
Total Compensation: 
For the purposes of this report, total compensation includes:  base salary, performance pay, 
pension, group insurance benefits, and other perquisites (e.g. RRSP).   
 
 
Philosophy: 
The compensation of the President should: 
Ğ Reflect Okanagan College’s Mission, Vision, Values and Key Directions 
Ğ Support the achievement of the College’s operational objectives  
Ğ Be competitive within the BC College Sector 
Ğ Comply with existing PSEA guidelines and approval processes for executive compensation 
Ğ Be internally fair and equitable 
Ğ Reflect the performance of the incumbent 

 
 
Process: 
 
President:  
The President’s performance management and compensation is the responsibility of the 
Presidential Review Committee under the leadership of the Board Chair.  This Committee is led 
by the Board Chair and also includes the Chair of the Human Resource Committee Chair and the 
Vice-Chair.  This committee is responsible for conducting the President’s annual performance 
evaluation, establishing goals for the coming year and making recommendations to the full Board 
on any changes to the compensation. 
 
The annual process involves: 

Step 1 
Annual performance evaluation (performance on previous year’s goals, including self-
assessment by President , survey of Board members and assessment by committee). 
 

 
The sub-committee produces a report on the evaluation, compensation recommendations and 
the draft President’s goals for the coming year. 
Board considers and approves the recommendation. 
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 Vice Presidents, which 
cludes setting annual goals including measurements and targets.   

e management team.  This system is based on the process described above 
r the President. 

Vice Presidents 
The President is responsible for the performance management of the
in
 
Okanagan College is in the process of instituting a comprehensive performance management 
system for its entir
fo
 
 
 
Relation of Goals to Compensation: 
Compensation change is dependent on performance in meeting previous year’s performance 
measures and targets, including AVED enrolment targets and institutional budget.  Currently, th
President’s compensation level has been set according to the PSEA guidelines which were i
force one year ago.  Had the old system continued, the Board would have had the ability to 
reward the President for superior performance with an increase in compensation.  However, the 
changes in government policy have resulted in the President’s compensation

e 
n 



EXHIBIT #1 

Okanagan College 
Employee Performance Planning 

April 1, 2008 – March 31, 2009 
 

Employee Name:  
 

Title:   

Supervisor Name:  
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Part II: Personal Development Plan 
Strength Areas Comments/Observations 

 
 
 
 
 
 

 

Improvement Areas Comments/Observations 
 
 
 
 
 

 

 
Part III:  Professional Development 
Identify any education, training or development taken by the employee: 
 
 
 
 
 
 
 
 
What additional training or development activities, if any, are recommended to assist the employee to more effectively fulfill current responsibilities or prepare for 
future opportunities within the organization?: 
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