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The negotiations that have just been completed provided

an opportunity to rectify inconsistencies and inequitable
elements in the current salary structure.

It’s important to understand that the standard adjustments

applied to all personnel in the public sector (i.e., salary
parameters that are expressed in percentages and applied to

all salary scales) are never a way of rectifying inequities or
inconsistencies.

The basic principle is that in a given organization, the
employer is supposed to pay the same rate for jobs of

equal value. The remuneration paid must correspond to the
contributions made in terms of effort, responsibilities, quali-

fications required and working conditions for each job class,

compared to other job classes. A coherent salary structure
and fair and equitable pay within a given organization must

abide by the principle that remuneration is equal to the value
of a job.

August 2016 version

NOTE
This document is designed to offer a better
understanding

of

salary

relativity.

Relativity

was one of the components of the intersectoral

matters in the collective bargaining that wrapped
up on December 18, 2015 with the conclusion of an

agreement in principle between the Common Front
and the Treasury Board. The content here does not

in any way replace the wording of the resulting
collective agreement.

Please read the
following guide
before using the
simulation tool,
for a better understanding of the
results.

This section will be updated
with any new developments.
As well, the projection tool presented here
is designed for use with the rankings
in effect at the time it is used.
Needless to say, if rankings
are upgraded between now and
April 2, 2019,
the results will change
for the job classes concerned.
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GUID

THE FOLLOWING INFORMATION
WILL HELP YOU:

• UNDERSTAND THE REASONS FOR THE NEW SALARY STRUCTURE THAT WILL COME
		 INTO FORCE ON APRIL 2, 2019
• UNDERSTAND THE DESIGN OF THE NEW STRUCTURE, COMPOSED OF 28 SALARY
		SCALES
• UNDERSTAND THE PROCEDURE FOR INTEGRATING EMPLOYEES INTO THE NEW
		 STRUCTURE AND HAVE A BETTER GRASP OF ITS REAL IMPACT, THANKS TO THE
		 SIMULATION TOOL THAT IS AVAILABLE.

WHAT THE NEW STRUCTURE DOESN’T RECTIFY

This process was not aimed at rectifying salary rankings, even if it proved necessary to do so; its aim was to
redefine the architecture of the salary framework. To follow that analogy, the concept of ranking (identifying the
room, the floor) has to be included in order to determine where each job class fits.
It’s important to bear in mind that the agreement in principle on the new structure does not settle any outstanding
disputes awaiting settlement, such as:
• complaints we filed in 2011 concerning the pay equity audit, which are in conciliation talks before the
		 Pay Equity Commission;
• the results of arbitration on the evaluation of the job title of biomedical engineering technical co-ordinator;
• the results of the medical imaging work done by the joint provincial working committee;
• any other potential recourse on the value of a job.
The work that is currently in progress will continue. If certain job classes benefit from having their ranking
upgraded before the new structure comes into force, the changes will be made and the integration in 2019 will
be done in accordance with the new ranking, if applicable.
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THE CURRENT SALARY STRUCTURE

The current structure1 dates back to the 1960s. It developed gradually on the basis of the results obtained in past
collective bargaining and changes in job titles.
In addition to these factors, there was the pay equity plan implemented in 2006, which had the effect of:
• establishing 28 salary rankings based on a new job evaluation system (evaluation system with
		 17 sub-factors) and considering jobs as equivalent within a given ranking;2
• making adjustments to pay equity, integrated in a uniform way into each of the echelons of the salary
		 scales of predominantly female job classes that were found to be adversely affected, as set out in the
		
Pay Equity Act.
However, since the Pay Equity Act doesn’t impose any other obligations on employers, the following inequitable
situations were not addressed:
• predominantly male job classes that were evaluated to determine the salary curve for comparison
		 purposes remained in the same salary scales, above or below the salary curve;
• inequitable discrepancies persisted in salary scales for job classes in the same ranking;
• gender-neutral job classes were not evaluated.
Despite references in the 2005 decree and the Letter of Intent No. 2 on salary relativity, which paved the way for
discussions to start on the evaluation of gender-neutral jobs3 in 2011, the noted inconsistencies and inequitable
discrepancies were not rectified. The employer – the Treasury Board – has so far refused to address them.

THE CONDITIONS SET BY THE COMMON FRONT

In the last round of bargaining, the Common Front agreed to take part in this long-awaited and necessary
exercise on the following conditions:
• it was not to be a zero net cost operation (the gains made by some were not to be financed through
		 losses sustained by others);
• nobody would suffer a reduction in pay;
• the government had to abandon its goal of imposing a wage freeze on salary parameters.
It was agreed that this structure had to comply with the Pay Equity Act and not give rise to salary discrimination.

1

2
3

The structure discussed here covers health and social services as well as education at the elementary, secondary and college levels.
The other two sectors that concern professionals and the public service have different salary structures, and were handled separately in the pay equity
process.
For more details, see the document entitled Understanding the Pay Equity Process, August 2006: http://ow.ly/YrGu0
See the chart ‘‘Gender-neutral job classes’’ in the Appendix.
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THE OBJECTIVES OF THE OVERHAUL OF THE STRUCTURE

After months of talks in which the Common Front made a number of proposals aimed at achieving maximum
gains for the overall set of employees when they were integrated into the new structure, the new salary structure
that was agreed to will iron out the “disharmonious elements” by:

• integrating all job classes in this structure, whether they are predominantly female, predominantly male
		 or gender-neutral;
•

introducing “one ranking per salary scale”: the old structure had a total of 165 scales for approximately
		 370 job classes with 28 rankings for the health and social services sector and education. The new structure
		 will have 28 scales – one scale per ranking. For the APTS alone, the hundred or so job titles held by our
		 members were found in rankings 12 to 28, with more than 70 salary scales;

• standardizing the sizes of salary scales by ensuring that the number of echelons is tied to the ranking,
		 as well as advancement on the scales. More specifically:
•
•
•
•
		
		

ranking 12 will have 10 echelons;
ranking 13 will have 11 echelons;
rankings 14 to 18 will have 12 echelons;
rankings 19 to 28 will have 18 echelons, and advancement on the scale will be uniform (always on the
basis of professional experience), with semi-annual advancement for echelons 1 to 8 and annual
advancement thereafter.

• introducing a form of limited advancement that narrows the gap between echelons in order to limit
		 the sometimes negative effect on career earnings,4 particularly the effect of the employer’s initial
		proposals.
THE NEW STRUCTURE

The new salary structure is based on the curve formed by the maximum salary rates in the 2010 salary scales
for predominantly male job classes (the same method used to carry out and maintain the pay equity plan).
The objective this time is to ensure that all job classes are on the curve, regardless of their predominance.5

6

4

The amount of total career earnings is influenced by the length of the scale, the gap between echelons, the pace of advancement on the scale, and
the minimum and maximum levels on the scale. Making changes to these elements may well have an impact on career earnings. In its exploratory work
for determining a new structure, the APTS was concerned that this might be the case. If career earnings are reduced with the introduction of a new
scale, that could create or accentuate problems related to a job class’s capacity to attract and retain personnel. The employer proposal on the new
November 6, 2015 structure would have had harmful effects on career earnings for some job classes, because that proposal would have meant offering
lower rates of pay for a number of echelons at the entry level on the scale (e.g., reductions on the first six echelons), and thereby reducing career
earnings for certain job classes. We succeeded in greatly limiting this impact, notably by proposing the introduction of narrower gaps between
echelons, which will have the effect of raising salary rates faster at the start of a career and thus positively affecting career earnings.

5

See the curve in ‘‘Distribution of salary by ranking – APTS’’ in the Appendix.
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2.5% INCREASE

One of the significant gains made by the Common Front for the benefit of the greatest number of
employees is that the 2010 pay equity audit curve was increased by 2.5% of total payroll (an injection of more
than $550 million), which will affect almost all salary scales. Moreover, this made it possible to absorb several
dozen job classes that were above the curve.

THE INTEGRATION RULE: NO REDUCTION IN SALARY

On April 2, 2019, each employee will be integrated into the new scale for her or his ranking, at the echelon whose
rate of salary is equal to or immediately higher than her or his rate before integration.
Integration will be done regardless off employees’ experience or the echelon they held until then. Based on their
job title and echelon at the time of integration on April 2, 2019, employees may be integrated at an echelon that
is lower or higher than the one they held on April 1, 2019. This one time, integration will cause some employees
to advance for a shorter or longer period in their new salary scales. But this should not be seen as a setback,
since the maximum of the new scale will be increased, except for employees who are off the rate or off the scale.
In addition to this integration rule, for job titles that had premiums serving as advances on salary relativity
(biomedical engineering technical co-ordinator, biomedical engineering technician and industrial hygiene technician), the premiums will be taken into account for determining the new echelon upon integration. The premiums will be abolished on April 2, 20199 when the new salary structure comes into force, since they will then be
incorporated into the salary structure.

OFF THE RATE, OFF THE SCALE

6

We were able to make the government back down and keep the existing rules in the collective agreements, thus
avoiding reductions in pay for employees who don’t find an echelon to advance to in which the salary rate is
equal to or higher than their rate at the time they are integrated into their new scale. Under the rules for employees who are off the rate or off the scale, they will obtain half the salary increases negotiated in the next collective
agreement (as of 2020) as parametric increases, plus a lump-sum payment covering the other half, until their
salary gradually reaches the maximum rate on their new salary scale.

6

See the chart “Off the rate, off the scale” in the Appendix.
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The new salary structure that is part of the intersectoral
segment of the agreement in principle will put an end to numerous

inconsistencies and inequitable elements caused by a vast

number of salary scales in any given ranking. In getting the
employer to respect the conditions set by the Common Front to
bring this exercise to fruition, and in obtaining an injection of

more than $550 million into the salary curve, we’ve managed

to achieve salary relativity with a maximum of gains for the
largest number of job titles.

Among APTS members, 80% will obtain an increase of 1% or
more. At the time of integration on April 2, 2019, 66% of APTS
members will obtain an increase of 1.5% or more, and that’s not

counting prospective increases linked to their advancement on
a salary scale with a higher maximum.

On April 2, 2019, a coherent salary structure with a single scale
per ranking will be implemented.
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EVALUATION OF GENDER-NEUTRAL
JOB CLASSES
Letter of Intent No. 2 in the 2010-2015 national provisions of the APTS collective agreement on salary relativity refers
to the work of evaluating gender-neutral jobs. The work, which began in 2011, covered 31 job classes, 10 of them in
Class 4 personnel. The December 18, 2015 agreement involves the following rankings:

# JOB TITLE

TITLE

RANKING

1534

Hearing impairment training officer

22

1559

Behaviour modification agent

22

1701

Vocational guidance counsellor / Counsellor in supportive relations

21

1544

Criminologist

22

1658

Recreologist

20

1207

Specialist in biological and physical sciences in health

23

2280

Horticulture technician

13

2362

Orthotics-prosthetics technician

15

Discussions will continue for the job titles of lawyer (job class #683), and community organizer (job class #240),
within the joint committee created under the Letter of Agreement on the implementation of salary relativity.

