
May 10, 2023 

Mr. John Davison 
CEO & President  
Public Sector Employers’ Council Secretariat 
Suite 210 – 880 Douglas Street 
Victoria, BC V8W 2B7 

Dear Mr. Davison: 

As Chair of the Douglas College Board, I confirm the following: 

1) The Board is aware of all executive compensation paid in the prior fiscal year.

2) The compensation information being disclosed is accurate and includes all compensation paid by the
employer, foundations, subsidiaries, or any other organization related to or associated with the employer.
It also includes the value of any pre- or post-employment payments made during the 12 month period

ion information and contracts for disclosed executives are oyees are available for public inspection during

regular office hours.

Sincerely, 

Adel Gamar 
Chair, Douglas College Board 

cc: Douglas College Board 
Associate Vice President, Human Resources 
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Total Compensation Philosophy  
for Administrators 

 
Last Revised: October 26, 2022 

Reviewed: November 2, 2022 
  

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 for Administrators 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 
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• A need to meet stakeholder expectations of high reliability for quality educational delivery at a 
reasonable cost; and  • 
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dismemberment, paid sick leave, short and long-term disability coverage and employee and 
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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 approach 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 
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Board  

• Approves the College CEO’s employment agreement and compensation package.

• Approves the compensation philosophy and compensation design package for the Named
Executive Officers (NEOs), acting upon the advice of the CEO and upon recommendation of
the HRC.

• Conducts regular performance evaluations of the CEO.

H



Summary Compensation Table at 2023

Previous Two Years Totals
Total Compensation

Name and Position Salary

Holdback/Bonus/
Incentive Plan 
Compensation Benefits Pension

All Other 
Compensation

(expanded 
below)

2022/2023
Total 

Compensation 2021/2022 2020/2021

Kathy Denton, President and Chief Executive Officer $ 211,103 - $ 20,402 $ 22,372 $ 5,751 $ 259,628 $ 258,918 $ 250,337

Thor Borgford, Vice President, Academic and Provost $ 190,907 - $ 10,691 $ 19,981 - $ 221,579 $ 215,029 $ 211,910

Sarah Dench, Vice President�� Student Affairs $ 190,905 - $ 18,859 $ 19,980 $ 91 $ 229,835 $ 222,654

Kayoko Takeuchi, Vice President, Administrative 
Services and Chief Financial Officer $ 190,905 - $ 18,859 $ 19,980 $ 91 $ 229,835 $ 222,227 $ 217,940

David Taylor, Vice President, Public Affairs $ 190,905 - $ 18,859 $ 19,980 $ 91 $ 229,835 $ 222,227 $ 209,276

Douglas College

EXECUTIVE COMPENSATION DISCLOSURE



Summary Other Compensation Table at 2023

Name and Position
All Other

Compensation Severance
Vacation 
Payout Paid Leave

Vehicle /
Transportation

Allowance

Perquisites /
Other

Allowances Other

Kathy Denton, President and Chief Executive Officer $ 5,751 - $ 5,660 - - - $ 91



Notes

Kathy Denton, President and Chief Executive Officer General Note:
Performance based salary increase was provided for the 2021/22 performance year in 2022.

Other Note:
Douglas College qualifies for a reduced EI rate under Service Canada�¶s EI Premium Reduction
Program and returns the rebate to administrators.

Thor Borgford, Vice President, Academic and Provost General Note:
Performance based salary increase was provided for the 2021/22 performance year in 2022.

Sarah Dench, Vice President�� Student Affairs General Note:
Performance based salary increase was provided for the 2021/22 performance year in 2022.

Other Note:
Douglas College qualifies for a reduced EI rate under Service Canada�¶s EI Premium Reduction
Program and returns the rebate to administrators.

Kayoko Takeuchi, Vice President, Administrative Services 
and Chief Financial Officer

General Note:
Performance based salary increase was provided for the 2021/22 performance year in 2022.

Other Note:
Douglas College qualifies for a reduced EI rate under Service Canada�¶s EI Premium Reduction
Program and returns the rebate to administrators.

David Taylor, Vice President, Public Affairs General Note:
Performance based salary increase was provided for the 2021/22 performance year in 2022.

Other Note:
Douglas College qualifies for a reduced EI rate under Service Canada�¶s EI Premium Reduction
Program and returns the rebate to administrators.
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