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Your partner in administrative excellence

October	  14,	  2014	  
	  
Don	  Sinclair	  
CEO,	  College	  Employer	  Council	  
SENT	  BY	  EMAIL	  
	  
Dear	  Don,	  	  
	  
Thank	  you	  for	  the	  opportunity	  to	  submit	  OCASA’s	  recommendations	  for	  the	  2014/15	  Compensation	  
Guidelines	  for	  non-‐executive	  administrative	  staff.	  	  	  
	  
We	  all	  recognize	  the	  fiscal	  restraints	  that	  colleges	  are	  working	  within;	  indeed	  our	  members	  are	  
those	  very	  managers	  who	  work	  to	  actualize	  strategic	  initiatives	  within	  those	  restraints.	  It	  is	  also	  in	  
view	  of	  agreements	  reached	  with	  other	  employee	  groups,	  both	  within	  the	  CAAT	  system	  and	  in	  the	  
broader	  public	  sector,	  that	  OCASA	  makes	  its	  submission.	  	  
	  
OCASA	  has	  two	  primary	  concerns:	  	  

1. Grid	  adjustment:	  This	  is	  the	  inflationary	  portion	  of	  compensation	  adjustments	  and	  should	  not	  
be	  tied	  to	  performance.	  After	  two	  years	  of	  wage	  restraint	  (2010/2011),	  preceded	  by	  a	  low	  
adjustment	  year	  (2009),	  salaries	  are	  lagging.	  With	  some	  colleges	  applying	  little	  or	  no	  
performance	  increases,	  the	  importance	  of	  a	  strong	  grid	  adjustment	  is	  even	  greater.	  And	  for	  
those	  in	  lower	  paybands,	  the	  grid	  adjustment	  is	  crucial.	  	  

RECOMMENDATION:	  1.75%	  grid	  adjustment	  

2. Salary	  compression:	  This	  is	  not	  only	  discouraging	  for	  many	  administrators,	  but	  continues	  to	  
influence	  colleges’	  ability	  to	  recruit	  into	  academic	  leadership.	  	  Chairs	  continue	  to	  fall	  behind,	  
with	  growing	  pressure	  on	  a	  differential	  of	  13%	  (with	  Step	  2	  Coordinators),	  which	  often	  does	  
not	  exist	  at	  the	  maximum	  of	  their	  payband.	  	  

For	  those	  administrators	  in	  the	  lower	  paybands,	  the	  distinction	  between	  support	  and	  
administration	  is	  becoming	  blurred,	  with	  perceived	  and	  real	  benefit	  at	  times	  resting	  with	  
support	  staff.	  The	  existing	  compensation	  plan	  was	  never	  intended	  to	  treat	  lower	  payband	  
positions	  in	  the	  same	  way	  as	  higher	  level	  positions:	  overtime	  should	  not	  be	  expected	  on	  a	  
regular	  basis	  for	  those	  in	  lower	  salary	  bands,	  and	  without	  some	  form	  of	  compensation,	  
including	  lieu	  time.	  Anecdotally,	  we	  hear	  that	  at	  the	  same	  college,	  this	  can	  be	  administered	  very	  
differently	  depending	  on	  the	  supervisor.	  	  

RECOMMENDATION:	  That	  Council	  undertakes	  to	  review	  and	  recommend	  specific	  strategies	  
(including	  a	  review	  of	  the	  current	  payband	  structure)	  to	  relieve	  the	  pressure	  of	  these	  two	  
groups	  (Chairs	  and	  Paybands	  5-‐8).	  Clear	  communication	  about	  this	  and	  a	  timeframe	  of	  one	  year	  
would	  go	  a	  long	  way	  to	  supporting	  these	  employees.	  	  	  
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Further	  to	  this,	  OCASA	  recommends	  that	  included	  in	  the	  compensation	  guidelines	  are	  
recommendations	  about	  managing	  lower	  paybands	  when	  it	  comes	  to	  overtime	  requirements,	  
and	  how	  to	  compensate	  them	  fairly.	  	  

	  
It	  is	  clear	  that	  compensation	  administration	  is	  being	  done	  quite	  differently	  across	  colleges,	  also	  
reflecting	  different	  interpretations	  of	  wage	  restraint.	  Clear	  guidelines	  that	  explain	  the	  compensation	  
program	  for	  non-‐executives	  in	  light	  of	  wage	  restraint	  would	  be	  welcomed.	  	  
	  
We	  respectively	  submit	  this	  position	  for	  your	  consideration.	  	  
	  
Sincerely,	  	  
	  

	  
	  
David	  Belford	  
Dean,	  Faculty	  of	  Business	  
OCASA	  President	  


