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Douglas College Total Compensation Philosophy 
 

1. TOTAL COMPENSATION OBJECTIVES  

Douglas College understands that its continued success in delivering reliable, high quality 
education at a reasonable cost hinges on the quality and commitment of its employees. With that 
in mind, the College’s Total Compensation program has been built with a long term view and is 
designed to: 
• Attract and retain the best possible people by ensuring salaries are competitively 

benchmarked.  
• Ensure internal pay equity through a formal job evaluation/classification system that ensures 

“equal pay for work of equal value.” 
• Reward and recognize competencies and behaviours that support the College’s core values 

and leadership competencies.  
• Promote and support a healthy workplace through competitive and comprehensive benefits 

and work life balance programs.  
• Value and appreciate employees through both informal and formal recognition programs. 
• Provide a workplace environment that fosters innovation, creativity, flexibility and 

adaptability.  
• Promote socially responsible citizens committed to making a difference in our communities. 
• Provide a culture of continuous improvement, learning and growth – both personally and 

professionally.  

2. GUIDING PRINCIPLES 

Douglas College takes a principled approach to all business related matters, including 
compensation, and is committed to transparency and accountability to its stakeholders in its 
business practices and financial disclosure and reporting. The compensation philosophy is 
designed to support the College’s core purpose, vision, values and goals, with flexibility to respond 
to changing and unique circumstances; it is a direct reflection of the nature of our business and 
human resource requirements.  

The College considers:  
 

• A long term and annual (academic year) business planning cycle which includes the mandate 
to service over 25,000 students preparing for applied careers in the Province of British 
Columbia;   

• A need to meet stakeholder expectations of high reliability for quality educational delivery at 
a reasonable cost; and 

• A desire to continue to be recognized as an Employer of Choice with a high performance 
workforce inspiring our students and passionately driving the success of our College. 
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The College ensures: 
 

• Performance - Compensation Programs support and promote a performance-based 
organizational culture that enables the College to attract, motivate and retain highly 
qualified and experienced employees. 

• Differentiation - Differentiation of salary is supported where there are differences in the 
scope of the position within Douglas College, and/or due to superior individual or team 
contributions. 

• Accountability - Compensation decisions are objective, affordable, sustainable, and based 
on clear and well documented business rationale that demonstrates the appropriate 
expenditure of public funds. 

• Transparency – Compensation programs are designed, managed, and communicated in a 
manner that ensures the program is clearly understood by employees and the public 
while protecting personal information.  

 

3. TOTAL COMPENSATION ELEMENTS  
 

The College’s total compensation program includes four main elements: 
• Compensation – Fair compensation for the scope and breadth of job responsibilities and 

the education, competencies and experience that employees bring to their roles.  
o Base Salary: A salary range that outlines the range for base pay dependent on 

education, knowledge, skills, and experience of the individual, taking into account 
market comparators and pay positioning. 

o Other Compensation: Eligible College employees may receive paid parking on 
Douglas College sites. This is a taxable benefit.  
 

• Benefits – Security and protection to employees and their families. 
o Defined Benefit Pension Plan: Douglas College is a member of the Public Sector 

Pension Plans and provides to employees a defined benefit pension plan.  
o Benefits: The benefit component of the total compensation package is designed 

to support the health and welfare of both employees and their families. To this 
end, employees receive Medical Services Plan, dental, extended health, group life 
insurance, accidental death and dismemberment, paid sick leave, short and long-
term disability coverage and employee and family assistance program (EFAP) 
coverage.  
 

• Career Development – Support for skill development, upgrades, and other career 
development opportunities 

o Professional Development:  Douglas College provides employees with access to 
work experience opportunities, as well as paid professional development leave 
to enable the employee to pursue professional development learning activities 
that are beneficial to the College.   
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• Work/Life – Competitive and comprehensive coverage for employees and their families 

to recognize the importance of work-life balance to being a strong contributor to a high 
performance culture.  

o Vacation:  Employees’ annual rate of vacation accrual increases at established 
years of service until the maximum accrued vacation rate is met. The maximum 
accrued vacation provided to exempt staff and Executives is thirty (30) days. If 
approved by the Board Chair, unused vacation leave may be carried over to the 
year following when it was accumulated; however, if it is not used by the end of 
that year it must be paid out. 

o Leaves: Douglas College leave provisions, including vacation, professional 
development leave and education leave, focus on supporting work life balance 
and life-long learning and professional development of our employees. All eligible 
employees are entitled to fourteen (14) paid holidays (eleven (11) statutory plus 
three (3) College holidays) and paid vacation leave periods (up to six (6) weeks) 
based on years of service with the College. Additional paid leave may be available 
for purposes such as bereavement or maternity/parental/adoption leave. 

o Access to Facilities: Employees are provided access to the College’s on site 
fitness classes and workout facilities, at no charge to the employee. 

 
4. COMPARATOR GROUPS 

 
The College’s comparator group includes organizations from which we may attract qualified 
employees and to which we are at risk losing qualified employees.  Our core comparator group 
includes post-secondary and other public sector organizations in BC.  Where circumstances 
warrant, a broader comparator group is considered. 

 
 

5. TARGET PAY POSITIONING 
 

The College reviews market compensation data provided by external compensation consultants, 
the Post-Secondary Employers’ Association, and considers direction from the Government with 
respect to Executive Compensation guidelines.   

 
Targeting compensation at the 50th percentile is the standard approached within the BC Public 
Sector; therefore, the College’s total compensation programs are targeted at approximately the 
50th percentile of our core comparator group.   

 

6.  INTERNAL EQUITY 

The College considers the relative scope, responsibilities, and complexities of jobs to ensure that 
compensation levels are fair and equitable.  Market competitiveness is balanced with internal 
equity to ensure that the relative internal value of work is fairly recognized. 
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7. AFFORDABILITY AND SUSTAINABILITY 
 
The College’s total compensation program is designed and administered in a fiscally responsible 
manner that ensures costs are affordable and sustainable over time.  

 
8. GOVERNANCE AND ADMINISTRATION 

 
The College Board is responsible for approving the College’s overall compensation philosophy.  
The executive team is responsible for the day to day oversight and administration of the 
programs.  Total compensation programs may be amended from time to time, as determined by 
the College, and as approved by the Minister. 
 
Positions are reviewed on a regular basis to ensure they are competitive and meet the needs of 
the College. Any compensation offered must be within the College’s ability to pay and be 
approved at the Senior Executive level, as well as be in compliance with any government 
regulations and guidelines in place. Adjustments to salary levels are approved by the College 
Board and the Public Sector Employers Council Secretariat (PSEC).  
 
Executive compensation is reviewed by both the Board and the Human Resources Committee of 
the Board (HRC). The terms of reference (as related to total compensation) for the Board and HRC 
are outlined below:  

 
Board   
• Approves the College CEO’s employment agreement and compensation package.  
• Approves the compensation philosophy and compensation design package for the NEO’s, 

acting upon the advice of the CEO and upon recommendation of the HRC.  
• Conducts regular performance evaluations of the CEO. 
 
HRC 
• Reviews with the Associate Vice President, Human Resources the employment agreement 

and compensation structure for the CEO.  
• Reviews the CEO’s recommendations with respect to the compensation structure for the next 

four highest ranking/paid executives with an annualized base salary of $125,000 or greater 
during the fiscal year (NEOs). 

• Reviews the CEO’s recommendations with regard to the compensation philosophy for the 
College, in particular for the NEOs. 

• Makes recommendations to the Board with respect to whether to approve or decline to make 
proposed changes to compensation philosophy or structure. When the HRC considers it 
necessary or advisable, it may retain, at the College’s expense, outside consultants or advisors 
to assist or advise the Committee or the Board on any manner within its mandate. 

• Coordinates the CEO performance evaluation process that is undertaken by the Board. 
• Reviews and recommends to the Board the CEO’s recommendations for salary increases 

pertaining to this disclosure.  
• Reviews CEO and the top four (4) executive compensation disclosure before the College 

publicly discloses that information to ensure it reflects the decisions of the Board and the 
rationale for those decisions. 

 



2014/15 2013/14

Kathy Denton, President 170,693$           -$                      15,578$              17,539$     10,084$             213,894$    198,770$      181,195$   

Blaine Jensen, VP, Educational Services 90,384$             -$                      18,504$              14,631$     9,724$               133,243$    183,168$      181,195$   

Tracey  Szirth, VP, Admininstrative Services and 

CFO 152,032$           -$                      14,126$              15,577$     240$                   181,976$    168,259$      58,037$     

Guangwei Ouyang, VP, International Education 

& Strategic Partnerships 152,032$           -$                      14,805$              15,577$     240$                   182,655$    181,806$      181,153$   

Hazel Postma, AVP, Advancement & External 

Relations 140,942$           -$                      14,444$              14,411$     240$                   170,038$    168,473$      168,510$   

Scott  McAlpine, President 93,068$             -$                      4,761$                9,644$        -$                   107,473$    177,505$      202,169$   

Thor Borgford, VP, Academic and Provost 147,406$           -$                      14,312$              15,052$     240$                   177,010$    153,423$      142,702$   

-$                   -$                      -$                    -$            -$                   -$             -$               -$            

-$                   -$                      -$                    -$            -$                   -$             -$               -$            

-$                   -$                      -$                    -$            -$                   -$             -$               -$            

-$                   -$                      -$                    -$            -$                   -$             -$               -$            

-$                   -$                      -$                    -$            -$                   -$             -$               -$            

-$                   -$                      -$                    -$            -$                   -$             -$               -$            

-$                   -$                      -$                    -$            -$                   -$             -$               -$            

-$                   -$                      -$                    -$            -$                   -$             -$               -$            

2015/16 

Total

Summary Compensation Table at FISCAL, 2016

Name and Position

(a)

Salary

(b)

Holdback / Bonus 

/  Incentive Plan 

Compensation

(c)

Benefits

(d)

Pension

(e)

All Other 

Compensation

(expanded 

below)

Previous Two Years Totals



Name and Position

(a)

All Other 

Compensation

Severance

(f)

Vacation payout

(g)

 Leave payout

(h)

Vehicle /

Transportation 

Allowance

(i)

Perquisites / 

other 

Allowances

(j)

Other

(k)

Kathy Denton, President 10,084$             -$                      9,844$                -$            -$                   240$            -$               

Blaine Jensen, VP, Educational Services 9,724$               -$                      9,644$                -$            -$                   80$              -$               

Tracey  Szirth, VP, Admininstrative Services and 

CFO 240$                   -$                      -$                    -$            -$                   240$            -$               

Guangwei Ouyang, VP, International Education 

& Strategic Partnerships 240$                   -$                      -$                    -$            -$                   240$            -$               

Hazel Postma, AVP, Advancement & External 

Relations 240$                   -$                      -$                    -$            -$                   240$            -$               

Scott  McAlpine, President -$                   -$                      -$                    -$            -$                   -$             -$               

Thor Borgford, VP, Academic and Provost 240$                   -$                      -$                    -$            -$                   240$            -$               

-$                   -$                      -$                    -$            -$                   -$             -$               

-$                   -$                      -$                    -$            -$                   -$             -$               

-$                   -$                      -$                    -$            -$                   -$             -$               

-$                   -$                      -$                    -$            -$                   -$             -$               

-$                   -$                      -$                    -$            -$                   -$             -$               

-$                   -$                      -$                    -$            -$                   -$             -$               

-$                   -$                      -$                    -$            -$                   -$             -$               

-$                   -$                      -$                    -$            -$                   -$             -$               

Summary Other Compensation Table at FISCAL, 2016



Notes:

Kathy Denton, President

Blaine Jensen, VP, Educational Services

Tracey  Szirth, VP, Admininstrative Services and CFO

Guangwei Ouyang, VP, International Education & 

Strategic Partnerships

Hazel Postma, AVP, Advancement & External 

Relations

Scott  McAlpine, President

Thor Borgford, VP, Academic and Provost

(j) Parking taxable benefit

Blaine Jensen stepped down from the VP, Educational Services position April 10/15. He received salary continuance in the amount of $ 

85,711 in 2015/2016.  Subject to mitigation, salary continuance is payable to October 10/16 to a total maximum severance amount of 

$105,498. (j) Parking taxable benefit

(j) Parking taxable benefit 

(j) Parking taxable benefit 

(j) Parking taxable benefit

Scott McAlpine stepped down from the President position June 16/14. He received salary continuance in the amount of $93,068 in 

2015/2016.  (j) parking taxable benefit

Thor Borgford accepted the VP, Academic and Provost position June 16,2015.  Prior to the appointment, he assumed the VP, Academic 

and Provost position on an interim basis from June 17, 2014 to June 15, 2015, while also performing the role of the Exec. Director 

Research and Academic Administration. In accordance with the HR procedure regarding Compensation for Additional Duties, he 

received additional compensation of 10% of his Executive Director salary.  (j) parking taxable benefit
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