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Section A - Compensation Philosophy 
 

 
Collingwood General & Marine Hospital (“CGMH”) serves more than 60,000 permanent residents and 3.5 
million annual visitors to the Georgian Triangle, which encompasses Collingwood, Clearview Township, The 
Blue Mountains, and Wasaga Beach. The Georgian Triangle is one of the fastest growing areas in Canada 
and receives an exceptional number of visitors annually. CGMH provides a range of acute care and 
specialty care, and plays a key role as an integrated orthopaedic centre to the region. To maintain the ability 
to provide excellent care through varying levels of demand during the year, the compensation philosophy is 
focused towards attracting, retaining, and motivating talented executives for the organization.  
 
As a result of the factors driving CGMH’s growth, the compensation philosophy is designed to incorporate 
guiding principles for compensation decision-making. CGMH has benchmark its compensation against an 
appropriately selected comparator market group in order to provide market-competitive total compensation 
for all executives. The selected market comparators are hospitals within the North Simcoe Muskoka region, 
and throughout Ontario of comparable type, size, and complexity, as well as organizations where CGMH 
typically recruits from and loses talent to. To stay accountable and avoid excessive pay levels or other 
unwarranted compensation elements, CGMH takes into consideration the current operating budget and its 
own internal equity. The benchmarking process will allow CGMH to attract, retain, and motivate exceptional 
individuals who will lead the organization in achieving its mandate.  
 
Executives will be rewarded through an appropriate mix of base salary and performance-based variable pay 
for the scope of their responsibilities, and the achievement of pre-determined annual objectives. The 
compensation philosophy is designed to align executives in their commitment and effort to support the 
achievement of CGMH’s mission, vision, and strategic goals.  
 
The compensation philosophy is designed to adhere to the principles of the new regulation: 
 

 Standardization: providing a consistent, evidence-based approach (i.e., research and consultation) to 
determine compensation across the broader public sector 

 Balance: managing compensation costs while allowing organizations to attract and retain the talent 
necessary to deliver high-quality public services 

 Transparency: enhancing the transparency of executive compensation decisions in the broader 
public sector through public consultation and by making the compensation framework available on a 
public website  

 
In accordance with the new regulation, CGMH’s Board of Directors have decided that the updated executive 
compensation structure will be benchmarked against the 50th percentile of the selected comparator market’s 
maximum total cash compensation, which is the sum of base salary and performance-related pay.  
Executives will be capped at this rate, as determined by the comparator group market. Executives will be 
eligible to receive annual increases, provided room is available in the pay and performance-related pay 
envelope, until the executive reaches up to the 50th percentile of the comparator market. The pay mix will be 
composed of base salary and a performance-related pay which incorporates the current Quality 
Improvement Plan (“QIP”). All executives are subject to 8% of base salary as performance-related pay. 
Failure to achieve performance goals will result in a reduction of the executive’s total cash compensation 
and a reduction to the pay and performance-related pay envelope. 
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Section B - Designated Executive Positions 
 

Full Job Title 
 

 
Class of Position 

President & CEO CEO 

Chief of Staff Medical 

VP Patient Experience & CNE VP 

VP Corporate Services & CFO VP 

Chief Human Resources Executive Chief 

Chief Performance & Clinical Systems Officer Chief 

 

Section C – Part 1 Salary and Performance-related Pay – Comparator Selection 
 

Comparators 1 

Executive Positions or Classes of Positions Benchmarked: 

 President & CEO (“CEO”) 

 Chief of Staff (“COS”) 

 VP Patient Experience & CNE (“CNE”)  

 VP Corporate Services & CFO (“CFO”),  

 Chief Human Resources Executive (“CHRE”) 

 Chief Performance & Clinical Systems Officer (“CPCSO”)  
 

Canadian Public Sector or Broader Public Sector Comparators 
 

Organizations: 

 Waypoint Centre for Mental Health Care 

 Providence Care 

 Orillia Soldiers' Memorial Hospital  

 Cornwall Community Hospital 

 Timmins and District Hospital 

 Ross Memorial Hospital 

 Pembroke Regional Hospital 

 Holland Bloorview Kids Rehabilitation Hospital  

 Brockville General Hospital 

 Muskoka Algonquin Healthcare 

 Weeneebayko Area Health Authority  

 Northumberland Hills Hospital  

 Georgian Bay General Hospital 

 Perth and Smiths Falls District Hospital  
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 St. Joseph's Health Centre Guelph  

 West Parry Sound Health Centre  

 Renfrew Victoria Hospital 

 Hotel Dieu Shaver Health and Rehabilitation Centre  

 Runnymede Healthcare Centre 

 Almonte General Hospital 

 

Positions or Classes of Positions 
 

 CEO is compared to President & CEO roles 

 COS is compared to Top Medical Roles 

 VP is compared to VP Patient Programs, CNE, other Patient Care-type roles, and VP Corporate 
Services, Financial Services, and CFO roles 

 Chief is compared to VP Human Resources, Chief Human Resources Officer roles 

Rationale for Selected Comparators 

 

20 comparator organizations were selected based on the factors specified within the Executive 

Compensation Framework (the “Framework”): 

 

 Scope of responsibilities of the organization’s executives 

 Type of operations the organization engages in 

 Industries within which the organization competes for executives 

 Size of the organization 

 Location of the organization 

 

Scope of responsibilities of the organization’s executives: 

 

The chosen comparator organizations had similar executive roles, separate or combined, and were generally 

similar with respect to essential competencies (knowledge, skills, and abilities), relative complexity and the 

level of accountability associated with the position.  

 

President & CEO 

 20 out of 20 comparator organizations (Waypoint Centre for Mental Health Care, Providence Care, 

Orillia Soldiers' Memorial Hospital, Cornwall Community Hospital, Timmins and District Hospital, Ross 

Memorial Hospital, Pembroke Regional Hospital, Holland Bloorview Kids Rehabilitation Hospital, 

Brockville General Hospital, Muskoka Algonquin Healthcare, Weeneebayko Area Health Authority, 

Northumberland Hills Hospital, Georgian Bay General Hospital, Perth and Smiths Falls District 

Hospital, St. Joseph's Health Centre Guelph, West Parry Sound Health Centre, Renfrew Victoria 

Hospital, Hotel Dieu Shaver Health and Rehabilitation Centre, Runnymede Healthcare Centre, 

Almonte General Hospital) have a President and CEO role similar to CGMH, providing general 

strategic management and overall leadership. This role reports to the Board of Directors and is the 

main representative to the Ministry of Health and Long Term Care. 

 

Chief of Staff 

 12 out of 20 organizations have a role comparable to CGMH’s Chief of Staff. Within comparators, the 
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role is typically responsible for supervision of all medical staff. This role reports to the Board of 

Directors, and works with the President and CEO to ensure all professional care services are aligned 

with the hospital strategy and policies. 

 

VP: VP Patient Experience & CNE, VP Corporate Services & CFO 

 20 out of 20 comparable organizations (Waypoint Centre for Mental Health Care, Providence Care, 

Orillia Soldiers' Memorial Hospital, Cornwall Community Hospital, Timmins and District Hospital, Ross 

Memorial Hospital, Pembroke Regional Hospital, Holland Bloorview Kids Rehabilitation Hospital, 

Brockville General Hospital, Muskoka Algonquin Healthcare, Weeneebayko Area Health Authority, 

Northumberland Hills Hospital, Georgian Bay General Hospital, Perth and Smiths Falls District 

Hospital, St. Joseph's Health Centre Guelph, West Parry Sound Health Centre, Renfrew Victoria 

Hospital, Hotel Dieu Shaver Health and Rehabilitation Centre, Runnymede Healthcare Centre, 

Almonte General Hospital) have an appropriate benchmark role to CGMH’s VP Patient Experience 

and Chief Nurse Executive (although the title may vary slightly). In all comparators, this role oversees 

nursing practices and clinical services, and ensures professional standards for care services are 

upheld. This role reports to the President/CEO. 

 

 15 out of 20 organizations (Waypoint Centre for Mental Health Care, Providence Care, Orillia Soldiers' 

Memorial Hospital, Cornwall Community Hospital, Timmins and District Hospital, Ross Memorial 

Hospital, Brockville General Hospital, Muskoka Algonquin Healthcare, Weeneebayko Area Health 

Authority, Georgian Bay General Hospital, Perth and Smiths Falls District Hospital, St. Joseph's 

Health Centre Guelph, Renfrew Victoria Hospital, Runnymede Healthcare Centre, Almonte General 

Hospital) have a role which is similar to CGMH’s VP Corporate Services and Chief Financial Officer 

(although the title may vary slightly). The benchmarked roles are responsible for financial planning 

and services, and oversees health information management. This role oversees and provides support 

on corporate decisions, and reports to the President/CEO. 

 

Chief: Chief Human Resources Executive, Chief Performance & Clinical Systems Officer 

 9 out of 20 organizations (Waypoint Centre for Mental Health Care, Providence Care, Timmins and 

District Hospital, Holland Bloorview Kids Rehabilitation Hospital, Muskoka Algonquin Healthcare, 

Weeneebayko Area Health Authority, Northumberland Hills Hospital, St. Joseph's Health Centre 

Guelph, Runnymede Healthcare Centre) selected have a role comparable to CGMH’s Chief Human 

Resources Executive and Chief Performance & Clinical Systems Officer in the Chief band (although 

the title may vary slightly). In all comparators, this role provides strategic leadership to support the 

organization’s values, and leads a variety of human resources operations (such as employee 

relations). This role reports to the President/CEO. 

 

Type of operations the organization engages in: 

 

The comparator organizations were selected based on the type of operations they engage in, and their 

similarity to CGMH’s own operations: 

 20 out of the 20 chosen organizations are healthcare providers  

 The primary category of hospitals within the identified group are community hospitals. 13 out of 20 

comparable organizations are community hospitals which provide a wide range of services and 

programs to their local and surrounding region. These hospitals are typically the sole provider of 
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healthcare services to their immediate community, although some specialty programs may be shared 

in partnership with another nearby hospital. For example, patients who are newly diagnosed with renal 

failure must receive their dialysis at Orillia Soldier’s Memorial Hospital (a selected comparator) and 

CGMH may provide additional dialysis services once they are fully stabilized. 

 7 out of 20 comparable organizations were specialty hospitals. These were included within the 

comparator group as consideration for some of the specialty programs offered at CGMH, such as 

intensive care, surgery, mental health, and rehabilitation services.  

 Some comparator organizations were also selected to reflect CGMH’s unique operating cycle, with 

busy seasons during the long weekends and holidays. More discussion on the operating cycle is 

detailed under “Size of the Organization”. 

 

Industries within which the organization competes for executives: 

All comparators were public healthcare providers located in Ontario, Canada. These comparator 

organizations compete with CGMH for executives in the Canadian / Ontario healthcare provider industry, as 

well as the general BPS industry. 

 

Size of the Organization: 

All organizations were chosen to reflect CGMH’s current operating budget of $57 million. Accordingly, almost 

all comparator organizations (20 out of 20 organizations) have operating budgets falling in the range of $25 

million to $150 million.  

 

Location of the Organization: 

Comparators are primarily focused in Northern Ontario regions. Most organizations were from the North 

Simcoe Muskoka region (the same as CGMH) and CGMH’s neighbouring regions. A few organizations from 

the more southern parts of Ontario were also included in the comparator group to reflect the similarity of small 

to mid-sized community hospitals outside of the city to CGMH’s own operations. 

 

 

C. Salary and Performance-related Pay – Comparative Analysis Details 
 

 
CGMH performed a comparative analysis for the purposes of benchmarking the salary and performance-

related pay cap for each designated executive position. The results of the comparative analysis were used to 

determine the maximum compensation that CGMH executives may earn, as the pay cap has been 

established at the 50th percentile of the comparator market. 

 

The CEO, Medical and VP bands were benchmarked against jobs with similar job titles and a similar nature of 

responsibilities and scope of portfolios.  

 

Based on the results of a job evaluation exercise, it was found the CNE and CFO were similar in terms of job 

size with each other. As a result, the two jobs are banded together to form the VP class. The salary and 

performance-related pay cap for the VP band was determined using an average of the median compensation 

data point for comparable CNE roles and the median compensation data point for comparable CFO roles.  
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Based on job evaluations performed by CGMH, from a job leveling perspective the CPCSO role was 

considered similar in size to the CHRO, so the two positions were grouped together to form the Chief band. 

The salary and performance-related pay cap for the Chief band was determined using the 45th percentile of 

the comparable benchmark roles in the band. The decision to use the 45th percentile instead of the 50th 

percentile was to alleviate some compression issues between the VP band and the Chief band in the 

executive pay structure. 

 

The total cash compensation caps for all executives are established to not exceed the 50th percentile of the 

comparator market maximum total cash compensation (maximum base salary plus maximum performance-

related pay). 

 

 

Section C – Part 2 Salary and Performance- related Pay – Comparative Analysis 
Details 

 

Executive 
Position or 

Class of 
Positions 

Salary 
Range 

Minimum 
($)  

Job Rate 
($)  

Salary 
Range 

Maximum 
($) 

Target 
Annual 

Performance-
related 

pay 
(% of Salary) 

Maximum 
Annual 

Performance-
related 

Pay 
(% of Salary) 

Salary and 
Performance-

related 
Pay Cap 

($) 

President & 
CEO 

$207,600 $244,200 $244,200 8% 8% $263,800 

Chief of 
Staff*** 

$295,500*** $347,600*** $347,600*** 8% 8% $375,500*** 

VP 
Patient 
Experience 
& CNE 

$121,700 $143,200 $143,200 
 
8% 
 

8% $154,700 

VP 
Corporate 
Services & 
CFO 

$121,700 $143,200 $143,200 8% 8% $154,700 

Chief 
Human 
Resources 
Executive 

$114,700 $134,900 $134,900 8% 8% $145,700 

Chief 
Performance 
& Clinical 
Systems 
Officer 

$114,700 $134,900 $134,900 8% 8% $145,700 

***Stated compensation for this role has been annualized, as the incumbent 

works 48 hours per month, receiving a portion of the rate.   

 



 
 

7 
 

Section D - Salary and Performance-related Pay Envelope 
 

Sum of Salary and Performance-related Pay 
for the Most Recently Completed Pay Year ($) 

Maximum Rate of Increase to Envelope (%) 

$888,424 5.0%  

 
Rationale for the Proposed Maximum Rate of Increase: 

 
In determining the requested 5.0% maximum rate of increase, CGMH considered all of the factors outlined in 
section 3.3 of the BPSEC Framework Regulation in determining the maximum rate of increase. Although all 
the factors were considered, some factors were given more attention due to data availability and/or relative 
impact on CGMH’s executive compensation needs and organization-specific circumstances. The following 
factors were the primary determinants: 
 

 The financial priorities and the compensation priorities of the Ontario Government as indicated in the 
most recently published 2017 Ontario Budget. Based on the 2016 Ontario Economic Outlook and 
Fiscal Review, transforming healthcare is one of the primary priorities for Ontario. CGMH's role in the 
health system is crucial to its operating region as the primary healthcare provider to Collingwood and 
its surrounding area, particularly during long weekends and holidays throughout the year. The 
proposed maximum rate of increase allows CGMH to attract, retain, and motivate executives that are 
critical to leading the delivery and execution of CGMH's mandate in its LHIN.  
 

 Recent executive compensation trends in the part of the Canadian public sector and BPS that is in 
the industry within which the designated employer competes for executives. Korn Ferry Hay Group's 
2016 Executive Market Trends report indicates a cumulative increase in actual base salary from 
2012 to 2016 of approximately 10%, or a compound annual growth rate of 1.9% for executives in the 
national broader public sector. CGMH and other Ontario BPS organizations have maintained the 
same salaries for the last 7 years. The proposed increase to the envelope will allow for annual 
compensation adjustments to continue to attract, retain and motivate the executive team. 
 

 Portion of operating budget used for executive compensation as compared to the comparator 
organizations. CGMH has made efforts to obtain data and analyze information regarding to this 
factor. However, at this time, this type of information is not readily available. We believe that our 
executive compensation spend with respect to our operating budget is well within the predicted 
benchmarking amounts of other hospital organizations. 

 

 The difference between the salary and performance-related pay range for executive positions and 
the salary and performance-related pay ranges for the employees or office holders who directly 
report to those positions. Under the current maximum salary ranges, CGMH faced compression 
issues between its job class 10 and 9. CGMH's compensation structure is currently divided into 12 
different job classes, with the CEO position within job class 12. The CHRE and CPCSO positions are 
currently within job class 10, and non-executive managers are in job class 9. At present, the 
difference between the two maximum salary ranges is only 4.5%. The proposed maximum rate of 
increase allows the executives to receive a reasonable increase to maximum compensation, correct 
the impact of existing compression issues, and ensure reasonable pay gaps between the executives 
and non-executives going forward.  
 

 Significant restructuring of the organization. CGMH is currently undergoing a redevelopment project 
at the hospital, which involves the building of a new hospital. Stage 1 has already been completed. In 
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addition, CGMH is undergoing a significant renovation project of its entire emergency department, 
and will play a significant upcoming leadership role within the LHIN in the development of a LHIN-
wide orthopaedic program. Although not considered in the current comparator group, CGMH is also 
in the process of obtaining approvals for Stage 2 of the redevelopment project. The redevelopment is 
anticipated to continue for the next 8 to 10 years, and will double CGMH's number of beds from 68 
beds to 158 beds. Stage 2 of the redevelopment project is expected to increase the operating budget 
from $57 million to $100 million. Considering the completion of Stage 1 and the emergency 
department renovation, the proposed 5.0% maximum rate of increase will be essential to attracting, 
retaining, and motivating top executives to support CGMH's increased operating complexities. 

 
The maximum rate enables CGMH to make adjustments to its existing executive compensation and lessen 
the gap to market. In doing so, CGMH can provide motivation and further retain its existing executive team, 
all of whom are highly talented with valuable experiences and skillsets to bring to the organization. 
 
 

 

Section E - Other Elements of Compensation 
 

Element 1 

Element of Compensation 

 
CGMH’s executive benefit packages, including pension, insurance, health and dental plans, are provided in 
the same manner and relative amount to non-executive managers at CGMH. 
 
CGMH does not provide other perquisites, severance levels, or benefits that are not aligned to the new 
framework. 
 

 

 


