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Broader Public Sector 

Executive Compensation Program 
 

Provide the information required for each section. Refer to the Broader Public Sector Executive Compensation Guide for 

additional instructions and assistance with completing this form. 
 

A. Compensation Philosophy Provide information on the designated employer’s compensation philosophy 

including details on how the executive compensation program supports the 

employer’s strategic objectives and what the program, including its approach to 

performance-related pay, is designed to reward. 

B. Designated Executive Positions List all designated executives at the designated employer. If applicable, indicate 

the class or category of each designated executive position as it relates to the 

salary and performance-related pay structure in the executive compensation 

program. 

C. Salary and Performance-related Pay Caps 
 

 

Comparator Selection Provide information on the comparators used to benchmark salary and 

performance-related pay at the designated employer for each designated 

executive position or class of positions. Provide a rationale for the chosen 

comparators. 
 

 

Comparative Analysis Details Provide information on the percentile used to benchmark the salary and 

performance-related pay cap for each designated executive position or class of 

positions. Additional information on the methodology used to determine salary 

and performance-related pay can provide useful context. 
 

 

Structure Provide information on the salary and performance-related pay cap for each 

designated executive position or class of positions. Additional information on the 

salary ranges and performance-related pay structure can provide useful context. 

D. Salary and Performance-related Pay 

Envelope 

Provide the sum of salary and performance-related pay paid to designated 

executives for the most recently completed pay year. In addition, provide the 

maximum rate of increase to the salary and performance-related pay envelope. 

Additional information on why changes are necessary and how they were 

determined can provide useful context. 
 

 

E. Other Elements of Compensation Provide information on any proposed compensation elements, other than salary 

and performance-related pay, that would be provided to designated executive 

positions or classes of positions but that are not generally provided in the same 

manner and relative amount to non-executive managers. 

Include rationale outlining the critical business reasons that justify the provision 

of each proposed element of compensation. 
 

 

F. Supplemental Information Provide any additional information required to support or explain the information 

included in the executive compensation program. 
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Provide the contact information of the person completing this program. 
 

Contact Information  

Organization (Full Name) 

North Shore Health Network    

Completed By 

Last Name 

High 

First Name 

Lisa 

Middle Initial 

Job Title 
Chief Executive Officer 

  

Address   

 
 
 
 
 
 

 

Email Address 

 lhigh@nshn.care 
 

Unit Number Street Number 

525 
Street Name 

Causley St 
PO Box 

970 

City/Town 

Blind River  
Province 

Ontario 
Postal Code 

P0R 1B0 

Telephone Number 

705-356-2265  ext. 2600 
Fax Number 

705-356-1220 
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Provide information on the designated employer’s compensation philosophy including details on how the executive 

compensation program supports the employer’s strategic objectives and what the program, including its approach to 

performance-related pay, is designed to reward. 
 

 

 
Executive compensation and benefits are designed and provided in alignment with North Shore Health Network’s 
(NSHN) compensation philosophy:  
 

 Legal framework – to respect and ensure compliance with legal obligations, both contractually and in regards to 
relevant legislation.  
 

 Fiscal responsibility – to be diligent in the stewardship of public funds by setting a reasonable budget for 
compensation within NSHN’s financial resources and ensure competitive ability to recruit within the current labour 
market challenges and trends.  
 

 Equity – to ensure fairness in the comparison of positions within the executive team.  
 

 Strategic plan – to bring to life NSHN’s mission, vision and values in the achievement of the strategic directions 
established by the Board of Trustees.  
 

 Recruitment – to recognize the rural, northern and relatively remote aspect of NSHN’s locations and enable 
NSHN to maintain a meaningful degree of competitiveness with the relevant external labor market to attract 
experienced qualified and competent candidates.  

 

 Retention – to retain executive leadership talent over the medium and long term.   
 

 Responsibility – to ensure accountability to delegated duties. 
 

 Performance – to drive performance and achievement of expectations and goals. In this regard, a portion of each 
executive’s compensation will be directly attributed to and earned for the execution of Board-approved goals. 
 

 Complexity of operations – to recognize the complexities of providing high-quality, compassionate and integrated 
health care while building healthy communities across the large rural geographical area we serve, from our three 
healthcare locations.  

 

 External linkages – to influence public policy and decisions through a broader strategic leadership role in the 
region and beyond (e.g. NELHIN, OHA, MOHLTC, other government officials), to build strong partnerships with 
other organizations to ensure access to high-quality healthcare services in our area and to support building 
healthy communities.  
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List all designated executives at the designated employer. If applicable, indicate the class or category of each designated 

executive position as it relates to the salary and performance-related pay structure in the executive compensation program. 

 

 
 
 
 
 
 
 

 Chief Financial Officer & Director of Environmental  
 Services Top Finance Executive 
 

B. Designated Executive Positions 

Full Job Title 

E.g. Chief Operating Officer 

Class of Position 

E.g. VP-1 

Chief Executive Officer Top Executive Officer 
 

Chief Nursing Officer  Top Nursing Executive 
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Provide information on the comparators used to benchmark salary and performance-related pay at the designated employer for 

each designated executive position or class of positions. Provide a rationale for the chosen comparators. 
 

 

Executive Positions or Classes of Positions Benchmarked 

Chief Executive Officer 

Chief Financial Executive  

   Director of Environmental Services 

 
 

Canadian Public Sector or Broader Public Sector Comparators 

Organizations (e.g. Organization 1, Organization 2, Organization 3, etc.) 
 

 

 

 

Manitoulin Health Centre, Mattawa Hospital, Notre-Dame Hospital, Listowel Wingham Hospitals Alliance, 
Sensenbrenner Hospital, Temiskaming Hospital, Espanola Regional Hospital, Kirkland Lake and District Hospital, St. 
Joseph’s General Hospital 

 

 

 
 

Positions or Classes of Positions (e.g. Chief Financial Executives) 

Top Executive Officers 
 

 

Rationale for Selected Comparators 
 

As per the Regulations, organizations are to select a minimum of eight (8) comparators.  An organization may be 
selected as a comparator organization if: 

 The potential comparator organization has at least one executive who holds a position comparable to the 
position or class of positions held by the designated executive or class of designated executives; and  

 The organization is comparable to the designated employer with respect to most or all of the following 
factors:  
 
(a) The scope of responsibilities of the organization’s executives 
(b) The type of operations the organization engages in  
(c) The industries within which the organization competes for executives 
(d) The size of the organization 
(e) The location of the organization 

 
 In determining the external comparator organizations for the North Shore Health Network, the following was given   
consideration for the five factors: 
 

Scope of Responsibilities:  Comparator organizations were selected that had executive positions with similar 
responsibilities to those at the North Shore Health Network.  From this perspective, the same comparator 
pools of organizations were used for the Chief Executive Officer, the Chief Financial Officer, and the Director 
of Environmental Services.  Different comparator organizations were selected for the Chief Nursing Officer. 
Type of Operations:  From an operational perspective, the primary factors that were considered in selecting 
the comparator organizations was the hospital size, hospital type, rural service deliver and multi-site.  The 
primary focus was on small rural hospitals like the North Shore Health Network which tend to have similar 
programs, services, and operations including more than one site. 
Industry:  The majority of the talent recruited for our executive positions at the North Shore Health Network 
have a healthcare background.  Therefore, public hospitals in Ontario and more specifically northern Ontario 
were considered for selection of comparators. 
Size:  When assessing size of potential comparator hospitals, primary consideration was given to total 
operating budget (revenue), organizations structure and span of control, number of staff, with the secondary 
consideration being given to the number of programs, services, volume and multi-site. 
Location:  The North Shore Health Network operates within the North East LHIN.  Given the make-up of the 
North Shore Health Network (three sites:  Blind River, Thessalon, and Richard Landing) and location of 
northern Ontario hospitals with similar type of operations:  primary factors being size, type, and rural service.  
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The maximum salary and performance-based pay that an executive may be paid is determined by selecting at least 
eight comparator organizations.  Compensation (salary plus performance based pay) will target the 50th percentile 
of the market/comparator group for positions comparable to executive positions held at NSHN, which is within the 
limitations established under the provisions of the Broader Public Sector Executive Compensation Act, 2014.  

 
The comparator group will be representative of the organizations that NSHN competes with for executive talent.  An 
organization may be selected if it is comparable to NSHN with respect to most or all of the following factors:  

 
The comparator group selected: 
 

 Are all small, rural hospitals in Ontario, eight of which are located in Northern Ontario; 

 Includes eight hospitals funded by the Northeast Local Health Integration Network, which also funds NSHN; 

 Represent a range in budgets from 0.55 to 1.62 times NSHN’s annual operating budget; 

 Have comparable numbers of full-time equivalent employees; 

 Would compete with NSHN for qualified healthcare executives; 

 Have multiple services and/or sites for which executives are responsible for, comparable to that of NSHN; and 

 Have at least two executive positions with responsibilities comparable in scope to that of NSHN. 
 

The designated employer received approval from the President of the Treasury Board to use private sector and/or 

international comparators for these executive positions or classes of positions. 
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Executive Positions or Classes of Positions Benchmarked 

Chief Nursing Officer 

 
 

Canadian Public Sector or Broader Public Sector Comparators 

Organizations (e.g. Organization 1, Organization 2, Organization 3, etc.) 

Manitoulin Health Centre, Mattawa Hospital, Listowel Wingham Hospitals Alliance, Sensenbrenner Hospital, 
Temiskaming Hospital, Espanola Regional Hospital, Kirkland Lake and District Hospital, St. Joseph’s General 
Hospital 

 
 

 

Positions or Classes of Positions (e.g. Chief Financial Executives) 

Top Clinical Executive 

 
 

 

Rationale for Selected Comparators 
 

As per the Regulations, organizations are to select a minimum of eight (8) comparators.  An organization may be 
selected as a comparator organization if: 

 The potential comparator organization has at least one executive who holds a position comparable to the 
position or class of positions held by the designated executive or class of designated executives; and  

 The organization is comparable to the designated employer with respect to most or all of the following 
factors:  
 

(a) The scope of responsibilities of the organization’s executives 
(b) The type of operations the organization engages in  
(c) The industries within which the organization competes for executives 
(d) The size of the organization 
(e) The location of the organization 

 
 In determining the external comparator organizations for the North Shore Health Network, the following was given 
consideration for the five factors: 
 

Scope of Responsibilities:  Comparator organizations were selected that had executive positions with similar 
responsibilities to those at the North Shore Health Network.  From this perspective, the same comparator 
pools of organizations were used for the Chief Executive Officer, the Chief Financial Officer, and the Director 
of Environmental Services.  Different comparator organizations were selected for the Chief Nursing Officer. 
Type of Operations:  From an operational perspective, the primary factors that were considered in selecting 
the comparator organizations was the hospital size, hospital type, rural service deliver and multi-site.  The 
primary focus was on small rural hospitals like the North Shore Health Network which tend to have similar 
programs, services, and operations including more than one site. 
Industry:  The majority of the talent recruited for our executive positions at the North Shore Health Network 
have a healthcare background.  Therefore, public hospitals in Ontario and more specifically northern Ontario 
were considered for selection of comparators. 
Size:  When assessing size of potential comparator hospitals, primary consideration was given to total 
operating budget (revenue), organizations structure and span of control, number of staff, with the secondary 
consideration being given to the number of programs, services, volume and multi-site. 
Location:  The North Shore Health Network operates within the North East LHIN.  Given the make-up of the 
North Shore Health Network (three sites:  Blind River, Thessalon, and Richard Landing) and location of 
northern Ontario hospitals with similar type of operations:  primary factors being size, type, and rural service.  

 
The maximum salary and performance-based pay that an executive may be paid is determined by selecting at least 
eight comparator organizations.  Compensation (salary plus performance based pay) will target the 50th percentile 
of the market/comparator group for positions comparable to executive positions held at NSHN, which is within the 
limitations established under the provisions of the Broader Public Sector Executive Compensation Act, 2014.  

 
The comparator group will be representative of the organizations that NSHN competes with for executive talent.  An 
organization may be selected if it is comparable to NSHN with respect to most or all of the following factors:  

Comparators 2 
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The comparator group selected: 
 

 Are all small, rural hospitals in Ontario, eight of which are located in Northern Ontario; 

 Includes eight hospitals funded by the Northeast Local Health Integration Network, which also funds NSHN; 

 Represent a range in budgets from 0.55 to 1.62 times NSHN’s annual operating budget; 

 Have comparable numbers of full-time equivalent employees; 

 Would compete with NSHN for qualified healthcare executives; 

 Have multiple services and/or sites for which executives are responsible for, comparable to that of NSHN; and 

 Have at least two executive positions with responsibilities comparable in scope to that of NSHN. 

 
 

The designated employer received approval from the President of the Treasury Board to use private sector and/or 

international comparators for these executive positions or classes of positions. 

 

 

 

 

Executive Positions or Classes of Positions Benchmarked 

 

 
 

Canadian Public Sector or Broader Public Sector Comparators 

Organizations (e.g. Organization 1, Organization 2, Organization 3, etc.) 
 

 

 

 

 

 

 

Positions or Classes of Positions (e.g. Chief Financial Executives) 

 
 

 

Rationale for Selected Comparators 

 

The designated employer received approval from the President of the Treasury Board to use private sector and/or 

international comparators for these executive positions or classes of positions. 
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Provide information on the percentile used to benchmark the salary and performance-related pay cap for each designated 

executive position or class of positions. Additional information on the methodology used to determine salary and performance- 

related pay can provide useful context. 
 

 

 
The Board of Trustees has identified the 50th percentile as being the maximum of total compensation for executive 
positions within NSHN.  This was decided based on the factors described within this plan and the appropriateness of 
the comparator group selected. 

 
It is noted that the complement of executives at NSHN is different than many of those within the comparator group.  
While the executive group within each comparator hospital is largely accountable for execution of the same group of 
responsibilities, their distribution of those responsibilities are somewhat different in that NSHN has a Director of 
Environmental Services – a position that is not well-replicated within the executive group of reasonable comparators 
identified.  The pay practices of the organization have treated the Director of Environmental Services and the Chief 
Financial Officer positions as relatively equal, in light of the level of skills and responsibilities of the positions being 
comparable.  Therefore, the maximum pay for this position has been set at that of the top finance executive. 

 
Using the 50th percentile of the comparator group, the following shall form the maximum pay level (including base pay 
and any performance-based pay) for each of NSHN’s executive positions: 

 
 Chief Executive Officer      $188,533 
 Chief Nursing Officer       $142,671 
 Chief Financial Officer & Director of Environmental Services $126,906 
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Provide information on the salary and performance-related pay cap for each designated executive position or class of positions. 

Additional information on salary ranges and performance-related pay structure can provide useful context. 

 

 
 
 
 
 
 
 

   
 

 Chief Executive     
 Officer  $155,585.50 $183,041.75                                3%               $188,533.00 
 

 Chief Nursing 
 Officer $120,070.00 $141,258.42 1% $142,671.00 

 CFO & Director   
 of Environmental  $114,341.00 $125,649.50           1%     $126,906.00 
 Services 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 

C. Salary and Performance-related Pay Structure 

Executive 

Position or 

Class of

Positions 

Salary Range 

($) 

Job Rate 

($) 

Salary Range 
Target Annual

Maximum 
Performance- 

($)  
related pay 

(% of Salary) 

E.g. President 

 
E.g. 200,000 E.g. 220,000 E.g. 240,000 E.g. 7.5 

Maximum 
Annual

Performance- 

related Pay 

(% of Salary) 

 
 

       E.g. 10 

Salary and 

Performance- 

related Pay Cap 

($) 

E.g. 264,000 
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Provide the sum of salary and performance-related pay paid to designated executives for the most recently completed 

pay year. In addition, provide the maximum rate of increase to the salary and performance-related pay envelope. 

Additional information on why changes are necessary and how they were determined can provide useful context. 
 

Sum of Salary and Performance-related Pay for the Most 

Recently Completed Pay Year ($) 
Maximum Rate of Increase to Envelope (%) 

518,469  5% 
 

Rationale for the Proposed Maximum Rate of Increase: 
 
The designated executives at the North Shore Health Network shall be moved within the new salary grids up to a maximum 
of 5%.  Annual salary adjustments for the designated executives will be approved by the Board of Directors, and, if approved, 
occur once a year beginning 12 months following the date at which this Policy comes into effect.  Adjustments will be 
consistent with Regulation 304/16.  In the future, newly hired designated executives will be hired between the minimum and 
maximum of the salary scale based on experience and skills.  
  
As a result the proposed maximum rate of increase for the first year under the Executive Compensation Framework Program 
is 5%, and thereafter the maximum rate of increase will be 5% for all subsequent periods. 

 

In proposing this increase to the salary and performance-related pay envelope, the five factors articulated in the Directive are 

summarized below: 

 

(1) Financial and compensation priorities of the Ontario government.   

 

 The Ontario government has approved a balanced budget 2017 – 2018 for the first time since 2008 – 2009. 

 

(2) Compensation trends.   

 
According to the Ontario Ministry of Labor from 2006 – 2011, the eleven year average of the annual wage base 

increase for the provincial public sector was 1.82%.   
 

(3) Proportion of the operating budget used for executive compensation.   

 
       On the budget of $16.4 million, the North Shore Health Network spent (3.2%) on executive compensation last year.  

The proposed increase will be marginal at a spending of (3.3%) a difference of 0.1%.   The proportion of operating 
budget used for executive compensation within the comparator hospitals with similar budget. 

 

(4) Impact of salary compression on attracting and retaining talent.   
 

The Ontario Government has introduced a number of measures that directly or indirectly impacted hospital executive 

compensation rates including salary freezes since 2010. It is noted that particularly for small hospitals such as North 

Shore Health Network these measures have resulted in significant compression of compensation between non-

bargaining unit and bargaining unit employees particularly with respect to unionized employees who are at the top of 

their salary range and who can collect substantial premium pay. Compensation compression tends to discourage 

individuals (including doctors and nurses) from taking on leadership positions for which the financial rewards are minimal 

and the quality of life trade-offs are significant. This has resulted in significant attraction and retention issues that are 

further exacerbated by aging hospital leadership demographics. Below is a chart reporting the increases achieved by 

unionized hospital employees during the freeze period demonstrating the impact of compression. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

D. Salary and Performance-related Pay Envelope 



0025E (2017/06) Page 12 of 14  

 
     The North Shore Health Network has wage compression occurring as non-executive wage increases have grown based 

on economic indicators (in line with non-management staff) and new senior leadership members have been hired at very 
modest salaries with existing senior leadership frozen.  The differential between a designated executive and non-
designated executive that reports to them is being compressed.  Therefore, when attempting to attract individuals into 
designated executive positions, which have significantly greater responsibility and accountability without equivalent 
compensation it is challenging. 

 
(5)  Expansion in the operations.    

 
There are some additional considerations unique to the North Shore Health Network.  Effective,  April 2013 Blind River 
District Health Centre integrated with the Thessalon Hospital and Richards Landing – Mathews Memorial forming the 
North Shore Health Network (three sites:  Blind River, Thessalon, Richards Landing-Matthews site).  This integration 
resulted in an additional $2.6 million added to the budget and 24 additional FTEs and significantly changed the 
organization’s geography and the scope of services.  The transition and integration work was significant.  In addition, 
these new sites involve substantial ongoing community engagement, separate financial records and require executive 
leadership involvement and support.  At the time of the transition executive compensation was not adequately addressed 
as a result of fiscal constraints and provincial wage restraint policies.  The assumption of the operations in Thessalon and 
Richards Landing added only one site management role.  The additional executive level responsibilities were assumed by 
the existing executive team structure.  As the results of the comparator analysis demonstrate NSHN lags its comparators 
in terms of executive compensation.  There is a need to bridge that gap and to do so in a timely manner given the 
extensive delay experienced to date in establishing fair and equitable compensation.   
 
North Shore Health Network is a smaller hospital with significant community responsibilities for the delivery of quality 

care. The organization has a lean executive structure. At the present time limited data is publicly available to support 

a comparison of the percentage of the designated employer’s operating budget that is used for executive salary and 

performance-related pay and the percentages of the operating budgets of the designated employer’s comparator 

organizations. However the current lean executive leadership structure in the context of a small rural and northern 

hospital with significant scope of responsibilities and the need to maintain market competitiveness demonstrates the 

appropriateness of the proposed rate of increase. 
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Provide information on any compensation elements, other than salary and performance-related pay, that would be 

provided to designated executive positions of classes of positions but that are not generally provided in the same 

manner and relative amount to non-executive managers. 

Include rationale outlining the critical business reasons that justify the provision of each element of compensation. 
 

 

Element of Compensation 

 
There are no elements of compensation that are provided exclusively to executives at NSHN.  There are also 
no elements of compensation provided to executives at NSHN that are prohibited by legislation or government 
regulation. 

 

 

Positions or Classes of Positions 
 

 
 

Rationale 
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Provide any additional information required to support or explain the information included in the executive compensation 

program. 
 

 
 

   

F. Supplementary Information 

Size (MB) 

Total Size  

Number of Attachments  

File Name Delete 


