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The IM ABLE Foundation seeks to recruit and retain qualified, high performing, and motivated
employees to fulfill the organization’s mission and support the organization’s strategies and values.
Appropriate compensation for employees is integral to this goal.

In establishing compensation levels, the IM ABLE Foundation recognizes that its character as a nonprofit
employer creates special considerations that relate to public trust and confidence.

The policy of The IM ABLE Foundation is to provide compensation that is equitable, reasonable, and
consistent with compensation paid in similarly situated nonprofit employers for positions of comparable
complexity and responsibility.

The basis upon which compensation is provided to each employee shall be documented and reviewed
by management and the Board of Directors. The compensation of executive staff is determined by the
Board of Directors.

Compensation increases, whether through salary increases and/or bonuses, will be contingent upon
meeting functional goals and objectives established annually by the Board of Directors and CEO. Each
functional position will have a set of goals, which are aligned to the Foundation’s overall goals and
objectives. The CEO goals will be established by the Board of Directors.

COMPENSATION STRUCTURE:
The organization’s compensation package for employees may include a salary or hourly base wage
appropriate to the nonprofit sector, and one or more of the following benefits:

e Paid time off for employees working 20 hours per week or more
e 7 paid holidays:
o New Year’'s Day
Memorial Day
Independence Day
Labor Day
Veterans day
Thanksgiving Day & Day After
Christmas Day
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Membership to:
e Pennsylvania Association of Nonprofit Organizations (PANO)
e The Community Network (TCN- NFP)
e Association of Fundraising Professionals (AFP) where applicable

The organization’s compensation system will include periodic adjustments to pay ranges based on
changes in the nonprofit sector, subject to organizational financial constraints and individual
performance. Any adjustments to pay will be consistent and comparable with industry best practice in
the applicable nonprofit sector.

ROLE OF THE BOARD OF DIRECTORS:
In General, the Board of Directors are responsible for the establishment of policies and procedures to:

e Guide decisions regarding each employee’s compensation by reviewing the basis for such
compensation; and

e Ensure compensation for each employee is equitable and reasonable, based on clearly
established principles, and reviewed annually with each employee.

As needed, the Board will establish an Ad-Hoc Compensation Committee to oversee all compensation
matters on behalf of the Board of Directors and may include external consultants and resources. The
chair of the Compensation Committee also serves on the Executive Committee.

Compensation of Executive and Key Staff:

The Board reviews compensation benchmarking analyses and makes recommendations to the Executive
Committee regarding compensation paid to executive staff and other key staff positions as they may
determine are appropriate. The Compensation Committee ensures that the basis upon which such
compensation recommendations and decisions are made are well justified, reasonable, and
documented.

PROCEDURES:

On an annual basis, the organization will review the compensation level for each staff position.
Periodically this review shall include a comparative analysis of compensation paid by the IM ABLE
Foundation to compensation paid by local, sector, and national nonprofit organizations of a similar size.
This analysis may also consider compensation levels within the local Berks County employment market,
including compensation at for-profit entities if applicable. This process is designed to benchmark the IM
ABLE Foundation’s compensation practices against relevant market data.

Local and national salary benchmarking surveys shall be used to assess compensation in the nonprofit
sector for each staff position. In making such comparisons, job descriptions, special requirements and
skills, and the level of complexity and responsibility related to each position are examined.

Annual Performance Review:

All employees receive annual performance reviews conducted by their leadership. The annual
performance review of the Chief Executive Officer is conducted by the Board Chair and approved by the
Executive Committee of the Board.
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The compensation of the Chief Executive Officer and other key staff is reviewed by the Compensation
Committee, which makes recommendations regarding compensation for such positions to the Executive
Committee.

Avoidance of Conflict of Interest Regarding Compensation Decisions:

Decisions regarding executive staff’'s compensation are the sole responsibility of the Board of Directors.
No member of the staff, including the Chief Executive Officer is a member of the Board of Directors, and
the Board of Directors may not delegate the authority to set executive compensation to a member of
the executive staff. The foregoing policy is adopted to ensure that no member of the staff has a vote on
any matter concerning compensation paid to himself or herself.
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