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April 2020 

 

To:   All MPEX (Management, Professional and Excluded) staff  
 

Subject:  MPEX Annual Compensation Review and 2020 Scale Update  
  
The Annual Compensation Review exercise, previously known as Salary Policy, sets out the principles and 
process for the fair and equitable recognition of all Management, Professional and Excluded (MPEX)  
employees who make a sustained positive contribution to the University, while also providing the flexibility 
to reward those whose contributions significantly exceed objectives.  

The updated name reflects the purpose of the exercise as an opportunity to evaluate whether an employee’s 
salary is positioned properly in the salary scale, in relation to their performance and that of their peers. While 
individual increases may vary slightly based on managers’ discretion, the enhanced guidelines reinforce a 
consistent application throughout the university as a whole.  

2020 INCREASE BUDGET 

In order for McGill salaries to remain competitive, recommendations for the annual MPEX compensation 
increase are based on thorough market research, such as surveys by consulting firms which provide 
information about comparator groups. These recommendations are then presented to and approved by the 
HR Committee of the Board.  

This year, the total increase budget is 3.1%, composed of: 

• An economic increase of 1.8% 

• A merit increase budget of 1.3%, allocated based on performance increase guidelines (below) 

CONTEXT AND TIMELINE  

The current COVID-19 crisis has generated extensive challenges for many sectors of our economy, and McGill 
is not sheltered from this wider context of financial uncertainty. All universities face a serious risk of declines 
in their Fall 2020 enrollments. As nearly 80 percent of McGill’s operating budget derives from student 
enrollment, significant anticipated declines in registration for the coming academic year call for measures to 
mitigate against financial risks.   

Across the University, multiple efforts are underway to attenuate these risks and to stabilize our activities 
and workforce. Notably, the University has confirmed that senior administrators and Deans will see all 
elements of their salaries frozen for at least the first half of Fiscal Year 2020-2021 (FY2021). 

Thanks to such measures, we are pleased to confirm that the annual economic increase for MPEX employees 
will be implemented on schedule. Performance increases will also be maintained.  However, as part of these 
efforts, the latter will be delayed, going into effect in December as detailed below. The deferral will reduce 
university expenditures by approximately $1.2million in FY2021. 

• June 1, 2020: Economic increase of 1.8% or increase to new minimum of the updated scale (details 
below), whichever is higher; 

• December 6, 2020: Performance-based increase 

Individual increases, for both the June and December phases, will be communicated to employees locally by 
June 1, 2020. 

https://mcgill.ca/careers/app/role-profiles-management
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By December 2020, should enrolment-driven revenues match expectations set prior to the COVID-19 crisis, 
as indicated in the provisional budget approved by the Board of Governors on April 23, the University will 
allocate performance-based and base salary adjustments related to the internal equity review that were not 
paid during the period June 1 to December 6, 2020. 

PERFORMANCE INCREASE GUIDELINES  

Each employee’s performance will be rated according to one of the five performance categories defined 
below. Each performance category has a recommended increase in relation to the budget and to the 
individual placement in the salary scale zone. (Please see the accompanying FAQ for more about zones.) 

RECOMMENDED INCREASES INCLUDING ECONOMIC AND PERFORMANCE COMPONENTS 

Performance Assessment  Compensation Zone of Employee 

CATEGORIES AND DESCRIPTIONS ZONE 1 ZONE 2 ZONE 3 

SIGNIFICANTLY EXCEEDS OBJECTIVES 

Consistently exceeds individual work objectives and goes above 
and beyond duties and responsibilities.   

Higher than 
budget 

Slightly 
higher than 

budget 

Close to 
budget 

EXCEEDS OBJECTIVES 

Consistently meets and occasionally exceeds individual work 
objectives, in addition to successfully fulfilling role 
requirements. Demonstrates a solid level of performance.  

Slightly 
higher than 

budget 

Close to 
budget 

Slightly 
lower than 

budget 

CONSISTENTLY MEETS OBJECTIVES 

Fulfills role requirements by completing all essential areas of 
responsibility. 

Close to 
budget 

Lower than 
budget 

Close to 
economic 
increase 

REQUIRES IMPROVEMENT  

Needs improvement in order to fulfill role requirements, 
essential duties and responsibilities. 

None None None 

NOT APPLICABLE  

ONLY used if incumbent was absent in all of 2019 or was 
transferred into an eligible position after December 31, 2019. 

Economic 
increase 

Economic 
increase 

Economic 
increase 

 
2020 SCALE UPDATE 

In early 2019, the University committed to investing in a thorough review of the MPEX salary scale, in line 
with the best practices in compensation, and to ensure fair, equitable and competitive pay practices and the 
continued recognition of our hardworking staff. While the salary scale has generally been increased annually 
by the same percentage as the economic increase, it had not been comprehensively reviewed since 2008. 

The salary scale benchmarking exercise was completed at the end of 2019 and confirmed that our minimums 
and midpoints were below the market. While the structure of the salary scale remains the same, the marker 
points (minimums, midpoints, maximums and their respective zones) have been adjusted to correspond to 
the competitive salary market.   

The results of the benchmarking exercise indicated that, in order to align the scale with the Montreal market, 
including other Universities and employers in both the public and private sectors:  

• The minimums of all grades will be adjusted to reflect the market;   

• The midpoints of all grades will be adjusted to reflect the market; 

https://www.mcgill.ca/hr/files/hr/faq_mpex_acr_and_scale_update_april_2020.pdf
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• The grade range will be standardized to be as symmetric as possible on both sides of the midpoint.  

• The grades will be harmonized to ensure a regular midpoint progression from one grade to the next, 
across all grades.  

• The percentages used to define the target zone will be adjusted accordingly.   

IMPLEMENTATION OF ECONOMIC INCREASE AND SCALE UPDATE 

The updated scale will go into effect on June 1, 2020, the same effective date as the economic increase. 

• Employees whose salaries are below the new minimums will receive an automatic increase to bring 
their salaries up to the minimum of the updated scale.  

• Employees whose salaries are less than 1.8% below the new minimums will receive the 1.8% 
economic increase.  

• Employees whose salaries fall within the updated scale will receive the 1.8% economic increase.   

STRUCTURE OF THE SALARY SCALE  

The MPEX Salary Scale is organized around three points: the minimum, the midpoint and the maximum, for 
each of the 12 compensation grades (1A through 11). Within each grade, there are three zones: entry, target 
and exception, defined in relation to the corresponding midpoint. An employee’s salary is situated in one of 
the three zones by calculating his/her compa-ratio (individual salary divided by midpoint). See the FAQ for 
more information about the zones. 

A midpoint is calculated based on the 50th percentile (median) of salaries in a given market, in our case the 
Montreal market. It is the salary that is generally being paid in the market for comparable jobs. This is why 
the range surrounding the midpoint is referred to as the target zone.  

Salaries within the target zone are considered to be competitive and correspond to the University’s desired 
positioning for employees who are fully qualified and autonomous in the role. The exception zone is intended 
to be attained only in rare cases of sustained exceptional performance and mastery of the role.  

INTERNAL EQUITY REVIEW  

With the application of the scale update, all employees’ compa-ratios will naturally shift. In the vast majority 
of cases, employees’ compa-ratios will remain in the appropriate zone.  

Employees situated in the target zone before and after the adjustment remain competitively placed. 
However, following the scale update, a limited number of employees may no longer be situated appropriately 
in the scale and may require an exceptional salary adjustment to remain equitably positioned.   

The salaries of all MPEX employees will be reviewed and assessed within each unit, with the guidance of 
Human Resources. Exceptionally, a limited, centrally administered internal equity budget will be provided to 
fund salary adjustments which are made through this process. The necessary adjustments will be made in 
alignment with the Salary Administration Policy and the guidelines for base salary adjustments, and will be 
applied in December.  

Eligible employees will be advised individually by the end of May if an internal equity adjustment will be made 
to their salary. 

QUESTIONS?  

You will find additional details, background information and answers in the MPEX Salary Scale 
Update FAQ. After thoroughly reading the FAQ, if you have further questions, please don’t hesitate to speak 
with your manager or your local HR representative.   

https://www.mcgill.ca/hr/pay/role-profile-salary-scale/mgmt-excluded/salary-scales
https://mcgill.ca/hr/pay/role-profile-salary-scale/mgmt-excluded/salary-scales
https://www.mcgill.ca/hr/files/hr/faq_mpex_acr_and_scale_update_april_2020.pdf
https://www.mcgill.ca/hr/files/hr/faq_mpex_acr_and_scale_update_april_2020.pdf
https://www.mcgill.ca/hr/files/hr/faq_mpex_acr_and_scale_update_april_2020.pdf
https://www.mcgill.ca/hr/contact/unit-based-staff

