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It may seem strange to refer to something
left-brain such as payroll as “fluid,” but that’s
just how Steven Van Alstine, the director of the
Payroll Resource Group with the Canadian
Payroll Association (CPA), describes this HR
service. “Payroll is ever changing,” he says.
“During this year’s National Payroll Week in
September, we focused on the fact that there
are 185 pieces of federal and provincial legisla-
tion that the HR practitioners who operate their
organization’s national payroll potentially have

to utilize in their jobs. They have to be aware of
the influences of these and ongoing change.” 

At HRPAO’s Innovate ’08 Annual Confer-
ence and Trade Show (January 30 to February
1, 2008), Van Alstine will speak on “Current
and Emerging Payroll Issues,” which include
issues such as ensuring payroll continuity in the
face of a disaster, and the move from a paper
environment to an online one. An example of
the latter is the new federal child tax credit
announced this year for parents of children

under the age of 18. “We initially thought this
would influence people’s tax returns,” he says,
“but the government decided to implement the
change through the tax system, meaning Cana-
dians would have to re-file their TD1 with their
employers.” The form is three pages in length,
so this step would have represented millions of
pieces of paper. “We provided an e-mail tem-
plate that requested notification if an employee
was impacted by this tax change and wanted to
receive the tax reduction at source on their pay

cheque. The Canada Revenue
Agency co-operated with the

CPA on this initiative as it
benefited not only

employers from an
administrative per-
spective but the
federal govern-
ment as well.”

Payroll is just
one aspect of the
compensa t ion

umbrella that
requires HR practi-

tioners to keep
abreast with what’s

happening. According to
Rod Radojevic, who will

speak at HRPAO’s Innovate ’08
conference on the topic of “Incentive

Compensation Trends: Better Management,
More Employee Satisfaction,” using compen-
sation as a tool to motivate employees is huge.
“There is no better way to get people more
focused on tasks, goals or objectives than to
have a portion of their pay linked to it,” says the
vice-president of Product Management Vari-
cent Software. 

“Incentive compensation is a variable pay
component for individuals, typically for sales
people whose compensation is based on com-
missions or bonuses tied to revenue and sales,
and managers who are paid according to some
metric. The strategy may include a manage-
ment by objective (MBO) component by
which someone receives a bonus if an event
happens in a particular timeframe, or any
number of other desirable outcomes. The new
aspect of this trend is that more employees are
coming under the incentive umbrella. Compa-
nies are building in a pay-for-performance
culture. For major firms, incentive compensa-
tion can run into the hundreds of millions.
Organizations want more value from those
dollars.” 

Incentive compensation can be looked at as a
win-win scenario that makes sense from an HR

perspective. “Setting up these plans correctly
can be a key way to drive company strategies
and growth,” Radojevic says. “Sometimes the
front-line, feet-on-the-street employees are the
most effective people for carrying out services
that can be tied to incentive compensation. This
approach can encourage sales people to gener-
ate more revenue dollars, new customers, or
promote new product offerings. The possibili-
ties are endless.”

Another aspect of compensation that today’s
HR professionals have to be aware of involves
programs for pay equity compliance. “This is
important,” says Yvonne Blaszczyk, president
of the Canadian Pay and Benefits Consulting
Group Inc. and one of Ontario’s few HR pro-
fessionals to have achieved the FCHRP desig-
nation. “Compensation is the largest invest-
ment any company will make regarding its
human resources. When handled well, com-
pensation can engage, motivate and help lever-
age the creativity and talent in a company to
maximize shareholder value. But it must be
linked to the business strategy and objectives,
as well as individual needs. I see compensation
as a tool that is a strategic umbrella under
which everything that occurs in the organiza-
tion falls.”

Pay equity compliance adds a wrinkle. “HR
professionals must ensure that their organiza-
tions comply with labour laws,” Blaszczyk
says. “They can use this opportunity to review
their job evaluation policies from many
aspects, and engage in an organizational
renewal at the same time. Pay equity compli-
ance can be leveraged to fine tune or rejuvenate
your existing HR and compensation pro-
grams.”

Where things get complex is in establishing
and maintaining records regarding pay equity
compliance. “Many organizations thought that
pay equity was a one-time thing. They didn’t
foresee certain organizational and technical
changes that would impact the issue. By not
keeping up, they slipped into non-compliance
mode. Now many organizations are receiving
letters asking them to prove they have met and
maintained pay equity, and there is a chronic
lack of historical data out there. The goal is to
prove and maintain pay equity in the past, pre-
sent and future, and to tie it all in with the orga-
nization’s strategy to motivate employees.” HR
professionals can find out more about this topic
at www.hrpao.org. 

When it comes to the compensation
umbrella, it “pays” to stay up to date on all
the issues, so the next time a new wave hits,
you’re covered.
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