of 2021 and report back to Council for a
proposed governance review.

A governance review can encompass some or all of the following areas, or be of an even greater
scope:

1. Functions
¢ What is working
e \What is not working

2. Roles and Responsibilities
e Mayor/Council/City Manager/Department Heads

3. Strategic Planning Process
4. Decision Making Process

a) Council Procedures Bylaw

e Council Meetings Days and Times
e Council Committee Structure

e Advisory Bodies to Council.

b) public engagement/feedback on decision making processes
6. Council Code of Conduct

7. Council Remuneration (please refer to attached response on Council remuneration
review).

A minor review was undertaken with existing staff resource s in 2015/16 that covered Council and
Committee meetings and Procedure Bylaw Amendments. Outside of the governance review,
other 2020 Strategic Plan items relating to Good Governance and Civic Engagement involving
video submissions, public hearing only council meetings and the creation of a lobbyist registry will
be coming forward to Council in the coming weeks

At the October 22, 2020 Committee of the Whole meeting Councillor Loveday provided a report
(attached) for Council’'s consideration to define the scope of the Governance Review.

The following recommendation to Council was made and will be considered at the November 5,
2020 council meeting:
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Strategic Plan 2021 Action Items - Report Back

Initiating a City of Victoria Governance Review

That Council direct staff to schedule a Council workshop and a separate workshop for staff
and a workshop for residents and stakeholders to provide input to further inform the scope
and priorities of a Governance Review and the selection of a consultant;

And That Council direct staff to report back with a proposed work plan and engagement
strategy for the Governance Review aligned to the scope outlined in this report and
informed by input received at the workshops outlined previously;

And That Council directs staff to report back with a budget estimate for the Governance
Review and include that estimate in the 2021 budget for Council’s consideration,

And That Council appoints up 3 councillors as a sub-committee to guide the Governance
Review process.

That Council direct staff to include in their report back best practices regarding embedding
an equity and anti-racism mandate into the governance review.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

The scope of the Governance Review will influence the costs and resource implications. A
medium to full scope review would require the use of consultant services. Until a scope for the
review is defined, it is difficult to assess financial and resource implications, as this could be within
a range of $10,000 to $50,000.

Estimates of costs for the scope of review identified in the motion Council will be considering is in
the range of $50,000 to $75,000 and would require the engagement of consultant services.
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CITY OF

VICTORIA

Council Member Motion
For the Committee of the Whole Meeting of October 22, 2020

To: Committee of the Whole Date: Oct. 12, 2020

From: Councillor Loveday

Subject: Initiating a City of Victoria Governance Review

Background:

The City of Victoria’s 2018-2022 Strategic Plan includes a high-level priority of Good
Governance and Civic Engagement and a 2021 action to “Complete a Governance Review". By
conducting a targeted governance review, informed by Council, city staff, residents, and experts in
civic governance, the City of Victoria has an opportunity to better align City processes with the
City of Victoria’s stated values and vision of inclusion, civic engagement, and good and open
governance.

The City of Victoria’s last governance review occurred in 2008, conducted by George Cuff,
and much has changed since then, including demographic and population shifts, increased
complexity of the issues facing Council, technological advances, and a new emphasis on
diversity, inclusion, and reconciliation. Conducting a Governance Review in 2021 could help
address governance challenges, improve transparency, and set up the next Council, to be elected
in 2022, for success. To ensure the Governance Review is rooted in the espoused values of the
City of Victoria, it is important that an equity lens is applied to this process.

Key Areas of Consideration for a Governance Review (to be fleshed out and added to through
engagement with Council, City Staff, stakeholder groups, and residents):

1. Improving transparency and ensuring accountability

Considerations:

e Processes for effective Council decision-making including whose input is received
and how that input is considered

o Ensuring all correspondence and public input is received, read, and responded to
appropriately and in a timely fashion

¢ Clear definition of roles and responsibilities for Council, CAO, and staff

« Improving transparency of work undertaken by Councillors on City appointed
committees and boards.

o Further limiting in-camera meetings and pro-active release of information

o Tracking plans and reports and ensuring implementation of all approved plans

2. Appropriate, consistent, and highly functioning advisory committee structures

Considerations:
« The best process for advice and recommendations to flow to and from committees
o Chairing of committees and role of council liaisons

Committee of the- Whote Report: Oct 12,2026
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o Adequate support from City Staff to support committees
« Ensuring that the time and expertise of committee volunteers is respected and
honoured

3. Length, frequency and scheduling of council meetings
Considerations:
o Improving governance and access for residents by shortening the length of
meetings and limiting how late meetings can run
o Ensuring meetings are accessible and inclusive of residents from diverse
backgrounds and lived experiences

4. Technology and the changing nature of work
Considerations:
e Role of virtual meetings and digital participation post-pandemic
« Changes in governance, and expectations due to technological advances

5. Respecting public input and building public trust

Considerations:

e Public engagement that meets IAP2 standards

e Council and staff hear from diverse populations representative of City of Victoria
residents

o Ensuring responsiveness to public correspondence and requests

« Flexibility of City processes to work within Indigenous protocols and approaches in
relationships with the Esquimalt and Songhees Nations and in activities relating to
reconciliation efforts

6. Defining the role Mayor and Councillors

Considerations:

What is the public expectation of the role(s)

What is the role of councillors as a neighbourhood liaison?

Is being a Councillor a full or part-time job?

If the role of Councillor is a part-time job, what can be done to limit the scope of
work, provide support, or streamline processes?

e If Councillor is full-time, what changes are required to recognize this expectation?
o How should council evaluate its own performance?

+ Best practices for reviewing Council renumeration

It is recommended that an approach is undertaken that engages the working knowledge of mayor
and council, city staff, residents, and an outside consultant with experience and expertise in civic
governance. Consultation will be key to success and should occur in stages as the review process
progresses. It is important that emerging governance issues can be tracked and considered as
consultation advances.

Recommendation:
That Council direct staff to schedule a Council workshop and a separate workshop for residents

and stakeholders to provide input to further inform the scope and priorities of a Governance
Review and the selection of a consultant;
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And That Council direct staff to report back with a proposed work plan and engagement strategy
for the Governance Review aligned to the scope outlined in this report and informed by input
received at the workshops outlined previously;

And That Council directs staff to report back with a budget estimate for the Governance Review
and include that estimate in the 2021 budget for Council’s consideration;

And That Council appoints up 3 councillors as a sub-committee to guide the Governance Review
process.

Respectfully submitted,

Councillor Loveday
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Strategic Plan 2021 Action Items - Report Back

CO-GOVERNANCE OF MEEGAN (BEACON HILL) PARK

Explore co-governance of Meegan (Beacon Hill) Park and shoreline areas with the Lekwungen
speaking people.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

Once the scope of this initiative has been determined by Council, including the level of staff
involvement, any financial and human resource implications can be identified.
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VICTORIA HOUSING CORPORATION

Explore the potential of creating a Victoria Housing Corporation

BACKGROUND:

This item was incorporated as an action in the June 2019 update to the Victoria Housing Strategy
Phase Two. Upon adoption, Phase Two actions that had the most immediate impacts on
addressing housing affordability were prioritized. In response to the COVID 19 pandemic, in June
2020, actions that improve housing security were reprioritized. Therefore, this action is targeted
to be initiated following the completion of priority actions, and before the end of 2022.

The Planning and Legal departments have analyzed the costs and benefits of creating a housing
corporation and seek to clarify Council’s objectives of this action. Clarification of Council’s
objectives for this action is needed.

Municipal housing corporations, although wholly owned by a municipality, operate at an arms-
length and are not subject to the direct control of municipal councils. These corporations aim to
be self-funded and are responsible for independently managing municipal assets for the purposes
of developing, owning or operating affordable housing. However, if the intention of this action is
to establish a housing function within the City of Victoria, then there is no additional benefit to
establishing a separate housing corporation.

The City of Victoria already performs a housing function, which is led by the Sustainable Planning
and Community Development, and Strategic Real Estate departments. These staff teams work
across departments and collaborate with external partners to achieve housing objectives. The
Planning department develops policies, plans and programs, as well as regulates land use and
residential development. Strategic Real Estate manages City assets, including the acquisition,
dispossession and lease of city-owned lands, for affordable housing purposes among others.
Currently, the City leases several properties to non-profit housing providers, and there are an
additional 364 affordable housing units proposed to be built on city-owned sites. This
interdepartmental work on housing objectives is recognized as a priority action and continues to
be strengthened over time. Therefore, the City of Victoria already performs a housing function,
and the creation of a separate independent entity may not provide additional benefits to achieving
City housing objectives.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

It is recommended that Council’s objectives of this action be clarified; depending on these
objectives there may be no financial or human resources required.

However, if it is the intent of Council to create an independent housing corporation, the legal costs
would range from $10,000 to $20,000, and pursuant to section 185 of the Community Charter,
provincial approval from the inspector of municipalities is required for the City to create a business
corporation. Further research would be required to understand best practice approaches for
creating a municipal housing corporation, including consideration of possible duplication of roles
with the existing Capital Regional Housing Corporation as well as any subsequent startup costs.
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SENIOR’S HOUSING

Develop relevant partnerships and pilot a project matching seniors with extra bedrooms with
eligible lodgers.

BACKGROUND:

This item was incorporated as an action in the June 2019 update to the Victoria Housing Strategy
and expanded to include a range of intergenerational housing options:

Intergenerational Housing: Explore intergenerational housing options to
improve access to housing and social inclusion across generations, including
developing partnerships and piloting a project matching seniors with extra
bedrooms with eligible lodgers

When it adopted the Victoria Housing Strategy Phase Two, Council endorsed a prioritization of
actions that would see the biggest impact of the most affordable housing addressed first. A later
Council motion in June 2020 directed staff to prioritize actions that would have a direct impact on
housing security during the COVID crisis. This action is therefore slated to be launched following
the completion of COVID priority actions and the Housing Strategy priority actions and is now
targeted for completion in 2022.

However, some preliminary work on this action has been completed, including:
e an intergenerational housing session at the Victoria Housing Summit (March 2019)
e conversations with potential project partners including the United Way, HappiPad (a
seniors/boarders matching software application), the CRD, and Generation Squeeze
e an exploration of innovation grant funding including a related project proposal completed
by Generation Squeeze for City adaptation.

Once this project is launched, due to its innovative nature, it is recommended that the City apply
for grant funding, which (particularly if CMHC funding is requested) may require initial start-up
funds for the project application process. However, staff resources would still be required to plan,
develop, implement, and coordinate with a consultant (as required).

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

Due to the reprioritization of the Victoria Housing Strategy, this action is not slated for completion
in 2021 and therefore will have no financial or human resource implications.
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LOW COST OR FREE INTERNET SERVICE

Work with partners to explore improved access to low cost or free internet service

BACKGROUND:

The business model for this initiative in other municipalities in BC is for the municipality to lease
small Internet Service Providers (ISP) municipally owned fibre, which may help them establish a
presence and allow for lower operating costs to enable passing the savings on to the consumer.
The City does not currently have a sufficient fibre footprint to resell to small ISP’s and would
therefore need to build one.

This initiative would involve building City-owned fibre infrastructure to create a new “utility” that
may increase competition amongst internet service providers in the city. The City's existing fibre
network is not sufficient to provide this type of service so new infrastructure is required. This would
involve very high upfront capital expense to build a network large enough to support internet
connectivity in part of the city's core and potentially in residential neighbourhoods as well. A
number of municipalities in BC have undertaken a similar initiative for various reasons including
economic development and providing more competition among internet service providers.
Connections are only available for buildings with 40 units or more, and the business model is
typically targeted at condos, not apartments. Monthly service rates for customers in buildings in
those municipalities ranges $35-$95, compared to Shaw and Telus at $60 - $165 for similar
speeds.

There are a number of risks to be aware of including disruptive future technology obsoleting this
new City utility is always present; potential lack of initial demand thus prolonging the payback
period; or existing large incumbent internet service providers lowering their costs to prevent new
utility from getting established.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

This would be a new City service with significant start-up costs and capital infrastructure in the
multi-millions. An operating budget would need to be established and would involve additional
staff and/or subject matter expert consultant costs. The payback period is in the 10 — 20 year
timeframe according to other municipalities currently undertaking a similar approach.
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URBAN AGRICULTURE

Working with specialists in the field explore agriculture water rates for food production in the city
on land that is used principally for food production.

BACKGROUND:

The CRD subsidizes agricultural water rates for water customers with properties that have
obtained farm classification from BC Assessment and qualifying water consumption amounts.
Currently there are no farms in Victoria with BC Assessment property farm classification. The City
has no input into BC Assessment’s property farm classification.

Currently, urban farm operators are not accessing CRD subsidized agricultural water rates
because they do not have farm classification, and there is no City process to invoice qualifying
customers at the agricultural rate. Once a property has achieved farm tax class through BC
Assessment, the City could invoice at an agricultural water rate subsidized by the CRD.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

Providing access to CRD subsidized agricultural water rates has no impact on the City financially.
Should an urban farm become eligible to receive the subsidized agriculture rate, administration
support and systems programming will be required to develop and process the application.
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URBAN AGRICULTURE - TAX RATES FOR URBAN FARMS

Advocate to BC Assessment for farm classification for lands being used principally to grow food
and consider lowering the tax rates for urban farms (once designated by BC Assessment).

BACKGROUND:

In 2019, City staff met with BC Assessment to explore if lands being used principally to grow food,
such as community gardens, could attain farm classification. Staff received feedback that any
properties seeking farm status would need to meet a number of requirements to achieve BC
Assessment’s farm classification. BC Assessment also indicated that they are available to provide
further information and advice to individual property owners should they wish to explore how they
could obtain this classification.

Currently, there are no farms in Victoria with BC Assessment property farm classification. Should
Council wish, staff will reach out to BC Assessment in 2021 to further advocate for an expansion
of the farm classification.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

This work can currently be accommodated within existing resources.

57



Strategic Plan 2021 Action Items - Report Back

URBAN AGRICULTURE — NEIGHBOURHOOD FOOD PROGRAMS

Support neighbourhood food/meal programs.

BACKGROUND:

In 2020, staff utilized existing growing space and resources to launch the Get Growing, Victoria!
seedling distribution program. Since the program was initiated, the City has grown and distributed
over 80,000 seedlings to thousands of people through collaboration with over 40+ community
organizations and groups that directly support communities disproportionately impacted by the
pandemic. In addition, the City sponsors the distribution of excess garden materials to residential
home gardeners. In 2020 approximately 150 cubic yards of compost and leaf mulch was made
available at twelve distribution sites

The program will continue in 2021, providing a selection of spring, summer and fall crops to be
distributed in April, June, and August. In 2021, the program will also pair distribution of
seedlings with educational videos and mentorship matching opportunities. Leaf mulch and
compost will be distributed bi-annually in the spring and fall in every neighbourhood.

To further support local food/meal programs, staff will be launching the Neighborhood Meal
Program Feature map, launching in spring 2021. This online tool will identify available meal
programs through icons on a map of the city. Features will include location, hours of operation,
demographic support (i.e. family, seniors, youth, etc.), accessibility considerations, and any
applicable fees. Food distribution programs such as the Good Food Box and the Community
Food Rescue programs, will also be included.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

Financial and human resource implications for this work have been included in the draft 2021
Financial Plan.
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URBAN AGRICULTURE - SHARING BACKYARD PROGRAM

Work with non-profits to bring back the Sharing Backyards Program

BACKGROUND:

Sharing Backyards was an online platform connecting landowners with available backyards and
gardeners looking for a gardening space. Developed and operated by LifeCycles in early 2000,
the program was terminated due to a lack of sustained funding for maintenance and upkeep.

Staff have been exploring collaboration opportunities to bring back Sharing Backyards with
regional organization, Capital Region Food and Agriculture Initiatives Round table (CRFAIR)
and national organization, Young Agrarians.

The Young Agrarians, a nation-wide non-profit farmer resource organization, has extended its
farmland mapping program to include both rural and urban gardens, centralizing information for
those looking for garden space to use and those with garden space to share. The U-Map shows
locations of gardens and farms with extra space or in need of helpers, listing the size, type and
nature of the land for those looking, who can also post specifics of what they want. This garden
share map functions similarly to Sharing Backyards.

With funding support from CRFAIR, Young Agrarians will develop an upgraded platform and begin
targeting outreach to Victoria users.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:.

This work can currently be accommodated within existing resources.
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ZERO WASTE STRATEGY

Implement a robust Zero Waste Strategy

BACKGROUND:

Council directed staff to develop a Zero Waste strategy in 2019 as an action under the Climate
Leadership and Environmental Stewardship objective of the Strategic Plan and to implement the
Zero Waste strategy beginning in 2021. The initial phase of the strategy development began in
2019 including an analysis to understand the source of materials generated in the City of Victoria
and their destination to compost, recycling and landfill facilities.

At the November 7, 2019 Committee of the Whole meeting, staff presented the outcomes of the
analysis that revealed that the city is generating more waste than previously understood due to
Victoria’s position as the regional hub for employment, tourism and commerce and that there is
an opportunity to reduce a substantial amount of waste using municipal tools and authorities that
focus on the avoidance and reuse of materials and products. Based on these outcomes Council
directed staff to proceed in 2020 with the second phase of the Zero Waste strategy development
to engage with stakeholders to prioritize strategies and actions and establish metrics and targets
for evaluating performance. Council also directed staff to initiate planning in 2020 for the
implementation of key Zero Waste actions including expansion of public realm recycling, piloting
a reusable takeback container program and options to mitigate the waste from building
demolitions. A one-time allocation of $200,000 and one new staff resource were committed in the
2020 budget to advance these initiatives.

The proposed strategy, Zero Waste Victoria, will be presented to Council for adoption in Q4 2020.
The staff report for Zero Waste Victoria will be accompanied by a detailed implementation plan
and resource considerations to guide the City’s waste reduction actions through to 2023.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

The new staff resource allocated to zero waste in the 2020 budget was hired early in the year
which enabled additional strategy development and implementation work to be completed using
in-house resources. Zero Waste Victoria implementation planning for 2021 is being proposed to
use existing staff resources and one-time funds carried forward from the 2020 budget. As a resullt,
no additional operating funding is anticipated to be required to implement the strategy in 2021.
Capital funds of $95,000 are proposed in the 2021 budget to expand public realm recycling
infrastructure and this has already been included in the draft capital plan.
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SHORE POWER

Work with the Greater Victoria Harbour Authority (GVHA) on options for shore power and lower
emissions ground transportation.

BACKGROUND:

In recent years, Council has given direction to staff to work with the GVHA on the potential of
requiring shore power by a particular date in order to significantly reduce and eventually eliminate
the negative impact of waste, carbon emissions and particulate matter from the ships while they
are in the City of Victoria.

Most recently, at the February 13, 2020 meeting of the Committee of the Whole, Council
considered a report recommending staff work with the GVHA to prepare an amendment to the
Memorandum of Understanding for Ogden Point to extend the completion of the Ogden Point
Master Plan to December 31, 2025.

This represented a further extension to the completion of the Master Plan and was being sought
to allow additional environmental work to be undertaken on the site and to assess
recommendations from the GVHA consultants to further reduce emissions from Cruise Ships.

Given the recommendations made by the GVHA consultants plus the direction from the GVHA
Board and City Council to pursue shore power, the GVHA requested an extension to the MOU
through to December 2025. This extension will allow the GVHA to further develop an overall,
Ogden Point development framework consistent with the James Bay Neighbourhood Plan (once
developed) and pursue master plan development opportunities that are consistent with the GVHA
10 Year Strategic Plan. In that time the GVHA will also be working towards a number of outcomes
including determining the feasibility, business case and funding sources to support the installation
of shore power as well as working with the federal government to pursue further environmental
examination and remediation of the Ogden Point site.

The outcome of the February meeting was that Council directed staff to work with the GVHA to
prepare amendments to the Memorandum of Understanding for Ogden Point to extend the
completion date of the Ogden Point Master Plan to December 31, 2025 and address a number of
other issues including the installation of shore power as well as traffic related to the cruise ships
moved through the James Bay neighbourhood and increasing the percentage of materials coming
off the ships being diverted from landfill.

Installation of shore power to Ogden Point may require upgrades to BC Hydro infrastructure and
require construction on city streets. Staff will continue to support the GVHA work through
management of access to the public highway including coordination with other city capital projects
and development activity.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

There are no staffing or financial resource implications associated with this motion for 2021. Staff
will reassess any future resource implications as part of future budget cycle considerations.
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30K SPEED LIMIT

Lower speed limits on local neighbourhood streets to 30 km per hour

BACKGROUND:

The Province has amended Part 13 of the BC MVA to allow pilot projects which would research,
test, and evaluate new regulatory approaches to matters not set out in the Act. In May 2020,
Council directed staff to work collaboratively with other municipalities to explore one or more
proposals for the next call under the MVA Pilot Program, anticipated for fall 2020, and report back
on resource implications as a part of the 2021 Financial Plan.

Speed limits and associated signage in British Columbia are regulated by the BC Motor Vehicle
Act (BC MVA). The BC MVA stipulates that the default speed limit for roadways in the Province
shall be 50 km/h within municipal boundaries and 80 km/h outside municipal boundaries, unless
regulated otherwise through an adopted municipal bylaw and corresponding signage.

In anticipation of the MVA Pilot Program opportunity, the District of Saanich convened
transportation staff from interested municipalities in the CRD in the summer of 2020 to discuss
the concept of a regional pilot to reduce default speed limits on residential streets. The proposed
scope of the regional pilot, which is being consulted on with regional road safety partners, is a
default 40km/hr maximum on roads which do not have a continuous directional centre line. This
does not prevent the City of Victoria from pursuing a lower 30km/hr maximum, and staff expect
to make final recommendations on the reduced speed limit to Council on completion of
stakeholder consultation in Q4 2020. Under such a pilot, there would also be exceptions to this
definition that enable a local government to apply other speed zones for roads on a case-by-case
basis — such as park zones, school zones, or All Ages and Abilities (AAA) cycling routes.

There are many benefits to reducing speed limits, including improved road safety particularly for
vulnerable road users such as pedestrians, cyclists, and motorcyclists as well as enhanced
community livability. In addition, the benefits of following an approach to reduce default speed
limits has benefits by reducing the cost and administrative burden of installing what would be a
significant volume of signage thereby also reducing ‘sign clutter’ and confusion.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS.

Staff will report back with a final recommendation on pursuing a three-year speed reduction pilot
after initial consultation is completed this fall. Participation in a MVA Pilot project requires the City
to invest in:

e Planning and design to establish a consistent, predictable and effective speed limit pilot

e Implementation including required signage and bylaw updates

e Education and outreach to help establish a culture of community “road safety stewardship”
plus enforcement to support compliance

e Post implementation evaluation and reporting of program

Staff estimate $125,000 will be required over three years to support pilot project implementation
including: physical streetscape changes, road user awareness and education programs and
required data collection efforts. Internal resources would also be required from Bylaw Services,
Legal Services and Legislative Services to support required bylaw amendments. A temporary 2-
year FTE within the Transportation Division would enable successful pilot project coordination,
delivery and reporting without impacting the planned deliverables of other established road safety
and traffic calming programs.
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DOWNTOWN RESIDENTS ASSOCIATION

Explore partnerships to create meeting space and a home base for the Downtown Residents
Association

BACKGROUND:

The DRA requires space to conduct meetings related to matters within the downtown including
meetings for their board and standing committees. Currently the DRA conducts its meetings at
City Hall but is seeking to have an ability to conduct its business in a site with better logistics and
access.

The City’s NeighbourHub, located within the Crystal Garden retail unit space, has been made
available to the DRA and they have used it in 2020 prior to the COVID-19 pandemic. The Hub
will continue to be available to them in 2021 when it reopens.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

The initial approach to securing space is to review the City’s existing properties to determine if
the needs can be met within City owned land and preferably in property that is not currently
revenue generating. If the City cannot find space within its portfolio of properties and must seek
leased space in the downtown the costs to secure (base rent, additional rent) and insure a
dedicated location to support their administration and committee meetings area (assuming 1,200
to 1,500 sqft) is estimated at $60,000 per year. No additional human resource requirements are
identified at this time.
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SUNDANCE SCHOOL COMMUNITY CENTRE

Work with School District 61 to explore use of Sundance School as a community centre for a
Jubilee Community Centre

BACKGROUND:

This work has not been initiated due to current resource capacity challenges. Recruitment is
underway to fill the Manager of Facility Development, who would be the City’s lead on this project.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

Existing staff do not have the capacity to take on this work, given other priorities relating to the
pandemic.
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PUBLIC LIBRARY — NEW BRANCH

Work with the Greater Victoria Public Library to provide library services in the north end of the
city, including the exploration of a new neighbourhood branch.

BACKGROUND:

Discussions are underway with the Greater Victoria Public Library on potential next steps to
develop a scope of work that will expand library services.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

The preliminary work to explore key requirements can currently be accommodated within existing
resources. Once the project scope is defined a proposal outlining the implications can be
developed.
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SHIP POINT PLAN

Ship Point Plan and Funding Strategy

BACKGROUND:

In March 2017, Council directed staff to undertake a master planning process to develop a
detailed site plan and implementation strategy.

In September 2017, Council directed staff to proceed with a Ship Point concept design (with
refinements) as the basis to prepare a draft master plan. The design concept was informed by
programming and operational requirements for Ship Point, geotechnical issues, and a range of
site design, programming and placemaking opportunities.

In May 2018, the work associated with the draft Ship Point Master Plan was concluded. The intent
of the document was to provide a long-term vision and implementation strategy for Ship Point as
a signature waterfront destination within the Inner Harbour, including:

e guiding incremental structural and surface improvements required over the short, medium
and long term

e coordinating with associated City initiatives and programs

¢ informing funding priorities as part of financial planning and budgeting processes

e identifying opportunities for funding from potential partners and senior levels of
government

e guiding the detailed design for each phase of the Plan.

In 2018/2019, work highlighted through early conditions assessments and required to maintain
the continued use of Ship Point on both the City and GVHA portions of the site, was completed.

In 2019, consideration of the draft Ship Point Master Plan was deferred due to other strategic
priorities.

Given that work has been done to maintain the site’s existing use and the unknown impacts of
COVID-19 on business operations and public gatherings, it is recommended that consideration
of this project be postponed until 2023. This would allow the longer-term impacts and trends from
COVID-19 to be better understood as they could change both the scope of the proposed uses on
site as well as assumptions made as part of the funding strategy.

FINANCIAL AND HUMAN RESOURCE IMPLICATIONS:

As it is recommended that this action be deferred until 2023, it will have no financial or human
resource implications in 2021.
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