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Executive Summary
Background
The Settlement sector is facing increasing challenges with attracting and retaining settlement
practitioners, whether for first language, LINC, or employment programs. This is further
exacerbated by a growing cohort of long-term, experienced employees expected to retire within
the next 5+ years. With the anticipated release of IRCC Call for Proposal (CFP) in February 2019 and
the possibility of entering into 5-year contribution agreements, CISSA-ACSEI and OCASI felt that this
was an opportune time to better understand sector compensation (both wages and benefits) among
not-for-profit service providers. We also wanted to better understand who was employed in the
sector eg gender, ethnicity, etc.
This report provides a snapshot of the current wage and benefit situation within not-for-profit
service providers receiving IRCC funding in 2018. The findings reflect significant wage and benefit
variations for similar type positions in different size communities and regions funded by IRCC.

Process and methods
In total four survey versions were created:
•
•
•
•

CISSA-ACSEI
OCASI
Francophone
Quebec

In total, 162 immigrant and refugee serving, not-for-profit organizations funded by IRCC completed
the survey. Responses to individual questions varied, as such respondent numbers are provided in
the form (n-) to denote total responses to individual questions.

Key findings
General
• A total of 162 not-for-profit organizations completed the compensation survey;
• 82% of responding agencies do not have a collective bargaining agreement with their staff;
• 54% do not have a salary administration structure with defined grades and steps; and,
• 29% of agencies did not provide wage increases to employees in 2017-2018.

Employee gender and ethnicity
• While most agencies do not collect gender or ethnicity information on their employees,
responding agencies are female-dominated, with over 52% of all agencies indicating 80% or
more of their staff are female;
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• One in five agencies report 80% or more of their employees are racialized individuals, a
finding more pronounced in large (37%) and small (24%) urban centres; and,
• Senior leadership – as with employment more broadly – continues to be female-dominated,
with agencies almost three times more likely to report over 50% of their senior leadership
team is female (81%), compared to 28% for men.

Sample position/wage rates
(In order to better understand geographic variations in wages, appendix B provides a table outlining
wage ranges for selected positions by province.)
• Chief Executive Officer / Executive Director: Almost half of all agencies that responded
have starting rates of under $50 per hour, one-quarter have starting wages under $40 per
hour;
• Settlement Workers: starting salaries ranged from $10 - $31 per hour (average - $22.19);
Top wages ranged from $10.99 - $36.99 (average - $26.42);
• Employment Counsellor: starting salaries ranged from $10 - $34 per hour (average $23.28); Top wages ranged from $10.99 - $50.99 (average - $27.45);
• Volunteer Connections Workers: starting salaries ranged from $11 - $31 per hour (average $22.05); Top wages ranged from $15.99 - $38.99 (average - $25.97).
• Language Instructor: teaching rate starting salaries ranged from $10 - $41 per hour (average
- $29.51). Top wages ranged from $17.99 - $45.99 (average - $33.92);
• Childcare worker (with ECE or equivalent): starting salaries ranged from $12 - $27 per hour
(average - $19.02). Top wages ranged from $15.99 - $31.99 (average - $22.53).

Benefits
• 41% of respondents do not provide employees with either a RRSP contribution or contribute
to a defined pension plan;
• 54% of respondents (n- 140) provide starting employees with two weeks paid vacation during
their first year of employment; 31% provide 3 weeks paid vacation;
• Two-thirds of agencies provide other paid leave days, including personal, moving and/or
wellness days. On average, employees are eligible for an average of 3.78 additional days of
leave per year;
• 94% of agencies provide paid sick leave, ranging from 1 to over 16 days per year (prorated
for part-time employees). Over two-thirds receive between 6-10 days (30%) and 11-15 days
(37%);
• 84% of agencies provide health coverage, including dental. Although a minority of employers
(6%) do not pay any of the extended health / dental premiums, almost one-third (31%) of
employers pay 50-75% of premiums;
• 61% of agencies (n-140) are interested in sharing an employee benefit plan with other sector
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agencies;
• 77% of organization do not provide Short-Term Disability to staff;
• 62% of organizations provide staff with access to Long-Term Disability, and
• 46% of employers provide staff with access to an Employee Assistance Program (EAP).

Key Recommendations
CISSA-ACSEI/OCASI
Given the wide range of sector benefits packages, as well as desire for collaboration among some
respondents, we recommend CISSA-ACSEI and OCASI explore opportunities for sector-based benefits
packages (e.g., health and dental, RRSP and/or pension) that individual agencies can opt-in or out
of.
In light of the significant range of compensation rates and benefits offered for similar type positions
funded by IRCC in different regions and within the same communities, we believe sector employers
through CISSA-ACSEI and OCASI in collaboration with IRCC should explore the establishment of
national minimum wage rate and benefit guidelines for common sector positions / not for profit
employers.

IRCC
We recommend IRCC explore the development of a consistent approach to salary and benefits
increase requests by individual agencies, ensuring clarity amongst contract officers and consistency
among regions.
With increasing immigration levels and service demands, we recommend IRCC consider the
establishment of a national funding mechanism that can be considered within the Dept to fund
compensation improvements without having to adversely decrease services.
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background
The Settlement sector is facing increasing challenges with attracting and retaining settlement
practitioners, whether for first language, LINC, or employment programs. This is further
exacerbated by a growing cohort of long-term, experienced employees expected to retire within
the next 5+ years. With the anticipated release of IRCC Call for Proposal (CFP) in February 2019
and the possibility of entering into 5-year contribution agreements, CISSA-ACSEI and OCASI felt
that this was an opportune time to better understand sector compensation among not-for-profit
service providers. This was the first time in the sector history that a national compensation survey
was implemented across Canada. While other compensation surveys have been undertaken within
the social service sector, none of these initiatives have focused upon the not-for-profit immigrant
serving sector receiving IRCC funding.
The goal of this survey was to better understand the characteristics of not-for-profit, immigrant
and refugee serving sector receiving funding from IRCC in 2018, including:
• Agency characteristics (e.g., geographic location, budget, staffing size and composition),
• Wages for key Senior Leadership and program delivery positions; and,
• Benefits available to staff (e.g., pension/RRSP, dental, medical, paid leave).
This report provides a snapshot of the current wage and benefit situation within not-for-profit
service providers receiving IRCC funding in 2018. The findings reflect significant wage and benefit
variations for similar type positions in different size communities and regions funded by IRCC.
Ultimately, any wage and benefit improvements rests with the employer. We hope this report
provides an opportunity for employers to reflect on their current working conditions as they
consider their responses to IRCC CFP 2019. Given increasing immigration levels and service
demands, it is critical the sector and IRCC as a funder, work collaboratively to determine a common
direction on how such compensation improvements can be funded without negatively impacting
client services.

Process and Methods
In total four survey versions were created:
• CISSA-ACSEI
• OCASI
• Francophone
• Quebec
While attempts were made to ensure consistency between surveys, additional questions were
added to the OCASI version to allow a deeper dive into positions not included in other surveys.
Unfortunately, the implementation timing of the survey to Quebec based agencies did not coincide
with the rest of the country and as such, it was decided in the end not to survey Quebec based
agencies at this time.
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Surveys were entered and responses gathered using an online survey tool (Survey Monkey).
The proposed survey was tested by several agencies and adjusted before it was officially
launched through provincial and regional umbrella associations for distribution to their respective
membership. The survey was launched in late June 2018 and remained open until the end of
August. While we recognize this time period (late June and summer) was not ideal, we wanted to
ensure enough time for analysis and review by the settlement sector prior to IRCC CFP release in
February 2019.

Limitations of the survey
Three key limitations must be acknowledged:
• It is important to note this survey was targeted towards not-for-profit, immigrant and
refugee serving agencies receiving funding from IRCC. It is important to note, however,
that other organizations (e.g., for profit) may receive funding for similar positions through
IRCC. The exclusion of these groups is somewhat problematic, however, in that start rates
are often much higher than those within the not-for-profit sector. Others, including local
governments may have similar positions (e.g., youth workers) at a significantly higher wage.
While they may not receive funding from IRCC they contribute to turnover within the notfor-profit sector owing to the wage differentiation.
• The wages surveyed represented selected positions from both Senior Leadership and direct
program management. It was not possible to include all positions given the wide breadth of
position titles and varying responsibilities; and,
• Starting wage options provided for Senior Leadership / Executive Team positions may be
higher than actually provided. In the final notes, for example, one agency noted the ranges
provided would start below the $30 base range provided.

Overview of respondents
It is unclear how many not-for-profit immigrant serving agencies are currently funded by IRCC.
However, in total 162 not-for-profit, immigrant and refugee serving organizations funded by IRCC
completed the survey, including:
• CISSA-ACSEI – 89 responses
• Francophone – 4 responses
• OCASI – 69 responses
Eighty-two percent of responding agencies (n-162) do not have a collective bargaining agreement
with their staff.
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Geographic distribution
Over 40% of all respondents were from Ontario (43%), followed by Manitoba (20%), Alberta (12%),
and British Columbia (10%). Eight percent of responding agencies were from the Atlantic Region
and 1% from the North. It must be noted, however, that while responses in these regions are low as
compared to other provinces, agencies in these regions may provide services in multiple cities and
towns across a broad geographic region.
In recognition of the differing cost of living and likely differing compensation packages across
Canada, we utilized size of geographic location as our unit of analysis. Population ranges of
variables are as follows:
• Small town / rural area - below 29,999
• Medium size city / town - 30,000 to 99,999
• Small urban centre - 100,000 to 499,999
• Mid-size urban centre - 500,000 to 999,999
• Large urban centre - 1,000,000 or more
Approximately 40% of all respondents were in large urban centres (population of
1,000,000 or more), a finding more notable in Alberta (63%) and Ontario (57%). In Manitoba,
over half of agencies responding are in mid-size urban centres (population between 500,000 and
999,999), almost one in four are in centres with populations of 29,999 or below. In BC, 65% of
respondents were in centres with populations between 1,000 and 499,999. Both Northern agencies
were in centres with populations between 1,000 and 99,999.

FIGURE 1: RESPONSES BY REGION (N-162)

To facilitate comparison across Canada, further analysis in this section of the report will
concentrate upon size of geographic location, rather than by province. Given only two respondents
indicated they were from a rural area, the category of rural area and small town have been
combined.
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FIGURE 2: GEOGRAPHIC LOCATION OF EMPLOYER (N-162)

Age of organization
Respondents included both well-established and newer agencies, including 15% founded at least 50
years ago and 13% founded in the last 10 years. Over half (53%) were founded 25-49 years ago.

FIGURE 3: AGE OF ORGANIZATION (N-161)

Audited financials: 2017-2018
Almost 40% of responding organizations (n- 157) reported budgets of $1,000,000 to $4,999,999.
Smaller agencies (budgets less than $250,000) account for 12% of respondents, with agencies
located in small and large geographic regions.
Eight percent of agencies reported budgets of $20 million or more; the vast majority are in large
urban centres.
Over forty percent of agencies in small towns / rural areas have budgets under $250,000, more
4

than double the proportion in medium size city/towns and over four times the proportion in
medium and large urban centres. No agencies in small towns / rural areas have budgets above
$5,000,000.

FIGURE 4: AUDITED FINANCIALS, 2017-2018 (N- 157)

Agencies in urban centres are more likely to have budgets of all sizes, with large urban areas there
most likely to have budgets of $20,000,000 or more.

IRCC funding
IRCC dependence is skewed towards agencies with very low (e.g. under 20%) or high (e.g. over 70%)
rates of IRCC funding (n-162). Less than one-third of agencies report receiving 20% - 69.99% of their
funding from IRCC.
Agencies in towns/rural areas are the most likely to be almost completely dependent upon IRCC, with
over 30% reporting 90% or more of their funding is through IRCC, compared to 14% of all respondents.
Conversely, agencies in mid-size (29%) and large (26%) urban areas were the most likely to report that
less than 10% of their total budget was IRCC-funded.
Over 40% of agencies in both mid-size and large urban centers report diverse funding sources, with
less than 20% of funding coming from IRCC.

5

FIGURE 5: % of IRCC FUNDING (N-162)

Staffing
Number of staff
Although there are a small number of very large organizations with 300+ staff (7%), three-quarters
of agencies have 100 staff or less. Thirty percent of all agencies (n- 162) have 20 or fewer staff; a
phenomenon most frequently found in small town / rural areas (74%).

FIGURE 6: NUMBER OF STAFF (N-162)
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Full-time equivalent and
proportion of staffing
Definitions of full-time equivalent ranged
from 20 – 40 hours per week, with most
agencies defining an FTE as 35 hours per
week or more (81%). Agencies in large
urban centres were the only agencies who
defined FTE as 20 – 24 hours per week
(10%).
Three-quarters of all agencies (n- 157)
report over half of their staff work
full-time, with 43% having 80% or more
staff working full-time. One-third of all
agencies have 80% or more staff work
full-time.

FIGURE 7: FULL-TIME EQUIVALENT (N-160)

FIGURE 8: FULL-TIME STAFF (N-157)

Areas with less than 100,000 residents were significantly more likely to report all staff as being
full-time, with approximately one in four staff being full-time in small town / rural areas and
medium size cities / towns. By contrast, less than one in 10 agencies in medium or large urban
centres could say the same. No agencies in small urban centres reported 90% or more of their
staff as being full-time.
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Aspects of Diversity
Consideration of the percentage of staff who are women, racialized, immigrant, indigenous, or
gender non-binary reveals a significant percentage of agencies across Canada do not currently
collect this information, ranging from a low of 1.8% who do not collect information on whether
employees are immigrants, to a high of 50% who do not collect information on gender. Further,
several agencies in most categories had several respondents who did not provide responses to the
question(s) further increasing the unknown characteristics. Further, it is not clear whether these
characteristics have been ascribed to them by the agency or if individuals have self-identified as
such to their organization.
Responding agencies (n- 153) are women-dominated, with over 52% of all agencies indicating 80%
or more of their staff are women. While there was some variation across geographic locations –
with agencies in small town / rural areas and medium size city / towns the most likely to have 80%
or more of their staff are women, no geographic location reported under 45%. Further, agencies
having slightly lower proportion of women employees exceeding 80%, were more likely to have
significantly higher numbers of women staff in the 60-79% range. Overall, 80-90% of all agencies
report their staff as being 60% or more women.

FIGURE 9: % OF EMPLOYEES WHO AERE WOMEN (N-153)

One in five agencies (n- 113) report 80% or more of their employees are racialized individuals, a
finding more pronounced in large (37%) and small (24%) urban centres. Agencies in small towns /
rural areas (6%) and medium size city/towns (0%) were the least likely to report high numbers of
racialized employees.
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FIGURE 10: % OF RACIALIZED STAFF (N-113)

Although almost one in four agencies (n- 132) report 80% or more of their staff are non-Canadian
born, almost one in five report that less than 20% of their staff are non-Canadian born. Agencies in
small towns / rural areas (55%), medium size city / town (75%), and mid-size urban centres (54%)
report less than 40% of their staff are immigrants or refugees.

FIGURE 11: % EMPLOYEES WHO ARE IMMIGRANTS (N-132)

Large urban centres were the most likely to report 60% or more of their staff as being non-Canadian
born, while agencies in medium-size centres (75%) were the most likely to report the same being
true for less than 40% of their staff.
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Further analysis of agencies reporting 50% or more staff as being non-Canadian born (n- 72) indicate
one in four agencies report 90% or more of their staff are women. No agency reported less than 30%
of their staff being women. Further, all agencies in small town / rural area and medium-size town
report 70% or more of their staff are women. Agencies in large urban centres were the most likely
to report a broader distribution.

FIGURE 12: % OF WOMEN WITHIN AGENCIES REPORTING 50% OR MORE OF THEIR EMPLOYEES ARE NON-CANADIAN BORN (N-72)

Most respondents (86%) report less than 10% of their employees as being Indigenous, a finding more
pronounced in medium size city / towns (100%) and large urban centres (97%). Agencies in small
town / rural area were the most likely to report higher numbers of Indigenous staff, with almost
one in three reporting 10 – 39% of staff as being Indigenous.

\

FIGURE 13: % INDIGENOUS (N-96)
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Over two-thirds of agencies either do not collect information on gender identity of staff (50%) or
did not respond to the question (17%). Of those agencies who did respond, agencies in mid-size
centres were the only location with significant proportion of staff who identified as gender nonbinary or gender fluid, with one in four agencies reporting 10 – 29% of staff are gender non-binary.

FIGURE 14: % GENDER NON-BINARY OR GENDER FLUID (N-54)

Wage comparisons of Executive Team
positions:
The following section highlights starting and top wage rates for five common senior leadership
positions. Findings naturally reflect such variables as the budget and employee size of the not-forprofit agency as well as reflects the agency location within the urban centre setting.

Chief Executive Officer or Executive Director
In total, 135 organizations provided wage ranges for Chief Executive Officer / Executive Director
positions. For agencies with a salary administrative structure, starting wages ranged from $30
- $130, with 20 having no salary administrative structure. Maximum wages ranged from $34.99
- $134.99, with 46 agencies indicating the top rate is negotiated by the board or there is no set
maximum.
Although there is some variation across geographic locations, there are several organizations with
the wage set at $30-$34.995 regardless of the size of the location.
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Almost half of all agencies have starting
rates of under $50 per hour, one-quarter
have starting wages under $40 per hour.
While most organizations with starting
rates for CEO/ED position of less than $40
per hour have budgets under $5 million
per year, one agency in a small urban
centre has a budget greater than this.

Associate/Deputy Executive Director
In total, 53 organizations provided wage ranges for Associate/Deputy Executive Director positions.
For those with a salary administrative structure, starting wages ranged from $30 - $100 per hour;
seven agencies had no salary administrative structure. Maximum wages ranged from $34.99 12

$100.99 per hour; seven agencies indicated the top range is negotiated by the Board and/or there
is no set maximum.

Although there is some variation across
geographic locations, nine organizations
report their wages for this position is set at
$30 - $34.99 per hour regardless of the size
of the location.
Two-thirds of all agencies have starting
rates of under $50 per hour. Two agencies
in small urban centres have starting rates
for this position lower than $40 per hour has
budgets in excess of $10 million per year.

Agencies in large urban centres were the most likely to have starting wages above $40 per hour for
Associate/Deputy Executive Director positions. The majority were in agencies with annual budgets
in excess of $5 million per year.
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Senior Director, Director, and Senior Manager positions
Respondents were provided options for Senior Director, Director and Senior Manager positions with
the key attribute that these positions – as with those of other senior leadership positions – report
directly to the CEO/ED.
Fourteen agencies indicated they had the position of Senior Director, three in mid-sized urban
centres and 11 in large urban centres. Starting salaries ranged from $30 - $65 per hour with one
agency in a large centre identifying that it has no salary administrative structure and no set
maximum. Top wages ranged from $34.99 $94.99 with two organizations indicating no set maximum as the Board negotiated these. Nine
of the agencies indicated they have both Senior Director and Director positions within their
organization.
29 agencies indicated that they have the position of Director within their organization, the majority
in mid-sized and large urban centres. Starting wages range from $30 - $50 per hour, and top wages
ranged from $34.99 - $79.99. Five agencies have no set maximum for these positions. Although
organizations with Director positions occur in all sized centres (except for small towns/rural areas),
there are no discernable differences in wage distributions across the geographic centres.
It was found that 30 agencies have a Senior Manager position – the vast majority in small (13%),
mid-sized (17%) and large urban centres (67%). Starting wages ranged from $30 - $45 per hour, with
two agencies indicating no salary administrative structure or set maximum. Top wages ranged from
$34.99 - $64.99. Six agencies have no set maximum as the Board negotiated these.

Human Resources Director (with and without certification)
Respondents were provided options for Human Resources Director positions, including those with
or without certification, as well as bilingual options. Given the small number of organizations with
14

bilingual positions (two each for those with and without certification), analysis focuses
upon Human Resources Director responses.
27 organizations have a Human Resources Director (with certification), the majority
in mid-sized (6) and large urban centres (14). Minimum wages ranged from $30 $90 per hour, while maximum wages ranged from $34.99 to $94.99. Four agencies,
including the agency paying $90 per hour as a starting rate, have no set maximums, or
the Board negotiates the rate. Two have a bilingual Human Resources Director (with
certification) position (range $35-54.99, one with no set max).
18 agencies have Human Resources Director (without certification) positions, eight
of which do not have a position for those with certification. Starting wages range
from $30 - $65 per hour with maximum wages from $34.99 - $69.99; three have no
maximum wage. One organization has a bilingual Human Resources Director position
(without certification).

Finance Director (with and without accounting degree/certification)
Respondents were provided options to offer information on Finance Director positions
including those with and without accounting degree/certification. 63 agencies report
having a Finance Director (with certification) position, the vast majority (86%) are
in urban areas. Starting wages for those with certification range from $30 - $65 per
hour, with seven agencies indicating they have no salary administrative structure. Top
wages range from $34.99 - $94.99; 13 indicated there is no set maximum, and that
wages are set by the Board.
By contrast, agencies with Finance Director (without certification) positions were
more likely than those with positions requiring certification to be in small towns and
19 mid-size centres. Of the 35 agencies indicating they had the position, over one in
four are in small towns (9%) or medium-size towns (17%). Wages for Finance Director
(without certification) has lower starting wage ranges ($30 - $45 per hour), although
seven have no salary administrative structure. Similarly, top ranges are lower than for
those with certification (range: $34.99 - $69.99 per hour); eight agencies have no set
maximum.
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Diversity amongst
Executive Team members
Respondents were asked to provide information on diversity amongst the CEO/ED, and the
Executive Team more broadly. It is important to note, agencies may not collect this information. As
such, responses may not reflect how individuals themselves identify.

Executive Director/Chief Executive Officer
Two-thirds of responding agencies (n-149) reported their CEO/ED is female (66%). Although males
were the second most frequent group (32%), two percent of CEO/ED are either non-binary or prefer
not to self-identify.
28% of respondents (n-149) indicated their CEO/ED is a racialized individual (e.g. “racial minority”,
“visible minority”, “person of colour”, or “non-White”). 9% indicated they preferred not to answer
the question, while 64% are non-racialized.

Senior Leadership
Senior leadership – as with employment more broadly – continues to be female dominated, with
agencies almost three times more likely to report over 50% of their senior leadership team is
female (81%), compared to 28% for men. Respondents were equally as likely to indicate 90% or
more of their senior leadership team was female (33%), as they were to indicate less than 10% of
the senior leadership team is male (33%). Agencies with individuals identifying as non-binary were
most likely to indicate these individuals accounted for less than 10% of senior leadership, although
the range extended to 30-39%.
Data collection on diversity varies across genders, with information regarding non-binary identity
the least often collected. 72% of agencies responding to the questions (n-118) reported they do not
collect this information, compared to 10% for men and women.

FIGURE 15: SENIOR LEADERSHIP BY GENDER (N-118)

27% of responding agencies (n-92) indicate less than 10% of their senior leadership team is
racialized. One in four agencies report 70% or more of their senior leadership team are racialized.
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Wage comparisons-program delivery
staff positions:
Respondents were asked for maximum and minimum hourly wages for 17 types of key program
delivery staff, including program managers, coordinators, settlement workers, employment
workers, etc. The list is not all encompassing, rather, it is intended to provide a sample of program
staff from reception through program managers and coordinators. For each position, two data sets
are provided - starting and top wage ranges – representing responses in all geographical size areas.
• Start and top hourly wages are shown using a box and whisker graph format. Five aspects are
shown:
• Dots – represent outliers (defined as more or less than 3/2 times the upper or lower quartile
• Upper/Lower lines – greatest/least value excluding outliers
• Box – upper and lower quartiles (defined as 25% of data is greater/less than this value)
• Line with “x” within box – median (defined as 50% of data is greater/less than this value).

Program Manager
46 agencies indicated they had the position of Program Manager, over 80% in mid-sized (24%) and
large urban centres (57%). Starting salaries ranged from $10 - $42 per hour (average - $31.93). Top
wages ranged from $10.99 - $63.99 per hour (average - $37.79).

FIGURE 16: PROGRAM MANAGER, START AND TOP HOURLY WAGES (N-46)
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Program Coordinator
109 agencies across Canada reported having the position of Program Coordinator, representing
responses in all geographic size areas. Starting salaries ranged from $10 - $40 per hour (average$25.31), Top wages ranged from $11.99 - $51.99 per hour (average - $29.96).

FIGURE 17: PROGRAM COORDINATOR, START AND TOP HOURLY WAGES (N-109)

Promotions, Marketing, Communications Coordinator
46 agencies across Canada reported having the position of Promotions, Marketing, Communications
Coordinator, with most agencies in urban areas.
Starting salaries ranged from $10 - $40 per hour (average - $24.85). Top wages ranged from $10.99
- $50.99 per hour (average - $29.77).

FIGURE 18: PROMOTIONS, MARKETING, COMMUNICATIONS COORDINATOR START AND TOP HOURLY WAGES (N-46)
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Office, Administrator, or Departmental Coordinator
76 agencies across Canada reported having the position of Office, Administrator or Departmental
Coordinator, representing responses in all geographic size areas. Starting salaries ranged from
$12 - $33 per hour (average - $22.82). Top wages ranged from $15.99 - $39.99 per hour (average $27.21).

FIGURE 19: OFFICE, ADMINISTRATOR, OR DEPARTMENTAL COORDINATOR, START
AMD TOP HOURLY WAGES (N-76)

Employment Specialist / Advisor
Twenty-five agencies across Canada reporting having the position of Promotions, Marketing,
Communications Coordinator, with most agencies in urban areas. Starting salaries ranged from $20 $31 per hour (average - $24.88), Top wages ranged from $23.99 - $32.99 (average - $28.15).

FIGURE 20: EMPLOYMENT SPECIALIST / ADVISOR, START AND TOP HOURLY WAGE (N-25)
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Social Worker (with MSW or BSW)
Eighteen agencies across Canada reporting having the position of Social Worker (with MSW),
including 7 agencies who have Bilingual MSW (with MSW). One agency had only a bilingual position,
the remainder had both MSW and Bilingual MSW positions. Starting salaries ranged from $19 - $33
per hour (average - $27.11). Top wages ranged from $23.99 - $39.99 (average - $30.77).

FIGURE 21: SOCIAL WORKER (WITH MSW), START AND TOP HOURLY WAGE (N-18)

Forty-four agencies have the position of Social Worker (with BSW), including 9 who have both a
Social Worker (with BSW) and Bilingual Social Worker (with BSW). Starting salaries ranged from $10
- $33 per hour (average - $24.59). Top wages ranged from $18.99 - $40.99 (average - $29.17).

FIGURE 22: SOCIAL WORKER (WITH BSW), START AND TOP HOURLY WAGE (N-44)
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Job Developer or Employer Relations Specialist
Twenty-three agencies across Canada reporting having the position of Job Developer or Employer
Relations Specialist. Starting salaries ranged from $10 - $30 per hour (average - $23.00). Top wages
ranged from $15.99 - $39.99 (average - $27.25).

FIGURE 23: JOB DEVELOPER OR EMPLOYER RELATIONS SPECIALIST, START AND
TOP HOURLY WAGE (N-23)

Employment Counsellor
Seventy-six agencies across Canada reporting having the position of Employment Counsellor.
Starting salaries ranged from $10 - $34 per hour (average - $23.28). Top wages ranged from $10.99
- $50.99 (average - $27.45).

FIGURE 24: EMPLOYMENT COUNSELLOR, START AND TOP HOURLY WAGE (N-76)
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RAP Case Worker
Thirty-four agencies across Canada reporting having the position of RAP Case Worker. Starting
salaries ranged from $11 - $31 per hour (average - $22.62). Top wages ranged from $19.99 - $38.99
(average - $27.78).

FIGURE 25: RAP CASE WORKER, START AND TOP HOURLY WAGE (N-34)

Settlement Worker
One hundred and one agencies reporting having Settlement Workers. Starting salaries ranged from
$10 - $31 per hour (average - $22.19). Top wages ranged from $10.99 - $36.99 (average - $26.42).

FIGURE 26: SETTLEMENT WORKER, START AND TOP HOURLY WAGE (N-101)
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(Bilingual) Outreach Worker
Fifty-six agencies across Canada have a (Bilingual) Outreach Worker position. Starting salaries
ranged from $10 - $30 per hour (average - $22.05). Top wages ranged from $16.99 - $53.99 (average
- $26.58).

FIGURE 27: (BILINGUAL) OUTREACH WORKERS, START AND TOP HOURLY WAGE (N-56)

Volunteer Connections Worker
Fifty-nine agencies have Volunteer Connections Workers. Starting salaries ranged from $11 - $31
per hour (average - $22.05). Top wages ranged from $15.99 - $38.99 (average - $25.97).

FIGURE 28: VOLUNTEER CONNECTIONS WORKER, START AND TOP HOURLY WAGE (N-59)
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Youth Worker
Sixty-four agencies reported having a Youth Worker position. Starting salaries ranged from $10 - $30
per hour (average - $21.67). Top wages ranged from $15.99 - $32.99 (average - $25.43).

FIGURE 29: YOUTH WORKER, START AND TOP HOURLY WAGE (N-64)

Language Instructor / Teacher
In total, seventy-two agencies reported being a LINC
provider. Full-time employment for instructors was most
frequently defined as being 25-29 hours per week (35%),
followed by 35 hours or more (32%).
When asked about paid prep time, 23% of respondents (n70) indicated they do not provide paid prep time. Although
respondents were asked to provide information on the
FIGURE 30: FTE FOR LINC INSTRUCTORS / TEACHERS (N-72)
amount of prep time per day for instructors, responses
ranged from specific amounts (e.g., 8 minutes) to amounts per teaching hour (e.g., 15 min per hour
instruction) or week (e.g., 3 hours). One respondent noted they pay 4 min per hour even though
the pay rate is inclusive of prep time, while another noted prep time is determined on a pro-rated
basis of approximately 27% of total
hours per week. The most frequent
responses were 30 minutes
(29%) and 15 minutes 21%). The
maximum was 2.5 hours per day.

FIGURE 31: LANGUAGE INSTRUCTORS / TEACHERS, START AND TOP HOURLY WAGE (N-72)

Seventy-two agencies provided
wage ranges for Language
Instructor positions. In recognition
that some agencies may have
teaching and non-teaching rates,
respondents were asked to provide
ranges based on teaching rates.
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Starting salaries ranged from $10 - $41 per hour (average - $29.51). Top wages ranged from $17.99
- $45.99 (average - $33.92).

Receptionist / Service Assistant (incl. Bilingual)
One hundred and ten agencies have Receptionist / Service Assistant positions (including Bilingual).
Starting salaries ranged from $10 - $24 per hour (average - $18.05). Top wages ranged from $10.99
- $31.99 (average - $21.74).

FIGURE 32: RECEPTIONIST / SERVICE ASSISTANT, START AND TOP HOURLY WAGE (N-110)

Fifteen agencies provided rates for Bilingual Receptionist / Service Assistant positions, one of
whom had only a bilingual position. Where rates existed for both Receptionist / Service Assistant
and Bilingual positions, start rates and end rates were generally the same. Variations were largely
limited to $1 per hour difference.

Childcare worker (with and without ECE or equivalent)
Sixty-one agencies have Childcare worker (with ECE or equivalent) positions. Starting salaries
ranged from $12 - $27 per hour (average - $19.02). Top wages ranged from $15.99 - $31.99 (average
- $22.53).

FIGURE 33: CHILDCARE WORKER (WITH ECE OR EQUIVALENT), START AND
TOP HOURLY WAGE (N-61)
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Forty-nine agencies have Childcare Worker (without ECE or equivalent) positions. Starting salaries
ranged from $11 - $22 per hour (average - $15.92). Top wages ranged from $11.99 - $31.99 (average
- $18.91).

FIGURE 34: CHILDCARE WORKER (WITHOUT ECE OR EQUIVALENT), START AND 		
TOP HOURLY WAGE (N-49)

Employer Salary Administrative System
When asked if their agency has a salary
administration structure with defined grades and
steps, 54% responded they did not. Over half of
agencies report their structure has 3 (11%), 4
(22%), or 5 (22%) steps. Twelve percent report
having 10 or more steps.
Respondents were asked what type of salary
increase(s) – if any – were provided by their
agency in 2017-2018. In total, 142 agencies
provided 1 or more responses. Twenty-nine
FIGURE 35: STEPS IN SALARY ADMINISTRATIVE SYSTEM
percent of agencies reported no increase was
provided for 2017-2018. Base (31%) and cost of living (30%) were the most frequently cited types of
increase, while a smaller number of agencies provided performance or merit-based increases (18%)
or increases based on collective bargaining agreement (10%).

FIGURE 36: TYPE OF SALARY INCREASE, 2017-2018 (N-142, MULTIPLE RESPONSES)
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In some cases, respondents provided additional information regarding whether increases were
provided, as well as information on the type/extent of increases. Provincial legislation requiring
(e.g., increases to minimum wage) or freezing salaries was cited by several respondents. Reasons
provide for increasing wages included the outcomes of OCASI’s report, pay equity, and progress
though the grid. Interactions with IRCC were mixed – while some were able to include increases
through negotiations with IRCC contract managers, other agencies indicated no increases were
possible for IRCC-funded programs. The extent to which agencies provided increases ranged those
who provided to some departments, not all, to other agencies where increases were provided to all
full-time staff.
Seventy-one percent of respondents indicated the total average annual 2017-2018 salary increase
(as a percent of annual salary) was between 1.1 – 3%.

FIGURE 37: TOTAL AVERAGE ANNUAL INCREASE, 2017-2018

Looking forward, one-third of respondents (n- 141) did not provide a salary increase for the 20182019 fiscal year. As with 2017-2018 fiscal year, base (25%) and cost of living (23%) are the most
frequently cited increases that are anticipated.

FIGURE 38: ANTICIPATED SALARY INCREASE, 2018-2019
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Group benefits (excluding Senior Leadership)
Respondents were asked a series of questions relating to group benefits, including provision of
employer paid benefits, cost, incentives or bonuses. In recognition that the approach taken with
Senior Leadership may differ from other employees, these responses have been separated out.
Responses below relate to individuals who are not part of Senior Leadership.

Eighty four percent of respondents (n-140) provide benefits either to permanent employees only
(50%) or to both contract and permanent employees. Almost one-third (31%) of those who provide
benefits to employees report the cost of these benefits (excluding Mandatory Employment Related
Costs (MERC)) per full-time employee as being between 6 – 10%. Two percent indicate premiums
are paid by employees. Although 85% of employers indicate benefits cost up to 20%, a small number
(5%) report the cost as being more than 25%. Fourteen percent of organizations with paid benefits
have combined with other sector agencies to negotiate a stand-alone benefit package (e.g., to
increase buying power). For some, benefits are provided though membership in larger organizations
(e.g., Alberta Association of Immigrant Serving Agencies, Catholic Charities, CSSEA, Francophone
association) and/or employers (e.g., municipal government, United Way, YWCA). A small number
indicated they have formed a partnership with other agencies to obtain a shared rate. Sixty-one
percent of agencies (n-140) reported their agency is interested in sharing an employee benefit plan
with other sector agencies.
One agency noted ‘our funding only allows for wages. Absolutely no other benefits are paid because
of a lack of funding.’
Most organizations (86%) do not provide incentives or bonuses to staff (excluding Senior
Leadership).

FIGURE 39: COST OF BENEFITS (EXCLUDING MERCS)
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Pension / RRSP
Fifty-nine percent of respondents (n- 140) provide employees with either a RRSP contribution
(36%) or Pension (22%). When asked if RRSP and Pension contributions were a match to employee
contributions, a small number provided answers that did not make sense (i.e., after indicating
they provided only RRSP contributions, they indicated contribution to both Pension and RRSP were
a match to employee contributions) or did not respond to the second question.
Sixty-one percent of employers providing RRSP contributions are a match to employee
contributions (n- 51), compared to 87% of those providing Pension contributions (n- 30).

FIGURE 40: MATCH EMPLOYEE CONTRIBUTION, RRSP OR PENSION

Although eligibility for RRSP and Pension differs by agency (e.g., offer to permanent and/
or contract, managers only, as defined by collective agreement), almost three-quarters of
respondents indicated these benefits are available to employees within the first 6 months after
hiring – either immediately or following completion of probation. One agency indicated they are
offered at 2 years, mandatory at 3, while another indicated employees who opt out of Health and
Dental plans receive 5% of their salary as a contribution to their RRSP.

FIGURE 41: ELIGIBILITY FOR RRSP AND/OR PENSION

Three-quarters of respondents indicated the employers’ contribution towards the defined pension
or RRSP was between 2 and 5.9%.
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FIGURE 42: EMPLOYERS’ CONTRIBUTION TOWARDS RRSP OR PENSION

Other agencies provided ranges (e.g., 1-6%, or 3-7%) as opposed to a single response. For some
agencies, the amount differed by the length of time of employment (e.g., 5% under 5 years and
7% for individuals with over 5 years of employment) or position (e.g., Front line up to 3%, midmanagement up to 5%, leadership up to 9%). One agency reported contributing $3 for ever $1
contributed by the employee up to a maximum of 2% of their salary.
Three agencies report providing early retirement incentives to employees, for example, through
provision of $1,000 if they give 6 to 8 months advance notice as per school year, or via an offer
package based on the number of years with the organization.

Paid Leave
Over half (54%) of respondents (n- 140) provide starting employees with two weeks vacation during
their first year of employment; 31% provide 3 weeks vacation. Although the amount and eligibility
differs amongst agencies, most agencies provide additional vacation after one year.

FIGURE 43: VACATION ENTITLEMENT, FIRST 12 MONTHS VS AFTER 1 YEAR
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The vast majority (94%) of agencies provide paid sick
leave to employees, ranging from 1 to over 16 days
per year (prorated for part-time employees). Over
two-thirds receive between 6-10 days (30%) and 1115 days (37%).
Two-thirds of agencies report providing other paid
leave days, including personal, moving and/or
wellness days). On average, employees are eligible
for an average of 3.78 additional days of leave per
year.

FIGURE 44: PAID SICK LEAVE

Other types of paid leave include:
• bereavement leave
• religious observances and holy days (e.g., Jewish)
• cultural celebrations (e.g., Chinese New Year)
• paid paternity leave
• reduced office openings in summer
• discretionary / wellness / mental health days
• special leave (e.g., birthday, marriage, wedding of child, adoption, household emergency,
divorce hearing, citizenship, jury duty)
• EI top-up
• Management (O/T) compensation day, and
• Paid professional development days.
Eligibility may vary (e.g., depending on length of time with organization, employment status,
position).

FIGURE 45: OTHER PAID LEAVE
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Extended Health – Dental Coverage
Eighty-four percent of agencies provide extended
health coverage, including dental. Although a
minority of employers (6%) do not pay any of the
extended health / dental premiums, almost onethird (31%) of employers pay 50-75% of premiums.
One agency noted the employer pays extended
health and dental benefits for the employee with
the expectation that employees pay for their family
FIGURE 46: EXTENDED HEALTH AND DENTAL
member’s coverage, while another noted that although part-time staff are not eligible for paid
beneifts, they are provided a HSA of $250 per year for eligible services.

Short- or Long-Term Disability
Seventy-seven percent of employers report
their organization does not provide Short-Term
Disability (STD) to staff. Fourteen percent report
STD premiums are paid by the employer and 9% by
employees directly.
One agency noted they allow employees to carry
over up to a maximum of 3 months of sick time that
can be used for short-term disability with 100% pay.
By contrast, only 38% of agencies report employees
FIGURE 47: SHORT- OR LONG-TERM DISABILITY
do not have access to Long-Term Disability. Where
long-term disability is available it is most often employee-paid (37%), as opposed to employer
(25%).
Forty-six percent of employers report providing staff with access to an Employee Assistance
Program (EAP).

Other Wages and Salary-related questions
The following questions relate to allowances provided to Senior Leadership / Executive Team
members as an incentive or additional benefit, including additional vacation leave, contributions to
RRSP, or transportation allowance.
Thirty-nine percent of agencies provide incentive to Senior Leadership / Executive Team members
in the form of additional vacation leave. While recipients were most likely to receive an additional
one (24%) or two (10%) weeks of paid vacation, a small percent (5%) receive an additional three or
more weeks.
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Although 90% of agencies do not provide additional incentive in the form of higher contributions
levels for RRSP, amounts received by others range from 1–6.9% (7%) or more (3%).
Twelve percent of agencies provide transportation allowances to Senior Leadership / Executive
team members. Apart from two agencies who provide over $400 per month in transportation
allowance, most individuals receiving transportation allowance receive under $300 month (9%).
Most agencies (89%) do not provide any incentives or bonuses for Senior Leadership / Executive
Team members. Examples of incentives or bonuses provided include:
• Performance bonuses
• Additional time off in lieu of overtime
• Flexible work schedule (e.g., ability to work from home)
A limited number of agencies indicated performance bonuses for Executive Directors, and in
some cases Directors and Managers. One agency, for example, has a bonus structure attached to
the Executive Director’s overall compensation of up to 36% if the agreed upon goals, targets and
activities are achieved within a given year, and if financially able to do so, while another noted
the Executive Director has a performance bonus of 5%, while managers and directors can receive a
performance bonus of up to 3% of their salary.

Other aspects of compensation package
Agencies were asked how overtime incurred by employees is addressed. Although 11% indicated no
overtime is incurred, the remainder was split between additional time off (87%) and cash payout
(2%). For many organizations, the way in which overtime is addressed is contingent on several
factors including provincial employment laws (e.g., 1.5x regular rate), employee preference (e.g.,
time off or cash), or budget availability. Time in lieu was often mentioned as being at 1.5 x the
base rate.

Key recommendations
CISSA-ACSEI / OCASI
Given the wide range of sector benefits packages, as well as desire for collaboration among some
respondents, we recommend CISSA-ACSEI and OCASI explore opportunities for sector-based benefits
packages (e.g., health and dental, RRSP and/or pension) that individual agencies can opt-in or out
of.
In light of the significant range of compensation rates and benefits offered for similar type positions
funded by IRCC in different regions and within the same communities, we believe sector employers
through CISSA-ACSEI and OCASI in collaboration with IRCC should explore the establishment of
national minimum wage rate and benefit guidelines for common sector positions / not for profit
employers.
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IRCC
We recommend IRCC explore the development of a consistent approach to salary and benefits
increase requests by individual agencies, ensuring clarity amongst contract officers and consistency
among regions.
With increasing immigration levels and service demands, we recommend IRCC consider the
establishment of a national funding mechanism that can be considered within the Dept to fund
compensation improvements without having to adversely decrease services.

Case Study: The Australian Approach to Sector Wage and Benefits
As indicated in the survey findings presented in this report, the variations within wages and
benefits are considerable both across the country and within provinces. In thinking about where
the sector goes next as a result of these findings, it is interesting to highlight the approach taken in
Australia given the similarities of our immigrant settlement program approaches.
Several years ago, the Australian government introduced a federal award system that dictates
minimum wages for each position within the social service sector, including the immigrant serving
sector. These set minimum wages are the same regardless of whether you work in a small or large
urban setting. Although employers can add to these wages, these minimum wage rates must be
used and incorporated in funding proposals to the Federal government.
In addition, there is also set minimum national benefits that all employers must adhere to. For
example, all sector employees are entitled to 4 week starting vacation within their first year. Each
employer must contribute 9.5% towards an employee indexed pension plan and every employee,
whether program delivery or a member of the senior leadership team is entitled to a 3-month
paid leave after 10 years of employment and thereafter every 10 years. There are also common
national wage supplements that must be adhered to for employees that work in the evening and on
weekends.
Lastly, the Australian government introduced a progressive policy to encourage people to work
in the social service or charity sector and to encourage the maintenance of high-quality service
provision. Each employee is entitled to redirecting 15% of their pretax towards such things as their
mortgage, car payments or credit card debt.
Is this minimum wage and benefit approach, regardless of where you live and work in Canada,
something that the settlement sector should consider moving forward on in collaboration with
IRCC?
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Conclusion
CISSA-ACSEI in partnership with OCASI undertook the first comprehensive national compensation
survey within the not-for-profit immigrant serving sector receiving IRCC funding. Our intent was
to take a snapshot examination of compensation rates and benefits funded by IRCC to better
understand current realities. One hundred and sixty-two not-for-profit agencies from across Canada
responded to the survey.
Anecdotal evidence suggests service providers are facing increase challenges in attracting,
recruiting and retaining employees as a result of growing labour market shortages and competition
for employees, retirements and uncompetitive compensation perpetuated over several years.
Responses demonstrate significant variation in wages for similar positions both across Canada and
within provinces funded by IRCC and negotiated by contracted service providers. Likewise, there is
no consistency in the offering of benefits funded through IRCC Contribution Agreements whether it
was for vacation leave, pensions or RRSP contributions.
While most agencies do not collect data on their employees such as on gender and ethnicity, from
those respondents that do, over 80% indicated that their employees represented racialized women.
While the onus is on the employer to set and request wage and benefit adjustments, IRCC as the
main funder of Canada’s immigrant settlement programming is partially responsible for the current
compensation situation in the sector. Some respondents as well as through previous national sector
discussions indicated that interactions with IRCC during CA negotiations for wages and benefits
were mixed and inconsistent. Some employers when having to make the decision on whether
to reduce services in order to increase staff compensation chose not to adjust wages. This has
resulted in IRCC inadvertently compressing wages. In other cases, IRCC contract officers in some
regions stated that they would not consider any wage adjustments for IRCC funded programs. In
addition, sector colleagues have stated that IRCC contract officers have dictated in some cases the
maximum percentage increase allowable for wages they would consider, regardless of whether an
agency had in place a salary administration structure with established annual step increases. The
treatment by IRCC contract officers for agencies who are unionized and have collective agreements
was different than those agencies that were not unionized. This situation has evolved over the
years whereby today we have similar size agencies with complementary staff positions on different
wage and benefit rates within the same community funded by IRCC.
As already noted, while employers / contracted service providers are ultimately responsible to set
their own wages and benefits, IRCC, as a funder, must be an active partner in helping the sector to
collectively address some of the wide disparities found within wages and benefits. The Australian
approach is enlightening and should be explored further to understand the notion of minimum
national compensation standards. We believe we should be moving towards minimum national
wage and benefit standards supported by IRCC and subsequent CA negotiation guidelines. With the
onset of IRCC CFP 2019, we urgently need a national discussion between the sector and IRCC to
formulate a national response that recognizes that compensation adjustments must be addressed
against increase planned immigration levels and alternative federal funding mechanisms that don’t
significantly impact newcomer settlement service demands.
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Appendix A: CISSA-ACSEI Survey Questions
This survey is a joint undertaking of CISSA-ACSEI and OCASI, in conjunction with TCRI.
The existence of diverse compensation rates and benefit packages within settlement agencies and
the overarching context of accelerated retirements and increased difficulties in staff recruitment
and retention requires consideration at a national level.
The aim of this initiative is to better understand current sector compensation packages across
Canada within not-for-profit settlement organizations while working towards the development of
national baseline compensation guidelines for consideration by individual employers.
There are concerns within the Government of Canada, including IRCC, that the Government may
inadvertently be depressing wages in a manner that may disproportionately affect our collective
workforce, made up of predominantly women. Although IRCC is a funder, not an employer, one
of the outcomes of this exercise is to ensure IRCC is informed there may be wage and benefit
adjustments as part of our submissions for CFP 2019.
Please note: This survey is intended only for not-for-profit organizations. It is not meant for school
boards, post-secondary institutions, hospitals, for-profit organizations, and other public institutions
that may receive IRCC funding for settlement programs. For larger organizations that have one
department / program dedicated to serving newcomers, we are referring to staff of programs
dedicated to serving newcomers.
The information you provide will be kept confidential. Data will be reported only at aggregate level
in ways that you or your organization will not be identified in any way.
This survey should be filled out by a staff member who is familiar with the organization’s
compensation package and wage rates. One survey response per agency.

Please complete by survey by July 31, 2018. Thank you for completing the questionnaire!
1. Is your organization a not-for-profit agency? Yes No
2. Province / Region
• North
• BC
• Alberta
• Saskatchewan
• Manitoba
• Ontario
• Québec
• Atlantic Canada
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3. Employer is based in what geographic location?
• Large urban centre (population of 1,000,000 or more)
• Mid-size urban centres (between 500,000 and 999,999)
• Small urban centres (between 100,000 and 499,999)
• Medium size city/town (population between 30,000 and 99,999)
• Small population centre (population between 1,000 and 29,999)
• Rural areas (population up to 999)
4. What year was your organization founded? (yyyy)
5. Is your organizational focus: (check all that apply)
• Immigrant Women/Violence Against Women
• Francophone
• Ethno-specific
• LGTBQ2S+
• Immigrant/Refugee Settlement
• Education
• LINC
• Legal Employment
• Health/Mental Health
• Housing/shelter
• Disability Recreation
• Other (please specify)
6. What was your organization’s total revenue as found in your 2017-18 audited financial
statements?
7. What percentage of your funding is from IRCC?
• 0% - 9.99%
• 10% - 19.99%
• 20% - 29.99%
• 30% - 39.99%
• 40% - 49.99%
• 50% - 59.99%
• 60% - 69.99%
• 70% - 79.99%
• 80% - 89.99%
• over 90%
37

8. How many employees does your organization employ?
Less than 10
• 11 - 20
• 21 - 30
• 31 - 50
• 51 - 100
• 101 - 200
• 201 - 300
• 301 - 400
• 401 - 500
• 500+
9. What percentage of your employees are:
• Full-time
• Part-time
10. What percentage of your employees are:
• Women
• Racialized (e.g., ‘racial minority’, ‘visible minority’, ‘person of colour’, or ‘non-White’)
• Immigrants
• Indigenous
• Non-binary / gender-fluid
11. How many hours per week is considered a regular full time employee in your agency?
• 20-24
• 25-29
• 30-34
• 35
• 37.5
• 40
• Other (please specify)
12. If you are a LINC provider, how do you define full time employment for your instructors?
• <20 hours
• 20 – 24 hours
• 25 – 29 hours
• 30 – 34 hours
• 35 hours or more
38

• We are not a LINC provider
13. If you are a LINC provider, how much paid prep time do you provide per day?
• We do not provide paid prep time
• 15 minutes
• 30 minutes
• We are not a LINC provider
• Other (please specify)
14. Does your organization have a collective bargaining agreement with its staff?
• Yes No

Salary and Wages – Senior Leadership / Executives
Please provide hourly wages for the following key positions as relevant in your organization.
Please note: all positions on this page report directly to the Board of Directors (CEO/ED) or the
CEO/ED.

15. Please select closest range for applicable positions (minimum and maximum hourly rates)
• Executive Director / Chief Executive Officer
• Associate ED / Deputy ED
• Program Director
• Department Director / Chief Operating Officer
• Human Resource Director (with certification)
• Human Resource Director (without certification)
• Finance Director (with accounting degree / certification)
• Finance Director (without accounting degree / certification)
16. With respect to your current ED/CEO, please provide the following information:
• Gender
• Racialized
17. What percentage of your senior leadership / executive team (not including your ED / CEO) are:
• Female
• Male
• Non-binary
• Racialized
• Salary and Wages – Front-line and program manager positions
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18. Please provide the minimum and maximum hourly rate for the applicable positons. Note: not all
positions are captured. Only respond to those applicable to your agency. These positions report up
through Program Managers to Senior Leadership / Executives.
• Program manager
• Program Coordinator (staffing responsibility, may not have full budgetary responsibility,
smaller projects)
• Promotions, marketing, communications coordinator
• Office Coordinator, administrator or departmental coordinator
• Social Worker (with MSW)
• Social Worker (with BSW)
• Job developer / Employer Relations Specialist
• Employment counsellor / career facilitator
• RAP case worker
• Settlement worker
• Outreach worker
• Volunteer connections staff
• Youth worker
• Language instructor / teacher (when teaching)
• Receptionist / service assistant / program assistant
• Childcare worker (with ECE or equivalent certification)
• Childcare worker (without ECE or equivalent certification)
• Employer salary administrative system
19. Do you have a salary administration structure with defined grades and steps?
• Yes No
20. If yes, how many steps are there in your structure? (options 1 – 10 or more)
21. In 2017-2018 fiscal year, what type of salary increase (if any) was provided in your agency?
(select all that apply)
• Base increases
• Performance or merit increases
• Increases based on collective bargaining agreement
• Cost of living
• No increase provided
• Other (please specify)
22. How much was the total average salary increase (in % of annual salary)?
• Up to 1%
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• 1.1% - 2%
• 2.1 - 3%
• 3.1% - 4%
• 4.1% - 5%
• More than 5%
23. Do you anticipate giving a salary increase for the 2018-2019 fiscal year? (Select all that apply)
• Base increase
• Performance or merit increase
• Increase based on collective bargaining agreement
• Cost of living
• No increase anticipated
• Group benefits – excluding Senior Leadership
24. Does your organization provide any benefits to employees? [We recognize there may be
eligibility/qualifying periods]
• Yes - permanent employees only
• Yes - all employees (contract and permanent)
• No - we do not provide benefits to employees
25. Please estimate the percentage that these employee benefits cost per full time employee to
your organization (excluding MERCs)?
• Up to 5%
• 6% to 10%
• 11% to 15%
• 16% to 20%
• 21% to 25%
• More than 25%
26. Do you provide any incentives or bonuses? Yes No
27. Have you and other sector agencies combined to negotiate your own standalone benefit
package? Yes No
28. If yes, please provide details:
29. Is your agency interested in sharing an employee benefit plan with other sector agencies?
Yes No
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Pension / RRSP
30. Is a Pension or RRSP contribution provided?
• No pension or RRSP provided
• Yes - Pension
• Yes - RRSP contribution
31. Is this a match to employee contributions? (Select all that apply)
• Yes - Pension
• No - Pension
• Yes - RRSP
• No – RRSP
32. If you offer a defined pension plan or RRSP’s, are they offered?
• Immediately upon hiring
• After 3 months
• After 6 months
• Other (please specify)
33. What is the percentage of the employers’ contribution towards the defined pension or RRSP?
• Up to 1%
• 1 - 1.9%
• 2 - 2.9%
• 3 - 3.9%
• 4 - 4.9%
• 5 - 5.9%
• 6 - 6.9%
• 7 - 7.9%
• 8 - 8.9%
• 9 - 9.9%
• 10% and above
• Other (please specify)
34. Do you provide any early retirement incentives to employees? Yes No
35. If yes, please provide information on what you provide.
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Paid leave
36. How many weeks of paid vacation do you provide for starting employees during their first year
of employment?
• No paid vacation is provided
• 1 week
• 2 weeks
• 3 weeks
• 4 weeks
• More than 4 weeks
37. After the first year of employment?
• 2 weeks
• 3 weeks
• 4 weeks
• 5 or more weeks
38. Do you offer paid Sick Leave benefits? If so, how many days a year do you provide (prorated for
part-time employees and excluding senior leadership)
• No Paid Sick Leave is provided
• 1-5 days/year
• 6-10 days / year
• 11-15 days / year
• 16 or more days / year
39. Do you offer unpaid Sick Leave (personal emergency leave) benefit? Yes No
40. Do you offer other paid leave days eg personal day, moving day, wellness day? If yes, how many
additional paid days off do you provide on an annual basis?
• No other paid leave days provided
• 1
• 2
• 3
• 4
• 5
• 6
• 7 or more
41. If you provide other paid leave, what type of leave is provided?
• Extended health and dental coverage
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42. Do you provide extended health coverage including dental coverage? Yes No
43. If yes, what percentage of the premiums’ are paid by the employer?
• >25%
• 25-49%
• 50-74% 75-99%
• 100%
• Short- or long-term disability
44. Do you provide Short-Term Disability for your employees? If yes, is the STD premiums paid by:
• STD is not provided
• Employee
• Employer
45. Do you provide LTD for your employees? If yes, is the LTD premiums paid by:
• LTD is not provided
• Employee
• Employer
46. Do you provide an employee assistance program (EAP)? Yes No

Other wages and salary-related questions
47. Does your organization provideadditional vacation leave for Senior Leadership / Executive team
members as an incentive or additional benefit?
• No additional vacation leave is provided
• Additional: 1 week
• Additional: 2 weeks
• Additional: 3 weeks
• Additional: 4 weeks
• Additional 5 weeks or more
48. Does your organization provide a higher contribution level (%) for RRSP contribution for Senior
Leadership / Executive team members as an incentive or additional benefit?
• No additional incentives or benefits provided
• Additional: 1%-2.9%
• Additional: 3%-4.9%
• Additional: 5%-6.9%
• Additional: 7 - 8.9% or more
• Additional: 9 - 10.9%
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• Additional: 11% or more
49. Does your organization provide a transportation allowance for Senior Leadership / Executive
team members as an incentive or additional benefit?
• No additional incentives or benefits provided
• Up to $50 per month
• $50 - $99 per month
• $100 - $199 per month
• $200 - $299 per month
• $300 - $399 per month
• Over $400 per month
50. Do you have any other comments to help us better understand your total compensation
package?
51. Do you provide any incentives or bonuses for senior leadership / executive team members? Yes
No
52. If yes, what do you provide?
53. When overtime is incurred by employees, how do you pay it out?
• Cash
• Additional time off
• Other (please specify)
Thank you for your participation in the survey.
54. Please use the space below to provide any comment or information related to the survey you
would like to share with us.
55. Name of the organization (optional)
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Appendix B: Selected wage ranges
In order to better understand geographic variation in wages, the following table outlines wage
ranges for selected positions by province.
RAP Worker
Settlement Worker
Outreach Worker
Employment Worker
Volunteer Connections Worker
Youth Worker
LINC Instructor (teaching rate)
Employer Relations Specialist
ECE (w/ certification)
Receptionist

Alberta Atlantic Canada
BC
$22 - $38.99 $14 - $28.99
$11 - $37.99
$11 - $36.99 $14 - $28.99
$11 - $31.99
$18 - $35.99 $13 - $28.99
$18 - $31.99*
$10 - $36.99 $14 - $28.99
$11 - $34.99
$22 - $35.99 $14 - $28.99
$11 - $38.99
$19 - $32.99 $14 - $28.99
$10 - $31.99
$26 - $42.99 $18 - $26.99
$10 - $36.99
$25 - $39.99 $18 - $24.99
$10 - $38.00
$15 - $31.99 $15 - $23.99
$15 - $24.99
$10 - $28.99 $12 - $22.99
$10 - $25.99

Manitoba
$28 - $31.99
$17 - $30.99
$16 - $25.99
$17 - $50.99
$16 - $38.99
$14 - $25.99
$21 - $45.99
$18 - $24.99
$14 - $22.99
$11 - $25.99

Ontario
$20 - $33.99
$20 - $33.99
$20 - $30.99
$20 - $36.99
$15 - $29.99
$14 - $29.99
$20 - $42.99
--$15 - $27.99
$12 - $31.99

Saskatchewan
$20 - $27.99
$18 - $33.99
$20 - $28.99
$20 - $38.99
$20 - $27.99
$20 - $26.99
$23 - $43.99
$26 - $29.99
$12 - $28.99
$15 - $31.99

* One response providing a range of $10 - $53.99 removed from consideration as an outlier. Where
high / low rates are included above the overall range of that response (e.g. $11 - $17.99 or $30 $53.99) was deemed to be a possible wage range. –
The $10 starting wage is within the wage range of $10-$10.99. There is no indication that any
employer is paying $10/ hour starting wage.
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