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Two Guiding Principles:

1. Across the Board (ATB) increase + Category 4 merit increase * average McGill 
Salary = projected rate of inflation

2. “McGill will ensure that its academic salaries remain at or above the mean for 
the top ten Canadian research intensive (G10) universities” (Provost L. Vinet, 
Oct. 25, 2004; Cf. Principal B. Shapiro, Nov. 20, 1998)



On the 2.15% ’19-’20 salary increase:

From the average merit pay increase, we can calculate the average salary since this amount of $1629 represents 1.4% of 
the salary mass. 

Average Salary: 
$1,629
0.014 = $116,357

We can then calculate how high the merit increase for someone with this average salary would have to be for the total 
raise to cover the 2% projected inflation rate. 

2% of $116K = $2320
0.75% of $116K = $870 

Merit increase in addition to the ATB increase of $2320-$870= $1450

Exactly half-way between category 3 and category 2 just to cover the increase of the cost of living.

𝑪𝑪𝑼𝑼𝑪𝑪𝑼𝑼𝑪𝑪𝑪𝑪𝑼𝑼𝑼𝑼𝑪𝑪 𝑼𝑼𝑪𝑪𝑼𝑼 𝑵𝑵𝑪𝑪𝑵𝑵𝑵𝑵𝑼𝑼𝑼𝑼𝑼𝑼 #𝟏𝟏



Another way of making the same point is to calculate from what salary 
onward it is impossible to keep up with inflation even for those receiving 
category 1 merit increases. 

This turns out to be $161K per annum which is well below the median 
salary for full professors of $169.7K

In other words, well over half of all full professors will necessarily lose real
income in the year to come, no matter how well they do in terms of merit

𝑪𝑪𝑼𝑼𝑪𝑪𝑼𝑼𝑪𝑪𝑪𝑪𝑼𝑼𝑼𝑼𝑪𝑪 𝑼𝑼𝑪𝑪𝑼𝑼 𝑵𝑵𝑪𝑪𝑵𝑵𝑵𝑵𝑼𝑼𝑼𝑼𝑼𝑼 #𝟐𝟐



Yet another way is to calculate the salary at which an .75% plus the $845 of 
category 4 would produce an overall increase of 2%. 

This turns out to be $67,600 (845/0.0125), 

i.e. a salary surely below the starting salary of an assistant professor in even 
the lowest-paid Arts department.

In other words, everyone who receives a Category 4 merit increase will lose 
real income next year.

𝑪𝑪𝑼𝑼𝑪𝑪𝑼𝑼𝑪𝑪𝑪𝑪𝑼𝑼𝑼𝑼𝑪𝑪 𝑼𝑼𝑪𝑪𝑼𝑼 𝑵𝑵𝑪𝑪𝑵𝑵𝑵𝑵𝑼𝑼𝑼𝑼𝑼𝑼 #𝟑𝟑
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ATB 0.75% 0.75% 0.75% 0.75% 0.75% 1.00% 0.00% 1.20% 0.90% 0.50% 1.00% 1.35% 1.25% 1.60% 1.25% 1.90% 1.00% 1.60% 0.00% 1.00% 1.00%

Merit 1.40% 1.75% 2.25% 5.45% 4.95% 4.20% 0.00% 2.30% 3.05% 3.15% 1.50% 3.35% 3.20% 3.20% 3.00% 3.50% 2.60% 2.50% 2.00% 2.00% 2.10%

Total 2.15% 2.50% 3.00% 6.20% 5.70% 5.20% 0.00% 3.50% 3.95% 3.65% 2.50% 4.70% 4.45% 4.80% 4.25% 5.40% 3.60% 4.10% 2.00% 3.00% 3.10%

Merit per category

1 $2,015 $2,650 $3,430 $7,850 $7,150 $5,400 $0 $3,300 $4,000 $4,500 $2,200 $4,140 $3,900 $3,900 $3,400 $3,800 $2,700 $2,400 $2,000 $2,000 $2,000 

2 $1,625 $2,000 $2,520 $5,800 $5,300 $4,000 $0 $2,450 $3,000 $3,250 $1,650 $3,105 $2,925 $2,925 $2,550 $2,850 $2,025 $1,800 $1,500 $1,500 $1,500 

3 $1,235 $1,350 $1,610 $3,750 $3,450 $2,600 $0 $1,600 $2,000 $2,000 $1,100 $2,070 $1,950 $1,950 $1,700 $1,900 $1,350 $1,200 $1,000 $1,000 $1,000 

4 $845 $700 $700 $1,700 $1,600 $1,200 $0 $750 $1,000 $750 $550 $1,035 $975 $975 $850 $950 $675 $600 $500 $500 $500 

5 $0 $0 $0 $0 $700 $0 $0 $0 $0 $0 $0 $0 $0 $0 $0 $0 $0 $0 $0 $0 $0 

Difference $390 $650 $910 $2,050 $1,850 $1,400 $0 $850 $1,000 $1,250 $550 $1,035 $975 $975 $850 $950 $675 $600 $500 $500 $500 

Per FTE $1,629 $2,007 $2,552 $5,848 $5,109 $4,157 $0 $2,253 $2,767 $2,953 $1,351 $2,887 $2,625 $2,610 $2,335 $2,645 $1,950 $1,750 $1,400 $1,400 $1,350 
*December 2009 : Postponed to June 
2010
% Merit for category 
4 0.58% 0.48% 0.49% 1.27% 1.24% 0.97% 0.00% 0.61% 0.87%
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Total CPI (year-over-
year percentage 
change) 2.00% 2.30% 1.80% 1.40% 1.30% 2.00% 0.90% 1.00% 2.60% 2.30% 0.80% 2.00% 2.40% 1.30% 2.40% 2.80% 1.70% 2.40% 0.70% 3.20% 2.60%

ATB + Merit Category 
4 1.33% 1.23% 1.24% 2.02% 1.99% 1.97% 0.00% 1.81% 1.77%

Gap with CPI -0.67% -1.07% -0.56% 0.62% 0.69% -0.03% -0.90% 0.81% -0.83%

U15 Ranking 2019 2018 2017 2016 2015 2014 2013 2012 2011

Full n/n n/a 10 10 11 11 12 10 11

Associate n/a n/a 10 10 12 11 12 11 12

Assistant n/a n/a 10 10 12 12 12 10 12





Minimum Increases Needed just to Move 
through the Ranks

To move from an average Assistant Professor salary to an 
average Associate Professor salary in 10-12 years and an 

average Full Professor salary in another 10-12 years

Even if those higher rank salaries only rise in tandem with 
inflation,

You need 4-5% per annum for 20-24 years*
*Courtesy Jacques Hurtubise



According to MAUT’s rough calculations:

To reach the median salary level of the U15 (i.e. the level of U7), assuming that their salaries will continue to go up by 
3.25%/annum, 

we would need a 3-year total raise of 16.96% (15.0% to reach the U8 level).

The overall salary mass for Academics is $270mio (budget book, p. 88). 

So it would take about $46mio over three years, that is, about $15mio/year, for the next three years to get us up to the 
level of U7. 

That is only a fraction of the net return on the Endowment fund.

𝑻𝑻𝑪𝑪𝑼𝑼 𝑩𝑩𝑻𝑻𝑼𝑼𝑼𝑼𝑻𝑻𝑵𝑵 𝑺𝑺𝑼𝑼𝑼𝑼𝑼𝑼



Open Forum on Academic Salaries

Exactly one week before MAUT and the administration 
will meet again to discuss long-term salary policy. 

𝑺𝑺𝑺𝑺𝑺𝑺𝑺𝑺𝑼𝑼𝑼𝑼 𝑰𝑰𝑼𝑼𝑪𝑪𝑼𝑼𝑼𝑼𝑺𝑺𝑼𝑼𝑼𝑼 = 𝑺𝑺𝑪𝑪𝑼𝑼𝑼𝑼𝑻𝑻𝑼𝑼



𝑻𝑻𝑻𝑻𝑻𝑻 𝟑𝟑𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼𝑼 = 𝑻𝑻𝑻𝑻𝑻𝑻 𝟑𝟑𝑺𝑺𝑺𝑺𝑺𝑺𝑺𝑺𝑺𝑺𝑺𝑺



MAUT Open Forum on Faculty Salaries

March 13, 2019

Non-Salary Compensation
Ken Hastings



Non-salary compensation for McGill Faculty

Professional Development Fund (PDF)  $750/yr

Specific to academic staff

In common with all employee groups

Insurance Plans

Pension Plan



Supplemental Health

Dental

Short-term Disability 

You pay McGill pays

Insurance plans

Accident (AD&D) 0% 100%     $value?

Basic Life Insurance 0% 100%     $value?

0% 100%     $value?

50% ($1170/yr) 
family coverage

50% ($1170/yr) 
family coverage

50% ($683/yr)
family coverage

50% ($683/yr)
family coverage



Pension Plan
General characteristics of Registered Pension Plans

The employer and, usually, the employee contribute to the plan. 

Employee contributions are income tax-exempt, as long as the 
combined  employee + employer contributions are not more 
than 18% of gross income.

Any investment growth in the value of the employee + employer 
contributions is not subject to capital gains tax (though when
eventually withdrawn will be subject to income tax).



Three major types of pension plan

1. Defined Benefit (DB)
Regardless of any investment growth (or loss) in the fund the 
retired employee receives a known amount of money annually 
from the plan (e.g. in monthly cheques) according to a formula like 
this: X%  x  average salary in five best years x years of service

The McGill plan is not a DB plan. 
You will NOT be receiving monthly cheques from McGill.

You will receive a single payment, probably in the ~$1M ballpark.

1. Defined Benefit (DB)
2. Defined Contribution (DC)
3. Hybrid

~1/3 Canadian University Pension 
Plans are DB plans, 1/3 are DC plans
and 1/3 are Hybrid plans.



2. Defined contribution (DC)
Employer and employee contributions are fixed, and when the 
employee retires the entire value of his employee + employer 
contributions (plus investment growth or minus investment loss)
is given to him/her. There is one single payment from the plan, 
and then the employee is no longer part of the plan.

Three major types of pension plan cont’d

3. Hybrid plan.  
A hybrid plan is essentially a defined contribution plan in which 
an additional element is added. Regardless of investment returns, 
the final lump sum payout of the plan to the employee upon 
retirement may not be less than an amount that could purchase an
annuity that would generate a minimum annual salary….. 
..the Defined Benefit Minimum

Part A
Before Jan 1 2009

Part B After Jan 1 2009



Comparison of plan types: which is better for the employee?

When markets and interest are strong and investment growth is 
good, a defined contribution plan is better than a defined benefit 
plan because there is no upper limit on the output. The employee 
gets all the growth.

When markets and interest are weak and investment growth is 
not good, a defined benefit plan plan is better because the defined 
benefit may be of greater value than the value of the fund. Under 
these conditions the employer must make additional contributions
to ensure that the defined benefits can be paid out.

It depends on economic/financial conditions.

In a defined benefit plan the ouput is fixed…the defined benefit.
In a defined contribution plan the output is not fixed, there is no 
upper limit, and there is no lower limit.



Considered over all market conditions, good or bad, the Hybrid plan 
is better than pure DC or pure DB. Like the DC plan, when financial 
growth is good, the employee, not the “plan”, reaps the growth. But 
when financial conditions are bad and the value of the employee’s 
pension account tanks, the defined benefit minimum provides a floor 
below which the pension payout may not go.

Comparison of plan types: which is better for the employee?

So Part A has advantages compared to Part B BUT

There is an additional cost for Part A members.

Since Jan 1 2014 the Part A employee shares the liability of 
additional payments required to fund the Defined Benefit Minimum.
The deficit-sharing component was 2.2% of salary initially
and was reduced to 1.9% in September 2018. 



up to age 39

40 - 49

50 - 65

>65

employee
contribution

McGill
contribution

5% 5%6.9% 3.1%

7%

8%

0% (AVC)

8.9%

9.9%

7.5% 5.6%

10% 8.1%

McGill University Pension Plan
contribution scheme 

0% 

Part A deficit-sharing, currently at 1.9% of salary.
Employee contribution +1.9%

A

McGill contribution -1.9%

AB B

Part B no deficit-sharing
Part B has 1.9% more 
take-home pay than Part A

McGill takes the 
1.9% and makes 
a special 
contribution
to the
pension plan
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