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February	  26,	  2016	  
	  
David	  Brook	  
CEO,	  College	  Employer	  Council	  
2010	  20	  Bay	  Street,	  Suite	  1600	  
Toronto,	  ON	  	  M5J	  2N8	  
	  
Dear	  David,	  	  
	  
OCASA	  welcomes	  the	  opportunity	  to	  provide	  recommendations	  for	  the	  2016	  Compensation	  
Guidelines	  (for	  non-‐executive	  administrative	  positions)	  but	  also	  to	  bring	  into	  the	  conversation	  
broader	  issues	  influencing	  a	  strong	  compensation	  program	  for	  college	  administrators.	  	  
	  
First,	  a	  few	  general	  comments:	  	  
	  
Without	  confirmation	  about	  the	  ministry	  approval	  of	  the	  Executive	  Compensation	  Framework	  we	  
support	  the	  release	  of	  compensation	  guidelines	  for	  those	  not	  covered	  by	  the	  framework,	  effective	  
April	  1,	  2016.	  	  

However,	  with	  anticipation	  of	  the	  Executive	  Compensation	  Framework	  approval,	  colleges	  need	  a	  
real	  plan	  for	  those	  positions	  that	  have	  been	  frozen	  for	  several	  years,	  and	  are	  not	  a	  designated	  
executive	  function.	  Their	  salaries	  have	  lagged,	  and	  are	  experiencing	  compression	  from	  those	  they	  
supervise.	  Furthermore,	  currently	  there	  are	  positions	  at	  colleges	  within	  the	  same	  payband	  but	  
because	  of	  titling	  differences	  (e.g.	  Dean	  vs.	  Director)	  one	  group	  is	  frozen	  while	  the	  other	  isn’t,	  
thereby	  creating	  real	  inequities.	  	  

OCASA	  has	  raised	  this	  issue	  previously,	  encouraging	  forward	  research	  and	  planning	  to	  address	  this	  
when	  the	  freeze	  is	  lifted.	  This	  might	  include	  a	  review	  of	  the	  existing	  payband	  structure.	  Whatever	  
the	  case,	  broader	  consultation	  and	  research	  is	  warranted,	  and	  OCASA	  would	  welcome	  the	  
opportunity	  to	  participate	  in	  those	  discussions.	  	  

Also,	  increasingly	  colleges’	  practices	  around	  compensation	  –	  grid	  adjustment,	  movement	  through	  
range	  timelines,	  and	  Exceptional	  Performance	  Incentive	  (EPI)	  –	  are	  becoming	  more	  diverse.	  	  
Collection	  of	  salary	  data	  (not	  just	  annual	  salary	  statistics)	  that	  includes,	  for	  example,	  percentage	  
changes	  over	  time,	  and	  payband	  levels	  by	  position	  would	  give	  greater	  insight	  into	  our	  own	  market,	  
and	  inform	  conversations	  about	  talent	  recruitment	  and	  retention.	  

Finally,	  while	  most	  colleges	  anticipate	  the	  release	  of	  the	  guidelines,	  primarily	  for	  the	  grid	  
adjustment	  and	  EPI	  recommendations,	  OCASA	  is	  also	  very	  supportive	  of	  the	  HR	  “tools”	  that	  Council	  
typically	  includes	  to	  support	  a	  strong	  compensation	  program	  (which	  in	  turn	  supports	  recruitment	  
and	  retention).	  This	  year	  OCASA	  is	  specifically	  including	  a	  recommendation	  in	  support	  of	  this	  
inclusion,	  in	  #5	  below.	  	  

OCASA	  respectively	  submits	  the	  following	  recommendations	  for	  2016	  Compensation	  Guidelines	  for	  
your	  consideration:	  	  	  
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1. Grid	  adjustment:	  This	  is	  the	  inflationary	  portion	  of	  compensation	  adjustments	  and	  should	  not	  
be	  tied	  to	  performance.	  	  

As	  some	  colleges	  apply	  little	  or	  no	  merit	  increases,	  the	  importance	  of	  a	  strong	  grid	  adjustment	  
is	  even	  greater.	  And	  for	  those	  in	  lower	  paybands,	  the	  grid	  adjustment	  is	  crucial.	  Again,	  it	  is	  
worth	  noting	  that,	  where	  positions	  in	  the	  same	  payband	  are	  not	  equally	  captured	  under	  the	  
wage	  freeze,	  some	  direction	  needs	  to	  be	  given	  in	  managing	  grid	  adjustments.	  

Cognizant	  of	  the	  economic	  outlook,	  the	  history	  of	  increases	  within	  our	  system	  (including	  
academic	  and	  support)	  and	  similar	  settlements	  in	  the	  public	  sector	  (e.g.	  AMAPCEO,	  OPS	  
Managers),	  OCASA	  recommends	  the	  following:	  	  

1.4%	  adjustment	  to	  non-‐executive	  administrative	  positions	  effective	  April	  1,	  2016.	  

2. Salary	  compression:	  This	  issue	  is	  longstanding	  and	  at	  many	  colleges	  is	  influencing	  their	  ability	  
to	  recruit	  into	  academic	  leadership	  –	  and	  to	  keep	  them	  there.	  With	  pressure	  on	  a	  differential	  of	  
13%	  (with	  Step	  2	  Coordinators),	  and	  the	  time	  it	  takes	  for	  chairs	  to	  reach	  the	  top	  of	  their	  
payband	  (where	  the	  13%	  differential	  is	  calculated)	  the	  attraction	  of	  becoming	  a	  chair	  is	  
challenged.	  	  

OCASA	  recommends	  that	  Council	  undertakes	  to	  review	  and	  recommend	  specific	  
strategies	  to	  relieve	  the	  compression	  between	  faculty	  and	  chairs,	  which	  would	  likely	  be	  
part	  of	  the	  overall	  review	  strategy	  of	  the	  compensation	  structure.	  	  

3. Lower	  paybands:	  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	  not	  without	  some	  form	  of	  compensation.	  
A	  college	  policy	  on	  this	  would	  help	  guide	  individual	  supervisors	  with	  this	  issue,	  also	  bringing	  
consistency	  to	  each	  college	  where	  practice	  can	  vary	  significantly.	  Therefore,	  OCASA	  again	  
makes	  the	  following	  recommendation:	  	  

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.	  	  

4. Performance	  pay:	  The	  challenge	  of	  attracting	  and	  retaining	  strong	  talent	  is	  influenced	  by	  
compensation	  policy.	  	  Therefore,	  compensation	  guidelines	  that	  strongly	  encourage	  timely	  
movement	  through	  the	  pay	  ranges	  based	  on	  merit	  are	  essential.	  These	  increases	  should	  not	  be	  
viewed	  as	  economic	  adjustment,	  nor	  available	  only	  as	  budget	  allows,	  rather	  appropriately	  
compensating	  as	  experience	  and	  performance	  demonstrate	  movement	  towards	  full	  
achievement	  of	  the	  position	  requirements.	  Therefore,	  OCASA	  recommends	  the	  following:	  	  

OCASA	  recommends	  that	  the	  compensation	  guidelines	  encourage	  colleges	  to	  have	  a	  
compensation	  policy	  in	  place	  that	  sets	  clear	  timelines	  for	  an	  administrator	  to	  move	  
through	  their	  range,	  as	  they	  meet	  the	  requirements	  of	  the	  position.	  	  	  

5. The	  HR	  “tools”:	  The	  Compensation	  Administration	  Guidelines	  have	  typically	  included	  
recommendations	  for	  managing	  compensation	  beyond	  the	  grid	  adjustment.	  OCASA	  finds	  those	  
tools	  very	  helpful,	  particularly	  for	  the	  growing	  trend	  of	  administrators	  moving	  into	  “acting”	  
roles,	  or	  assuming	  extra	  duties	  during	  times	  of	  organizational	  transition.	  Our	  experience	  
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suggests	  that	  these	  are	  not	  always	  known	  to	  supervisors,	  or	  employed	  when	  administrators	  
experience	  lateral	  job	  growth,	  added	  responsibility	  (short-‐term)	  or	  take	  on	  special	  
assignments,	  for	  example.	  	  OCASA	  recommends	  the	  following:	  	  

OCASA	  recommends	  that	  Council	  includes	  within	  the	  Guidelines	  a	  recommendation	  that	  
colleges	  include	  these	  “tools”	  as	  part	  of	  their	  compensation	  policy,	  which	  is	  also	  
communicated	  to	  all	  administrators.	  	  

	  
We	  respectively	  submit	  these	  recommendations	  for	  your	  consideration.	  	  
	  
Sincerely,	  	  
	  

	  
Krista	  Pearson,	  PhD,	  CHRL	  
OCASA	  President	  


