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STAFF REPORT 
ACTION REPORT 

Non-Union Compensation 

Date: May 24, 2022 

To: Toronto Public Library Board 

From: Vickery Bowles, City Librarian 

SUMMARY 

The purpose of this report is to seek Toronto Public Library Board approval to 
implement a one-time salary adjustment of 2.5% for all non-union staff. This proposed 
adjustment is in addition to the 1% cost-of-living adjustment (COLA) that was 
previously approved as part of the 2022 Operating Budget. 

This salary adjustment is consistent with the non-union compensation adjustment 
being implemented by the City of Toronto to ensure fair and competitive 
compensation for the City’s non-union staff. Non-union salary adjustments were 
paused in 2020 and 2021 at both the City and at TPL with 0 % increases each year.  

As mandated by the Library Board, TPL follows the City’s non-union compensation 
program, so it is recommended that a similar adjustment be implemented for non-
union staff at TPL.   

RECOMMENDATIONS 

The City Librarian recommends that the Toronto Public Library Board: 

1. approves, for Toronto Public Library, the same changes made to non-union
compensation for City staff under the direction of City Council, a salary
adjustment of 2.5% for all non-union staff, retroactive to January 1, 2022.

FINANCIAL IMPACT 

The cost of the 2.5% salary adjustment for all non-union staff is estimated to be 
$358,000 for 2022 and this can be accommodated within the approved 2022 operating 
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budget.  There will be a resulting salary budget pressure in 2023 of approximately 
$205,000 and this will be included in the 2023 operating budget submission.   

The Director, Finance & Treasurer has reviewed this financial impact statement and 
agrees with it. 

DECISION HISTORY 

At its May 29, 2000 meeting, the Library Board received the City’s report entitled City-
wide Compensation Review of Management and Exempt Staff, and approved the adoption 
of the City compensation plan for TPL’s non-union staff (Attachment 1). 

At its April 29, 2013 meeting, the Library Board approved that Toronto Public Library’s 
non-union compensation plan continue to be implemented in accordance with the City 
of Toronto’s plan for its non-union employees. 

At its September 21, 2020 meeting, the Library Board reviewed Non Union 
Compensation for 2020 and 2021, and adopted a recommendation to provide non-
union staff with a general cost of living salary increase of 0% for 2020, as well as the 
cancellation of the Pay for Performance Program effective immediately, such that 
there will be no Pay for Performance increases or re-earnable performance-based 
lump-sum payments effective January 1, 2021 (based on 2020 performance).    

At its February 22, 2022 meeting, the Library Board reviewed 2022 Operating Budget – 
Adoption, and adopted a recommendation for the reinstatement of annual cost of 
living adjustment (COLA) increases for non-union staff at a rate consistent with the 
City’s annual COLA increases for non-union staff, commencing with a 1% increase for 
2022, as approved by Council. 

This report recommends that the Library Board approve, for TPL’s non-union staff, the 
same salary adjustment that is being implemented by the City of Toronto for its non-
union employees   

COMMENTS 

The Library Board has a long history of approving non-union compensation that is 
aligned with the City’s. TPL non-union staff are municipal employees with a 
compensation program that is modelled on the City’s for both salaries and benefits. 
Classifications are set within the City’s salary grades and non-union staff are assessed 
based on the City’s evaluation method.  

https://www.torontopubliclibrary.ca/content/about-the-library/pdfs/board/meetings/2013/apr29/11b.pdf
https://www.torontopubliclibrary.ca/content/about-the-library/pdfs/board/meetings/2020/sep21/15-non-union-compensation-for%202020-and-2021.pdf
https://www.torontopubliclibrary.ca/content/about-the-library/pdfs/board/meetings/2020/sep21/15-non-union-compensation-for%202020-and-2021.pdf
https://tpl.ca/wp-content/uploads/sites/164/2025/05/12-2022-operating-budget-adoption-combined-final-with-presentation.pdf
https://tpl.ca/wp-content/uploads/sites/164/2025/05/12-2022-operating-budget-adoption-combined-final-with-presentation.pdf
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At its meeting on February 17, 2022, City Council reviewed the 2022 Operating Budget 
and directed the City Manager, in consultation with the Chief People Officer, to review 
and update the non-union and management compensation program, inclusive of 
salary range restructuring and a pay for performance program, which was paused in 
2020 and 2021, informed by independent study of the City's competitive position.   
 
After two years of the performance and cost of living adjustment programs paused due 

to the pandemic, the City has approved a salary adjustment of 2.5% for all non-union 
staff, retroactive to January 1, 2022. This report recommends that the Library Board 
approve, for TPL’s non-union staff, the same 2.5% salary adjustment that is being 
implemented by the City of Toronto for its non-union employees, which is in addition 
to the 1% COLA increase.   
 

The City has communicated that this is one step of several they will take over the year 
ahead to ensure fair and competitive compensation for non-union staff, informed by a 
study done by an external party with expertise in compensation over the past year.  
 
The 2.5% salary adjustment will be applied to all non-union staff on active payroll on 
April 22, 2022, the date of the City’s communication.   
 
CONTACT 
 
Brian Daly; Director, Human Resources; Tel: 416-395-5585; Email: bdaly@tpl.ca  
 
 
SIGNATURE 
 
 
 
 
 
_______________________________ 
Vickery Bowles 
City Librarian 
 
 
ATTACHMENTS 
 
Attachment 1: Toronto Public Library Board Report -City-Wide Compensation Review of 

Management & Exempt Staff (May 29, 2000) 

http://app.toronto.ca/tmmis/viewAgendaItemHistory.do?item=2022.EX30.2
mailto:bdaly@tpl.ca
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To: Toronto Public Library Board — May 29, 2000

From: City Librarian

Subject: City-Wide Compensation Review of Management & Exempt Staff

Purpose:

To provide the Toronto Public Library Board with an overview of the job evaluation plan
proposed by the City of Toronto to be conducted at the Library.

Funding Implications and Impact Statement:

An impact on ifinding is dependant on the outcome of the job evaluation process. It is unimown
at this time where the exempt positions will fall within the approved salary ranges.

Recommendation:

It is recommended that the Toronto Public Library Board rece&e excerpts of the City of Toronto
Human Resources Report, November 1999 for information.

Background:

The City of Toronto has introduced as a component of an integrated Human Resources Plan, a
job evaluation process for all exempt positions, developed in consultation with the Hay
Consulting Group. The evaluation process will be conducted in phases. Positions at the City’s
Level 3 range, which includes the City Librarian, are in the process of being evaluated by the
Hay Consulting Group. The City Librarian’s position has been evaluated and the outcome of that
evaluation will be a final placement of the position in the new salary ranges. An internal TPL Job
Evaluation Committee has been established to conduct a preliminary evaluation of all exempt
positions at the Library below the Level 3 group ofjobs. The committee is composed of
Directors, Human Resource Managers and the Manager of Compensation, City of Toronto. This
preliminary evaluation has been introduced to speed up the initial placement of employees into
the new salary ranges. The preliminary evaluation should take from four to six months to
complete. A formal evaluation process for all positions below the Level 3 group will be
conducted over the next year to determine the final placement of positions.
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Comments:

The Toronto Public Library has participated in a number of City of Toronto initiatives including;

Organizational Design, the exempt staff Performance Management System and the Voluntary

Separation Program. The issue of interim salaries needs to be addressed as all TPL exempt staff

salaries are based on the salary ranges of their pre-amalgamated positions. The job evaluation

plan will place exempt staff into a salary range that more accurately reflects their new positions

in the new organization.

Conclusion:

The City of Toronto’s Job Evaluation Plan will be applied in the compensation review of

management and exempt staff at Toronto Public Library.

Contact:

Ann Eddie, Director, Administration, Tel: 393-7091, Fax: 397-5980, E-mail:

aeddie@tpl.toronto.on.ca

Jill Garrard, Acting Human Resource Manager, Tel: 395-0849, Fax: 395-5925, E-mail:

jg4rrard@tpl.toronto.on.ca.

City rarian

List of Attachments:

City of Toronto Employee News Bulletin: New Compensation Plan for Non-union Employees —

Job Evaluations

Excerpts from the City of Toronto Human Resources Report, November 1999



mill TORONTO Please forward to all non-union all employees
who do not have e-mail and post in all work
locations immediately

April 20, 2000

EMPLOYEE NEWS BULLETIN
New Compensation Plan for Non-union Employees-Job Evaluations

As you know, the new compensation plan includes a process for evaluating all non-union

positions. All executive, management and exempt jobs must be evaluated before we can
determine individual levels of pay. Because it will take a considerable amount of time to

evaluate all jobs, we have put a process in place to speed up the initial placement of employees

into the new salary ranges. This will involve a preliminary evaluation of each job. The

preliminary evaluations will enable us to place employees into the new salary ranges more

quickly. In particular, this will address situations where employees are clearly paid outside of the

range for the work that they are performing.

A compensation consultant from Human Resources will complete the preliminary evaluation of

your job within the next six months. The consultants will use information such as organization

charts and designs, job postings and business plans to complete the evaluation. They will

evaluate the jobs level by level. Commissioners will have an opportunity to review all the
preliminary evaluations for jobs within their department.

The preliminary evaluations are the first step in the job evaluation process. Once they are

complete, we will conduct a formal evaluation of your job with your participation. You will have

an opportunity to complete a questionnaire to provide us with important information about your

job. The information from the questionnaire will be used to develop a job profile or job

description. The profile will be sent to you and your manager for review. The compensation

consultant will then recommend a final job rating. A panel made up of senior staff from across

the organization will review and approve the evaluations. It will take approximately two years to

complete all of the job evaluations.

More information about the new cdmpensation plan is available on HR Web. Call the Employee

Infoline at 392-959, if you have any questions.

Brenda Glover
Executive Director Human Resources

HR WEB: insideto.city.toronto.on.ca
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THE CITY OF TORONTO HUMAN RESOURCES REPORT

I. Guiding Principles

There are alternative approaches to the design of any Human Resource application or tool With each approach
having a unique set of strengths and weaknesses. It is important to understand the organization thoroughly
enough to know which approaches are most supportive of its goals and objectives, and, just as importantly,
which may in fact be dysfunctional to the organization.

Knowledge of the organizations history, issues, culture, expectations and realities is used to establish its
Human Resources Guiding Principles. These principles set the broad parameters for all the applications and
tools to be developed, to ensure that they are supportive of the organization’s core objectives.

There are principles, which are guiding Hay in the approach by which it is designing various Human Resource
acplications for the city. The design process must create applications and tools, for the nan-union positions of
the City, which:

I. Recognize and fairly compensate for the skills required by the City of Toronto.

2. Allow the city to compete for human resources within the Greater Toronto Area (GTA) Public sector,
including the GTA Private sector as required, yet recognize the fiscal realities of the pubflc sector
environment.

3. Link compensation adjustments to individual performance.
4. Ensure internal equity and therefore comply with legislative requirements such as Pay Equity.

5. Link with one another to form an integrated model, which addresses the city’s job evaluation,
compensation, performance management, recruitment & selection and training & development
requirements.

6. Are pragmatic and dependable as well as being easy to administer.
7. Are designed with shared accountability between City of Toronto Human Resources and Departmental

Management.
8. Link to communication and training support materials, which assist with program implementation issues.
9. Can be continuously evaluated, refined and improved as the needs of the organization change.

10. Promote a positive image of the City of Toronto in the community.

Ill. Job Evaluation

The internal perspective of job evaluation is to establish internal equity. The external perspective is to compare
oneself against the external marketplace. -

Internal Perspective

From an internal perspective, the job evaluation tool is designed to rank-order jobs on the basis of each job’s
“content”. Job content is the composite of the skill, effort, responsibility and working conditions that exist andor
are required to perform the job mandate in a fully competent manner. Use of such a system, with regards to
salary administration, assists an organization to comply with legislative requirements such as Pay Equity.

The city’s job evaluation tool will measure the four job content elements noted above by assessIng and
comparing whatever job content factors are most relevant and representative of the city’s work culture,
Examples of such factors include knowledge and skill, leadenhip and advice, human relations, innovation,
decision making, results, physical effort, physical environment, sensor/ attention and mental pressures.

A standardized job description document will be designed to consistently describe all these factors for each
job. It will thereafter be used by a city Job Evaluation Committee to allow everyone to understand the job and
the differences amongst various jabs in the City. Tools will then be used to establish internal equity or internal
alignment amongst all city jobs. These tools will include a Levels of Work Job Evaluation grid as well as a
Point-Factor Validation table.



The LeveI5 of Work job evaluation grid will define eight degrees or scales of each of the
job content factors noted above. Jobs will thereafter be slotted into one of the eight levels based Upon two
considerations. The first consideration is the match between the job description and the definitions of the
Levels of Work. The second consideration is the relativity of the levels in which other jobs, especially the city’s
benchmark jobs, have been slotted.

Furthermore, each of the eight Levels of Work will have three Pay Grade options into which jobs will be
specifically slotted. The “middle” Pay Grade of each Level of Work will represent a solid match to that level’s
definitions. The “higher’ pay grade will be used for a job that has greater scope, responsibility and complexity
than that of the definition, but not as much as the definition of the next bigger Level of Work. The ioweC Pay
Grade will be used for a job that is less than that of the definition, but more than the definition of the next
smaller Level of Work.

The higher Pay Grade of a Level of Work will overlap with the lower Pay Grade of the next bigger Level of
Work. In this fashion, there will be a total of eight unique Levels of Work and sixteen different Pay Grades.
Each city job will be associated with a Level and a Grade.

The Point Factor Validation table will be a quantitative tool that assigns points based on the degree that each
job content factor is resident in each job. Each of the previously discussed Levels of Work and Pay Grades will

be underpinned by a spectrum of job factor points. The total point outcomes that result from processing each
job tnmugh the table will serve as a quantitative verification of the appropriateness of the ranking assigned to
each job.

Hay and the City project team, which includes job experts from the Departments and from Human Resources,
have developed the process and tools to evaluate jobs. The process and tools include a job questionnaire, a
manual, guidelines & instructions and a unique City of Toronto poTht-(actorjob evaluation system.

External Perspective

From an external persoective, the job evaluation tool is used to allow the City to compare its jobs against those
with equal levels of job content. Job content is a preferable manner of comparing management jobs as
opposed to comparing simply on the ba5is of title, The more that organizations, and the jobs within, differ in
terms of size, complexity, autonomy and responsibiltty, the more likely it is that jobs of similar title may differ
significantly in overall job content.

Hay has the largest compensation database in Canada. There are over four hundred leading Privale and
Public sector organizations whose jobs have been assessed using Hay’s job content evaluation system, called
the Hay Guide Chart Profile Methed of Job Evaluation’.

Each of the city’s Levels of Work, Pay Grades, and Point Factor values have been cross-referenced into Hay
Job Content Points. This allows Hay to compare City of Toronto jobs, to jobs of similar content within the large
Hay database. By doing so, Hay 15 able to provide comparable levels of pay offered to jobs of similar levels of
content within the external marketplace.

This process is used to establish appropriate salary ranges for the city’s sixteen Pay Grades, as will be
discussed in the next section of this report.

L /
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Salary Ranges for 16 Pay Grades

• Individual Performance

Level of Work Grade Minimum MaximumIJob Annual

Rates

Re-earnable -- -

Chief Administrator” 16

15 -

Commissicner’ 14 154,600 177,800 Up to 5%

13 140,500 161,600 Up to 5%

Executive Director/General ManagerN 12 - 127.700. 146,900 Up to 5%

15% Range Spread
p

107,700 133,500 Upto5%

Director/AuEhority” 10 92.800 115,100 Up to 5%

9 80,000 99,200 Up to 5%

Manager/Advisor” 8 691000 85,500 Up to 5%

7 59.400 73,700 Up to 5%

SupeMsor/SpeciaIist 6 51,200 63,500 Up to 5%

5 - 44,100 54,700 - Up to5%

Administrative’ 4 38,100 47,200 Up to 5%

3 33,100 41,000 Up to 5%

tlerical” 2 28,800 35,700 Up to 5%

1 27,400 34,000 Up to 5%

http://insidetc.city.toronto,on.ca/HumanResources/compcnsation/salasyranges.hmi 17/01/2000
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