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In	
  2014	
  the	
  Province	
  of	
  Ontario	
  introduced	
  the	
  Broader	
  Public	
  Sector	
  Executive	
  
Compensation	
  Act,	
  2014	
  (BPSECA).	
  	
  This	
  legislation	
  authorized	
  the	
  government	
  to	
  establish	
  
frameworks	
  and	
  set	
  out	
  principles	
  that	
  all	
  designated	
  Broader	
  Public	
  Sector	
  (BPS)	
  employers	
  
must	
  follow	
  regarding	
  executive	
  compensation.	
  	
  These	
  included	
  ensuring	
  that	
  there	
  is	
  a	
  
consistent	
  and	
  evidence-­‐based	
  approach	
  to	
  setting	
  compensation,	
  ensuring	
  that	
  there	
  is	
  a	
  
balance	
  between	
  managing	
  compensation	
  cos
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Support	
  the	
  Vision	
  and	
  Strategic	
  Framework	
  of	
  the	
  University	
  

The	
  Executive	
  Compensation	
  Philosophy	
  will	
  support	
  the	
  university’s	
  vision	
  as	
  Canada’s	
  
research-­‐intensive	
  university	
  that	
  delivers	
  a	
  transformative	
  student	
  learning	
  experience.	
  	
  The	
  
university’s	
  strategic	
  framework,	
  developed	
  to	
  support	
  achievement	
  of	
  that	
  vision	
  outlines	
  
four	
  strategic	
  drivers.	
  	
  The	
  first	
  strategic	
  driver	
  is	
  the	
  focus	
  on	
  the	
  student	
  learning	
  experience	
  
that	
  includes	
  two	
  distinct	
  components:	
  	
  student	
  engagement	
  and	
  skill	
  development.	
  	
  The	
  
second	
  strategic	
  driver	
  is	
  that	
  of	
  strengthening	
  research	
  prominence.	
  	
  This	
  is	
  reflected	
  in	
  
activities	
  such	
  as	
  the	
  aggressive	
  pursuit	
  of	
  research	
  funding	
  through	
  identifiable	
  metrics	
  that	
  
include	
  a	
  growth	
  in	
  research	
  income,	
  and	
  increasing	
  the	
  research	
  dollar	
  to	
  faculty	
  ratio.	
  	
  The	
  
final	
  two	
  strategic	
  drivers	
  include	
  a	
  commitment	
  to	
  financial	
  sustainability	
  and	
  the	
  
strengthening	
  of	
  the	
  university’s	
  international	
  focus.	
  	
  In	
  order	
  to	
  preserve	
  the	
  university’s	
  
success,	
  well-­‐rounded	
  and	
  expert	
  leadership	
  is	
  required	
  that	
  have	
  the	
  capacity	
  and	
  flexibility	
  
to	
  respond	
  to	
  changes	
  in	
  organizational	
  priorities	
  and	
  strategies.	
  	
  

Accountability
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Type	
  of	
  Operations	
  and	
  Sectors	
  in	
  which	
  Queen’s	
  competes	
  for	
  Executive	
  Talent	
  	
  

The	
  comparator	
  organizations	
  identified	
  are	
  from	
  the	
  Canadian	
  university	
  sector	
  with	
  which	
  
Queen’s	
  competes	
  for	
  talent.	
  

Location	
  

Queen’s	
  talent	
  market	
  for	
  executive	
  positions	
  is	
  across	
  Canada	
  at	
  comparator	
  organizations	
  in	
  
the	
  university	
  sector.	
  	
  

Size	
  and	
  Complexity	
  

With	
  regard	
  to	
  complexity,	
  important	
  considerations	
  are	
  the	
  presence	
  of	
  a	
  medical	
  school	
  at	
  
Queen’s,	
  the	
  importance	
  of	
  maintaining	
  Queen’s	
  reputation	
  and	
  ranking	
  as	
  one	
  of	
  Canada’s	
  
top	
  ranked	
  medical/doctoral	
  and	
  research	
  intensive	
  universities,	
  and	
  the	
  operation	
  of	
  an	
  
international	
  campus	
  (the	
  Bader	
  International	
  Study	
  Centre	
  in	
  the	
  UK).	
  

The	
  resulting	
  comparator	
  group	
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As	
  a	
  general	
  rule,	
  a	
  designated	
  executive	
  shall	
  not	
  receive	
  an	
  element	
  of	
  compensation,	
  other	
  
than	
  salary	
  and	
  performance-­‐related	
  pay,	
  unless	
  the	
  element	
  is	
  also	
  generally	
  provided,	
  in	
  the	
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Administrative	
  Leave	
  

Consistent	
  with	
  faculty	
  members	
  who	
  also	
  hold	
  administrative	
  appointments,	
  designated	
  
executives	
  who	
  are	
  a	
  part	
  of,	
  or	
  will	
  return	
  to,	
  the	
  faculty	
  of	
  the	
  university	
  will	
  accrue	
  
administrative	
  leave	
  at	
  a	
  rate	
  not	
  to	
  exceed	
  10.4	
  paid	
  weeks	
  for	
  each	
  year	
  of	
  service.	
  	
  The	
  
purpose	
  of	
  such	
  administrative	
  leave	
  is	
  to	
  enable	
  a	
  designated	
  executive	
  who	
  is	
  a	
  part	
  of,	
  or	
  
will	
  return	
  to	
  the	
  faculty	
  of	
  the	
  university,	
  to	
  re-­‐engage	
  or	
  prepare	
  to	
  re-­‐
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Recent	
  executive	
  compensation	
  trends	
  in	
  the	
  part	
  of	
  the	
  Canadian	
  public	
  sector	
  and	
  broader	
  
public	
  sector	
  that	
  is	
  in	
  the	
  industry	
  within	
  which	
  the	
  designated	
  employer	
  competes	
  for	
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increase	
  to	
  the	
  pay	
  envelope	
  is	
  important.	
  

Salary	
  for	
  Principal	
  and	
  Vice-­‐Chancellor	
  

The	
  salary	
  for	
  the	
  Principal	
  and	
  Vice-­‐Chancellor	
  will	
  not	
  exceed	
  the	
  salary	
  and	
  performance-­‐
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year	
  under	
  the	
  Queen’s	
  Executive	
  Compensation	
  Program	
  as	
  per	
  the	
  Regulation,	
  the	
  cap	
  is	
  set	
  
at	
  the	
  50th	
  	
  percentile	
  of	
  the	
  maximum	
  salary	
  and	
  performance-­‐related	
  pay	
  of	
  the	
  comparable	
  
roles	
  at	
  the	
  university	
  comparators.	
  	
  	
  

The	
  table	
  below	
  shows	
  the	
  50th	
  	
  percentile	
  of	
  the	
  comparators	
  identified	
  in	
  the	
  section	
  above	
  
“Comparators”,	
  for	
  each	
  of	
  the	
  Vice-­‐Principal	
  position	
  as	
  well	
  as	
  the	
  current	
  salary	
  for	
  each	
  
Vice-­‐Principal.	
  	
  	
  

The	
  50th	
  	
  percentile	
  is	
  calculated	
  using	
  universities	
  with	
  a	
  comparable	
  role.	
  	
  Not	
  all	
  
universities	
  have	
  a	
  comparable	
  role	
  for	
  each	
  designated	
  executive	
  position,	
  in	
  which	
  case	
  only	
  
comparators	
  with	
  comparable	
  positions	
  have	
  been	
  used.	
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   $300,000	
  

H)0$C6+)%0)45=!IK)%5%0$!5%:!>:3)%)',+5,)2%J! $313,700	
   $265,000	
  

H)0$C6+)%0)45=!I@$'$5+0<J! $324,800! $263,905!

H)0$C6+)%0)45=!I>:*5%0$3$%,J! $332,200	
   $253,905	
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   $245,000	
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62'),)2%!L),=$M	
  Principal	
  and	
  Vice-­‐Chancellor	
  

62'),)2%!B#335+-M	
  Serves	
  as	
  the	
  Head	
  of	
  the	
  University	
  to	
  provide	
  institutional	
  leadership	
  and	
  
oversight.	
  Develops	
  and	
  drives	
  mission	
  and	
  strategy,	
  and	
  acts	
  as	
  the	
  principal	
  ambassador	
  of	
  
the	
  University.	
  	
  

The	
  Principal	
  and	
  Vice-­‐Chancellor	
  position	
  was	
  matched	
  to	
  the	
  Executive	
  Head	
  (Principal	
  and	
  
Vice-­‐Chancellor)	
  positions	
  at	
  comparator	
  organizations.	
  	
  

From	
  the	
  list	
  of	
  twelve	
  Canadian	
  university	
  comparators,	
  the	
  following	
  institutions	
  were	
  
identified	
  as	
  having	
  appropriate	
  comparator	
  positions:
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62'),)2%!L),=$M	
  Vice-­‐Principal	
  (Advancement)	
  

62'),)2%!B#335+-M	
  Responsible	
  for	
  increasing	
  the	
  financial	
  resources	
  of	
  University	
  by	
  planning,	
  
leading	
  and	
  directing	
  an	
  integrated	
  program	
  of	
  communications,	
  fundraising	
  and	
  service	
  
including	
  alumni	
  relations	
  and	
  new	
  business	
  development.	
  Develops	
  and	
  directs	
  strategic	
  
fundraising	
  programs	
  and	
  initiatives.  

62'),)2%!L),=$M	
  Vice-­‐Principal	
  (University	
  Relations)	
  

62'),)2%!B#335+-M	
  Designs	
  and	
  directs	
  University	
  public	
  relations,	
  marketing	
  and	
  government	
  
and	
  institutional	
  relations	
  initiatives.	
  	
  Oversees	
  the	
  dissemination	
  of	
  external	
  and	
  internal	
  
information.	
  Responsible	
  for	
  increasing	
  internal/external	
  understanding	
  and	
  awareness	
  of	
  
University	
  objectives	
  and	
  achievements.	
  Develops	
  and	
  enhances	
  reputation	
  of	
  the	
  University.	
    

From	
  the	
  list	
  of	
  twelve	
  Canadian	
  university	
  comparators,	
  the	
  following	
  institutions	
  were	
  
identified	
  as	
  having	
  appropriate	
  comparator	
  positions	
  for	
  the	
  job	
  class	
  grouping	
  of	
  Vice-­‐
Principal	
  Advancement	
  and	
  Vice-­‐Principal	
  University	
  Relations:	
  

University	
  of	
  Alberta	
   University	
  of	
  Manitoba	
   University	
  of	
  Saskatchewan	
  

University	
  of	
  British	
  Columbia	
   McGill	
  University	
   University	
  of	
  Toronto	
  

University	
  of	
  Calgary	
   McMaster	
  University	
   University	
  of	
  Waterloo	
  

Dalhousie	
  University	
   University	
  of	
  Ottawa	
   University	
  of	
  Wnu O OwRuboitygboo

	
  	
  


