TOWN OF FORT FRANCES

AGENDA - February 18, 2020

SPECIAL MEETING - COMMITTEE OF THE WHOLE MEETING
Council Chambers, Civic Centre
Page

1. COMMITTEE OF THE WHOLE
(Session No. 035) 02:00:00 PM

1.1 Call to Order

1.2 Disclosure of pecuniary interest and the general nature thereof.

2. Administration and Finance Division

2.1  Update of Management Non-Union (MNU) Salary Administration and 2-54
Benefits Policies

- approval of this report will agree to ratify the proposed updates to the
Management Non-Union Salary Administration and the Management
Non-Union Benefits policy.

2.2 2020 Preliminary Operating Budget 55-71
2.3 Discuss Process for Collection of Public Input on the 2020 Budget

3. ADJOURNMENT
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FORT
BOUNDLESS
Administration & Finance Division
To: Mayor and Council
From: Jordan Forbes, Human Resources Manager
Date: February 12, 2020
Subject: Update of Management Non-Union (MNU) Salary Administration and Benefits
Policies

1.0 Policy Updates

On February 3, 2020, Council provided direction to proceed forward with making the changes to the
Management Non-Union Salary Administration and Management Non-Union Benefits Policies which
were proposed in the report provided to council in that meeting package. Attached, please find the
amended policies.

For your reference, | have summarized the key changes which were identified in the report provided
to Council for the February 3, 2020 meeting.

1.1 MNU Salary Administration Policy
The implementation methodology for year one was provided to Council on February 3 and remains

unchanged. Given that the implementation is a one-time occurrence, this methodology is not
included in the policy.

Key Changes:

° Update of job evaluation procedure. An internal committee will lead the process, SSAPC will
provide policy and strategic direction.

° Update of policy statement regarding the differential between management and their direct

reports. All supervisors will receive greater pay than their direct reports. This is the one area
of change from the February 3 report, with the differential moving from 2% to 3%, but the
scope of the policy statement covering base pay only. This change will provide a nominal cost
savings to the Corporation and will still accomplish our stated goal.

° Update of pay band structure:
o Move to 17 pay bands from 15. Page 2 of 71
o) Move to stepped grid system as opposed to a percentage-based system.
o A stepped grid is more transparent for job incumbents (i.e. they can more
easily understand how their wage progresses with time).
o) Provides for a steady progression throughout the band and reduces inequity

between employees within pay bands.



o) Steps align more effectively with our payroll system (six possible rates per
band as opposed to over 1500 in some bands under the current system).

. Change to initial grid placement system criteria. Initial placement remains tied to experience
in related positions.

. Change to criteria for progression through the grid. Progression continues to be tied to
performance.

° Policy will be reviewed once per term of council.

° A market review of compensation rates shall be performed at least once per term of council.

It has been completed for this term already.
Language to be eliminated is struck out.
1.2 MNU Benefits Policy
Key Changes:

° Changes to vacation accrual language, adjusted band numbers to correspond with new
structure. Allowed an accommodation for staff currently in Bands 11-14 to maintain their
accrual rate if they were in bands 10-15 in the previous system (this relates to a small number
of incumbents). Please note that this policy change will not lead to a change in vacation accrual
rate for any staff.

° Changes to language related to disability insurance. The threshold level was changed from Band
9 to Band 11. This change will bring one position into a higher range, however, there is only a
nominal marginal cost associated with this change.

Changes in the benefits policy are shown in red, with previous language struck out.
Thank you for your consideration.

Sincerely,

Jordan Forbes
Human Resources Manager

Council approval of this report will agree to ratify the proposed updates to the Management Non-
Union Salary Administration and the Management Non-Union Benefits policy.
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THE TOWN OF FORT FRANCES
Section: Human Resources

Policy: Management/Non-Union Salary
Administration

Creation Date: October 2002

Revised Date: 2003, 2004, 2005, 2006, 2007, 2009, 2010, 2011,
2014, 2016, 2019, 2020

Resolution Number: 135

Supersedes Resolution Number: 628

Policy Number: 3.6

1. POLICY PURPOSE

To direct salary grid placement and the rates of compensation for the Corporation’s
Management / Non-Union employees.

2. POLICY OBJECTIVES

To establish and maintain a fair and equitable method of remuneration for all Management /
Non-Union employees.

To establish and maintain appropriate salary/wage differentials between supervisory and
bargaining unit positions.

To maintain compliance with pay equity legislation.
3. COVERAGE

All Management / Non-Union employees of the Town of Fort Frances.
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4. JOB EVALUATION PROCESS

Definitions:

 List of Definitions

Term

Definition

Appellant

The individual(s) who appeal a decision of the Job Evaluation
Committee (JEC).

Consensus Decision

Occurs when everyone on a committee reaches the point
where they fundamentally agree and can support a decision.
Reaching a consensus decision doesn’t necessarily require
that every member completely agrees, simply that each
member can support the decision.

Degree The actual measurement levels within a given sub factor.
Factors and A factor is a major criterion used to measure jobs.
Subfactors Subfactors are components in a factor.

Gender Neutral

Any practice which does not discriminate on the basis of
gender.

Incumbent An employee who has been appointed to a job. Some jobs
may have multiple incumbents (e.g. Lifeguard).

Job Is made up of duties and responsibilities.

Job Analysis The process of recording the tasks, duties, required skill,

effort, responsibility and working conditions involved in the
performance of that job. Job Analysis may be conducted
using a variety of techniques, including but not limited to, the
use of questionnaires, job descriptions, interviews, and work-
site observation.

Job Description

A written description of a job including a summary of the
major duties, responsibilities, job specifications, skills, and
effort, and working conditions for a job.

Job Evaluation

A process which measures the relative value of jobs within
the organization. This value is expressed in points.

Job Evaluation Tool

The tool used to conduct job evaluations, containing the
guidelines and degree levels for each sub-factor used for
evaluating a job.

Job Evaluation
Committee (JEC)

The committee responsible for the evaluation of jobs. The
committee consists of the Human Resources Manager, or
designate, the Chief Administrative Officer, or designate, and
the Treasurer, or designate, as well as an alternate member
from the Management Non-Union group selected by the
committee.

Majority Vote A vote of the JEC where more than one half of the members
support a given position, or motion.

New Job A job which is added to the organization which is sufficiently
different from work currently being performed in the
workplace that it cannot be assigned to an existing job.

Pay Equity Pay Equity is defined in statute in the Pay Equity Act.
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Points, Weighting,
and Total Points

Points are the numerical value assigned to each degree in
each subfactor. Weighting is assigned to each subfactor as
established by the JEC.

Position Is a collection of duties and responsibilities assigned to one
person.
Rating The process of reviewing the related job documents using the

Job Evaluation Tool and selecting the appropriate sub factor
degree.

Sore-thumbing

The process of comparing new rating decisions to previous
rating decisions of similar, or related jobs. Comparisons may
be performed on a subfactor by subfactor basis, or total
points basis.

The process helps to confirm the accuracy of job evaluation
results, and helps to ensure that job evaluation results reflect
a relative ranking.

Job Evaluation:

1. Job Evaluation is about the job, not about the person doing the job.

2. Itis a means of determining the relative value of the job, it is not a means of measuring

individual performance.

B w

Job Evaluation Tool:

1. Alljob evaluations will be conducted using a gender-neutral job evaluation tool to ensure

It is used to establish internal equity and maintain compliance with pay equity legislation.
Is a collaborative process where a committee works together to reach consensus.

compliance with Pay Equity legislation.
2. All jobs will be evaluated using the same tool. The tool is appended to this policy in

Appendix ‘A’.

Job Evaluation Committee:

1. Ajob evaluation committee (JEC), consisting of the Human Resources Manager, or

designate, the Chief Administrative Officer, or designate, and the Treasurer, or designate

shall evaluate all jobs in the Management Non-Union group.

2. An alternate member, selected by the Committee, may participate in job evaluations in the
absence of a committee member. A minimum of two (2) committee members are required

to conduct a job evaluation.

3. No member of the committee shall evaluate their own job.

4. Members of the committee shall apply the job evaluation tool in a consistent and gender-
neutral manner and shall not favour one type of work over another or one individual over

antoher.
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Requirement for Job Evaluation

Job evaluations shall be conducted in the following circumstances:

1. When ajob is added to the Management Non-Union group, a job evaluation shall occur
prior to its addition.

2. One year after a new job has been added, and an incumbent has been in place, the job

shall be re-evaluated by the JEC.

When it has been mutually agreed to by the JEC that a job has substantially changed.

4. When a supervisor, or job incumbent identifies that the job duties, or the qualifications for
the position, have substantially changed, they may request a job evaluation by contacting
the Human Resources Manager.

a. If such arequest is received, a copy shall be provided to each member of the JEC
within 10 business days, and the JEC shall determine, by consensus, or majority
vote if consensus can’t be achieved, if a job evaluation is to be conducted.

b. If an employee, or supervisor makes a request more than one time per year, or
makes a request that is baseless in nature, the JEC, at its sole discretion, may
deny the request.

c. The Human Resources Manager, on behalf of the JEC, shall notify the party
requesting the job evaluation of the JEC’s decision, and shall provide a copy to the
other members of the JJEC, and the Unit Chair.

w

Materials to Support Job Evaluations:

The following materials may be used to support job evaluations:

1. Current job description. The committee shall use the current job description for the job
being evaluated.

2. The committee shall use the results of any current job analysis that has been conducted
for the job being evaluated. Where feasible, a job analysis should be conducted prior to
conducting a job evaluation. In the case of a new position where there is no incumbent, a
job analysis is not required.

3. Written, or oral documentation from incumbents, or supervisors to provide additional
information may be included, as required.

4. Any other reference material deemed relevant by the committee.

Job Analysis

It is good practice to conduct a job analysis prior to completing a job evaluation. The Human
Resources Manager and supervisor will endeavor to provide a job analysis to the JEC prior to
undertaking a job evaluation, unless it is a newly created job being evaluated.

The method used to undertake job analysis shall be at the discretion of the JEC. Page 7 of 71

Review of Results & Sore Thumbing

As job evaluation is to some degree, a subjective process, it is important to periodically review
ratings, and undertake sore thumbing. During the job evaluation process, upon reaching
consensus, the JEC shall review the agreed upon rates against existing job ratings.



Results of Job Evaluation

After completion of the job evaluation, and if required, sore thumbing, the Human Resources
Manager shall communicate the results of the job evaluation to the incumbent, and relevant
supervisors within ten (10) business days upon completion of the job evaluation.

Adjustments to compensation

Job evaluation creates a relative ranking of jobs and on occasion, the results of job evaluation
will indicate that the pay band for the job will need to be changed. If this occurs, the job shall
be placed in its appropriate pay band based on the scoring identified in the completed job
evaluation.

If the job moves to a higher pay band, the following shall take place:

1. If the current rate of pay for the incumbent is within their new pay band, they shall maintain
their rate of pay. Contingent on receiving a satisfactory performance appraisal, the
incumbent will move to the next step on their new pay band at their anniversary date (i.e.
the date they started in their current position) and will continue to do so until they reach
the maximum rate for their pay band.

2. If the current rate of pay for the incumbent is below the rate of pay for the new pay band,
their new pay rate shall be the base rate of the new pay band. Contingent on receiving a
satisfactory performance appraisal, the incumbent will move to the next step on their new
pay band at their anniversary date (i.e. the date they started in their current position) and
will continue to do so until they reach the maximum rate for their pay band.

If the job moves to a lower pay band, the following shall take place:

1. If the current rate of pay for the incumbent is within their new pay band, they shall maintain
their rate of pay. Contingent on receiving a satisfactory performance appraisal, the
incumbent will move to the next step on their new pay band at their anniversary date (i.e.
the date they started in their current position) and will continue to do so until they reach
the maximum rate for their pay band.

2. If the current rate of pay for the incumbent is above the rate of pay for the new pay band,
their wage will be frozen until such time as it aligns with their pay band.

Appeals

1. The incumbent, or their supervisor, may appeal the results of a job evaluation to the JEC
within thirty (30) calendar days of receiving the results of the job evaluation by submitting
a request in writing to the Human Resources Manager. If the supervisor requesting the
appeal is a member of the JEC, they shall recuse themselves from the appeal processPage 8 of 71
and the alternate member shall take their place.

2. The appeal request shall include the following:



a. The reason(s) for which the appellant feels that the results of the Job Evaluation
are not accurate.

b. The appellant must identify any ratings that they feel are inaccurate, provide what
they believe to be the correct rating, and provide rationale for their rating.

c. The JEC shall review the appeal within thirty (30) calendar days, at a time of mutual
agreement, and determine by consensus, or failing to achieve consensus, majority
vote, if the appeal has merit.

d. If the appeal is deemed to have merit, the JEC shall review the specific ratings
identified in the appeal, and reach consensus to determine what, if any, changes
are required.

e. Once the appeal process is complete, and the JEC has reached a decision, they
shall notify the appellant in writing within ten (10) business days.

3. Results of the appeal process are final. For jobs with multiple incumbents, only one appeal
may be filed.

completed evaluations and critically evaluate the results. Th Page 9 of 71

The Salary Structure Administration Practices Committee (SSAPC) will provide policy, and
strategic direction regarding the following:

¢ Compensation, and total rewards practices for the Management / Non-Union group.
6



e Job evaluation practices for the Management / Non-Union group.
e Compliance with pay equity legislation.

The SSAPC will consist of the following members:

e The Chief Administrative Officer (or designate)
e Human Resources Manager
e Treasurer (or designate)

: > : :

e Two members of Council

g Page 10 of 71
5. SETTING RATES OF COMPENSATION

A. Point Bands



Each position will be compensated on the basis of the band or range of point values into which
the job falls. Once the total point value of the position has been determined, the JEC will define
the appropriate point band for the job. There are seventeen (17) different groups ranging from
one hundred and five (105) points at the base of Band 1 to eight hundred and twenty-five (825)
points at the base of Band 17. The point band will determine the appropriate salary range.

B. Salary Ranges

The point band number defines the salary range. The salary level for each point band consists
of six (6) steps, with step 0 being the base of the pay band and step 5 being the maximum of
the pay band.

Salary ranges shall progress in line with the annual increments identified in this policy. The
rates for Step 0 and Step 5 shall be multiplied by the annual increment, and steps 1,2,3 and 4
shall be at equal increments between steps 0 and 5.

6. INITIAL PLACEMENT ON COMPENSATION GRID

Upon being hired, staff will be placed on the salary grid. Placement shall occur according to the
following criteria:

1. All positions start at Step 0 unless they have significant related experience as follows:

a. Step 1: 5 - 10 years experience in a related job at a lower level (e.g. Superags 11 of 71

or Division Manager) with the Town of Fort Frances, or another employer.

b. Step 2: 5 — 10 years in a related job at the same level, or higher level (e.g.
Supervisor, or Division Manager) with the Town of Fort Frances, or another
employer.

8



c. Step 3: 10 or more years of experience in a related job at the same level, or higher
level with the Town of Fort Frances, or another employer.

d. Placement at Step 4 or higher shall be at the discretion of the CAO, and Human
Resources Manager.

The Human Resources Manager will be responsible for initial grid placement unless it is at Step
4 or higher.

Interim or casual staff will start at step 0 on the grid.
Definitions:

A related job is defined as a job where the candidate would have gained experience performing
a number of the key duties in the job or have obtained some or all of the required qualifications
for the job.

A job at the same level is defined as a job with a similar level of responsibilities. For example,
functional lead, line supervisor, superintendent, project manager, department manager, division
manager. Consideration should be given to responsibilities related to supervision of staff,
financial management, project management, providing functional direction, as well as other
relevant factors.

A job at a higher level is defined as a job with a higher level of responsibility. For example,
someone with experience as a division manager who is applying for a department manager
position. Consideration should be given to responsibilities related to supervision of staff,
financial management, project management, providing functional direction, as well as other
relevant factors.




employee holding a supervisory roIe shaII be entltled to an effectlve rate of pay WhICh is no Iess
than 3% more than the base pay of histher their direct subordinates. This principle will direct
the initial placement on the compensation grid and progression through the grid.




7. PROGRESSION THROUGH PAY BAND COMPENSATHON-GRID
Employees shall progress through the pay band as follows:

1. Contingent on a satisfactory performance appraisal, which must be completed by the
supervisor once per year, the incumbent will move to the next step on their new pay band
at their anniversary date (i.e. the date they started in their current position) and will
continue to do so until they reach the maximum rate for their pay band.

2. Casual or part time staff will be eligible to move to the next step of the pay band
contingent on a satisfactory performance appraisal, and completion of one year worth of
hours, which is 1820 hours for a 35 hour work week, and 2080 hours for a 40 hour work
week. It is the responsibility of the supervisor, and human resources manager to follow up
regarding progression for part time and casual staff.

and-will-consist-of- the following-elements: Page 14 of 71
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9. POLICY REVIEW AND MAINTENANCE

The SSAPC Committee will review this policy at least once per term of Council. The policy may
be reviewed as required.

A review of market compensation rates for Management Non-Union jobs, and bargaining unit
jobs shall be conducted once per term of council. The Human Resources Manager and CAO
at their discretion may undertake or arrange for a market survey as required.

Once a review is completed, if changes to compensation rates, or policy are indicated, the
SSAPC Committee will submit a report with recommendations to Council with respect to rates
of compensatlon and to any other matter relatlng to the operatlon of the process. Ihe—#ewew

10. SALARY RANGES FOR EACH PAY BAND

The following are the salary ranges for each pay band:

Page 15 of 71
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2020 Hourly Rate
Step 0 Step 1 Step 2 Step 3 Step 4 Step 5
1S 1730| S 1792 §$ 1842 | § 1881 | S 19.13| $20.40
2| S 1830 S 1932 S 2014 | S 20.79 | S 21.31| $23.40
3| S 2040 S 2142 S 2224 | S 2289 | S 23.41| $25.50
4 S 2240 S 23.42| S 2444 | S 2546 | S 26.48 | $27.50
5| S 2450 $ 2552 | S 2654 | S 2756 | S 28.58 | $29.60
6| S 2450 S 2572| S 2694 | S 28.16| S 29.38 | $30.60
7|S 2750 $ 28.72| S 2994 | S 31.16| S 32.38| $33.60
8|S 2960 | S 31.02| S 3244 | S 3386| S 35.28 | $36.70
9| S 3160 S 33.02| S 3444 | S 3586 | S 37.28| $38.70
10| S 3460 S 36.04| S 3748 | S 38.92| S 4036 | $41.80
11| S 3670 $ 3832 | S 3994 | S 4156| S 43.18| $44.80
12| S 3970 S 4134 S 4298 | S 4462 | S 46.26 | $47.90
13| S 4180 S 4364| S 4511 | S 46.29 | S 47.23 | $51.00
14| S 4480 S 46.84| S 4847 | S 49.78 | S 50.82 | $55.00
15| S 4890 | $ 51.14| S 5338 | S 55.62| $ 57.86| $60.10
16| S 53.00| $ 55.44| S 5739 | S 58.95| $§ 60.20 | $65.20
17| S 66.00| S 68.00| S 70.00| S 72.00| $ 74.00| S$76.00

Hourly Rate (2% increase from 2020)

Step 1 Step 2 Step 3 Step 4
1S 1765| S 1828 | §$ 1891 | § 1954 | S 20.18| $20.81
2| S 1867 | S 19.71| §$ 2075| S 21.79| S 22.83| $23.87
3|/ S 2081 | S 2185| S 2289 | § 2393 | S 2497 | $26.01
4SS 2285 S 2389 | S 2493 | S 2597 | S 27.01| S$28.05
5|5 2499 | S 26.03| S 27.07 | § 2811 | S 29.15| $30.19
6| S 2499 | S 26.23| S 2748 | S 2872 | S 29.97| S$31.21
7|18 2805 S 29.29| S 3054 | S 31.78| § 33.03| $34.27
8|S 3019 | S 3164 S 33.09| S 3454 | S 3599 | $37.43
9| S 3223 S 3368| S 3513 | S 36.58| S 38.03 | $39.47
10| § 3529 | S 36.76| S 3823 | S 39.70| $ 41.17 | S42.64
11| S 3743 S 39.09| S 4074 | S 4239 | S 44.04| $45.70
12| S 4049 S 4217| S 4384 | S 4551 | S 47.19| $48.86
13| S 4264 | S 4451 S 4639 | S 48.27 | S 50.14 | $52.02
14| S 4570 S 47.78| S 4986 | S 5194 | S 54.02 | $56.10
15| S 4988 | S 52.16| S 5445 | S 56.73| S 59.02 | $61.30
16| S 5406 S 56.55| S 59.04| S 61.53| S 64.02 | $66.50
17| S 6732 S 6936 S 7140 | S 73.44| S 7548 | $77.52

Page 18 of 71
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Hourly Rate (2% increase from 2021)

Step 0 Step 1 Step 2 Step 3 Step 4 Step 5
1S 18.00| S 1864 | $ 19.29 | § 1993 | S 20.58| $21.22
2| S 19.04| S 2010/ S 2116 | S 2222 | S 23.28 | $24.35
3|S5 21221 S 2229 S 2335| S 2441 | S 2547 | $26.53
4SS 2330 S 2437 | S 2543 | S 2649 | S 27.55| $28.61
5|S 2549| $§S 26.55| S 2761 | S 2867 | S 29.73 | $30.80
6| S 2549 | S 26.76| $ 28.03| S 2930 | $ 30.57 | $31.84
7|5 2861 S 29.88| S 31.15| S 3242 | S 33.69| $34.96
8|S 3080 (S 3227| S 33.75| S 35.23| $ 36.71| $38.18
9| S 3288 | S 3435| S 3583 | S 37.31| S 3879 | $40.26

10| $ 36.00| S 37.50| S 3899 | S 40.49| S 4199 | $43.49
11| S 3818 | S 3987 | S 4155 | S 4324 | S 4492 | $S46.61
12| S 4130 S 43.01| S 4472 | S 46.42 | S 48.13 | $49.84
13| S 4349 S 4540 S 4732 | S 49.23| S 51.15| $53.06
14| S 4661 | S 4873 | S 50.85| S 52.98| S 55.10 | $57.22
15| $ 5088 | S 53.21| S 5554 | S 57.87| S 60.20 | $62.53
16| § 55.14| S 57.68| S 60.22 | S 62.76| S 6530 | $67.83
17| S 6867 S 7075 S 7283 | S 7491 | S 76.99| $79.07

Page 19 of 71
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Schedule ‘A’ Job Evaluation Tool
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TOWN OF FORT FRANCES

JOB EVALUATION MANUAL
FOR

MANAGEMENT NON-UNION (MNU) SALARIED POSITIONS

Page 21 of 71
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NOTES TO RATERS
Skill
SUB-FACTOR NO.1: Education and Training

This sub-factor measures the level of formal education required to perform the job as well as
requirements for job specific licences, tickets, certificates or designations usually
acquired in addition to and after completing the required level of formal education.

Note that it is the minimum level of formal education required for job entry that is rated here.
Formal training, education or credentials that are normally obtained after employment in a
position with the municipality are to be considered in rating the Experience sub-factor. (edited
Oct. 29)

Guidelines:

1. If the job information indicates that more than one level of formal education might be
suitable (for example, a 3-year college diploma or a university degree), rate the job at the
lowest, or minimum level (in this example, a 3 year college diploma)

2. A Technician diploma is generally earned over a two-year period, while a Technologist
diploma is generally earned over a three year period.

Instructions:

1. Rate Education using Part A and record the appropriate Degree level in the Comments
section of on the Evaluator’'s Rating Sheet.

2. Each ticket, certificate, etc. which an employee in this job is required to hold is an “add-
on” to the Degree rating recorded for Part A. For example, a job which requires High school
graduation (Degree 2), a Valid ‘G’ licence, and up-to-date computer skills would rate 3.5
Degree — (Degree 2 from Part A plus .5 for the licence and 1.0 for the computer skills).

When a job requires the employee to hold more than one Certificate or Licence (for example
Sewer & Water Collection and Sewer & Water Treatment) rate each certificate separately.

3. Record the total Degree rating from Part A and Part B combined in the Rating box on
the Evaluator’s Rating Sheet.

Page 22 of 71
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DEGREE DEFINITIONS
SUB-FACTOR NO.1: Education and Training

Part A: Formal Education Requirements

Degree Definition

Less than high school graduation
High school graduation

3 Post secondary education requiring up to one year for completion (e.g. a one year community
college program to achieve a Diploma or Certificate

Post secondary education requiring over one year and up to two years for completion (e.g. a two
year community college program leading to a Diploma)

Post secondary education requiring up to three years for completion (e.g. a three year community
college program leading to a Diploma or a three year University program leading to a Bachelor of
Arts Degree or B. Admin)

Post secondary education requiring up to four years for completion (e.g. a four year University
program leading to a B.Sc. or H.B.Comm Degree)

Post graduate education requiring one or two years for completion (e.g. a M.Sc. or M.A. Degree)

Dual Masters level degrees OR PhD

Part B: Job Specific Licences, Tickets, Certificates & Designations

Degree
Add-Ons Definition

0 There are no job specific licences, tickets, certificates or designations required to perform this job. All training is
provided on-the-job and recognized under the Experience Factor

5 The position requires that the employee hold a licence, ticket or certificate which is normally obtained outside
the formal education requirements and which can normally be acquired through a few hours of study combined with
practical experience (e.g. Valid ‘G’ Class Licence, word processing, spreadsheet or data base applications)

1.0 The position requires that the employee obtain and periodically update knowledge of computerized word
processing, spreadsheet and/or database applications normally acquired through several hours of study/training outside
training provided in the workplace through on-the-job training

15 The position requires that the employee hold a licence, ticket or certificate which is normally obtained outside
the formal education requirements and which is normally acquired through several weeks of study and where practical
experience is a requisite for qualification (e.g. Sewer & Water Certification, Health & Safety Certification, Ontario Roads
Certificate, CBCO or BCQ, completion of Ontario Fire College program)

25 The position requires that the employee hold a licence, ticket, certificate or designation which is normally
obtained outside the formal education requirements and which is normally acquired through completion of a group of
courses or a series of levels involving significant months of study. This degree is relevant only where practicﬁ
experience is a requisite for qualification (e.g. Journeyman’s papers, AMCTO certification) OR where there is an ongoi @ge 23 0f 71
requirement to update the knowledge associated with the licence, ticket or certificate.

4.0 The position requires that the employee hold a licence, ticket, certificate or designation which is obtained in
addition to the formal education requirements, conferred by an accredited professional body and which is acquired
through completion of a group of courses or a series of levels involving significant years of study and where
practical experience is a requisite for qualification (e.g. P.Eng., CPA, CHRL)
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NOTES TO RATERS
Skill
SUB-FACTOR NO.2: Experience

This sub-factor measures experience required to perform the job as indicated by time in this
job as well as prior experience in related jobs.

Learning on the job is measured in terms of “compressed” time: the amount of time assessed
for work experience represents the fastest structured on-the-job learning time with all non-
learning periods removed. In other words, on-the-job time spent performing previously
learned tasks and duties are removed from the assessment. The result is a compressed time
period, rather than lapsed time. Learning time may be lengthened for jobs that include key
(important) functions performed only cyclically (such as annual year-ends or duties performed
only seasonally). Where proficiency in carrying out the function can be expected to require
more than one cycle, it may be reasonable to rate learning time somewhat higher.

Work experience is defined as follows:

Field Experience: Practical experience in a non-supervisory role. Can
include progressively responsible positions in a
specific vocation or field.

Supervisor Experience: in previous work situations, having responsibilities
related to some or all of the following: staff selection,
work assignment based on ability and skill,
performance evaluation, feedback and discipline
Senior Administration or in previous work situations, having responsibilities for
Management Experience: | planning, direction and accountability for financial,
material and human resources

Instructions:

1. Rate Part A first and record that Degree rating in the Comments section of the
Evaluator’s Rating Sheet.

2. If the job requires experience in addition to that rated in Part A, add either 1, 2 or 4, as
appropriate, to the rating from Part A and enter the combined Degree Rating in the Rating box
on the Evaluator’s Rating Sheet.
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DEGREE DEFINITIONS
SUB-FACTOR NO.2: Experience

PART A: Experience On-the-Job and/or in Similar or Related Work

Degree Definition
1 Less than one month FIELD experience is required
2 More than 1 and up to 3 months FIELD experience

3 4 to 6 months FIELD experience

4 More than 6 months and up to 1 year FIELD experience
5 One to three years FIELD experience
6 Four to six years FIELD experience

PART B: Experience in Progressively Responsible Positions

Degree
Add-Ons Definition
1 Experience in progressively responsible positions including 1 to 3 years field

experience measured in Part A, plus supervisory responsibilities

2 Experience in progressively responsible positions including 4 to 6 years field experience
measured in Part A, plus supervisory AND fiscal management responsibilities

4 Experience in progressively responsible positions including supervisory
responsibilities AND senior administrative or management responsibilities
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NOTES TO RATERS
Skill
Sub-Factor No. 3: Self-Direction

This factor measures position requirements to work independently by taking appropriate
decision or action in performing the normal duties of the position.

Nature of Decision-Making:

Decisions can be considered Standardized when they involve judgment of observable
conditions such as assessment of correctness, sequence, accuracy, quality.

Decisions that are categorized as Reasoned when they involve judgment of somewhat
ambiguous conditions, where an assessment will determine whether the situation or outcome
is satisfactory, adequate, sufficient, appropriate or tolerable.

Decisions that are categorized as Predictive involve greater complexity as judgments must
be made based on vague or subjective information. These assessments will involve
estimation. Considerations can be characterized as assessment of likelihood, probability,
and risks.

"Policies” can be internal operating or administrative policy, by-laws, resolutions, or provincial
and federal statute. "Standards" can be internal work standards, professional standards, or
codes which are adhered to on a province-wide or national level. All experiences in following
rules, instructions, policies, procedures or standards form "precedents"” for future decision
making.

Review the entire job position description before rating this factor. In particular, consider the
position mandate as set out under Position Summary and the procedures and policies
indicated under "Direction Received ". Which standards, rules, policies or procedures set out
how the work is to be done? Are there simple rules and instructions to follow or are there
complex by-laws, codes or laws to conform to? Consider also the duties and responsibilities
listed under each major requirement. What limits on authority to take independent action are
in place? Consider all of the problem situations and emergencies which arise within the
position and the frequency with which they occur. Is there a requirement for independent
decision or is there a precedent, procedure or advisor immediately available to provide
direction?

Consider all of the rules, procedures, policies etc., which direct the incumbent in performing
the work. Do not consider advice or assistance provided to others. Direction and supervision
of others are measured under Responsibility factors.
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SKILL

Sub-Factor: SELF DIRECTION
Nature of
Degree Decision Definition
Making
Generally Employee has some choice of action within limits defined by work
1 Standardized | rules/practices or formal work procedures.
Employee may make decisions on sequence or correctness of own work.
Occasionally | Employee has choice of action when completing varied, recurring
Reasoned assignments. Employee makes decisions on quality or accuracy of own
2 work, and in some situations makes judgements regarding exceptions to
accepted standards or precedents that require direction from supervisor or
others.
Frequently Employee has some choice of action within limits defined by standard or
3 Reasoned accepted work practices and formal procedures. Employee exercises
independent judgment to determine which of many methods or processes
are applicable in any given situation.
Reasoned Employee has choice of action in achieving key responsibilities within
established limits of authority. Determinations may involve analysis of
4 technical details. Employee exercises independent judgment in selecting
and interpreting factual information in relation to policy, procedure or
standards. May recommend changes to approved plans or established
policy in response to problems encountered.
Reasoned Employee has choice of action in achieving key responsibilities or policy
and objectives within established limits of authority. Determinations may
5 Sometimes involve consideration of both technical and subjective factors. Employee
Predictive generally exercises independent judgement in making operating decisions
based on assessment of efficiency, budgetary considerations, resource
availability and the like.
Occasionally | Employee has choice of action in achieving broad objectives within
Predictive approved plans, organizational policies, and governing
legislation/regulations. Conditions requiring decisions may be complicated
6 by the need to consult widely or coordinate between diverse functions,
programs or services. Employee exercises independent judgment in
making operating decisions based on assessment and interpretation of
divergent views or objectives and factual information.
Frequently Employee has choice of action in achieving a broad mandate within
Predictive strategic organizational goals and objectives. Conditions requiring
with short- decisions are complicated by the need to consider the potential impacts of
7 term impacts | alternative courses of action in related and indirectly related functions,
programs and services. Employee exercises independent judgment in
recommending changes in operating plans, policies, methods or standards
in response to problem situations.
Frequently Employee has choice of action in achieving a broad mandate for
Predictive achievement of strategic goals and objectives for organization stability and
with long- development. Conditions requiring decisions are often complicated by the
3 term impacts | need to consider the organization as a whole, and to estimate Page 2

consequences and risks. Employee exercises independent judgment in
determining the need for and extent of internal and external input, and in
assessing and interpreting divergent scenarios, views, needs or

possibilities.
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NOTES TO RATERS
Skill
Sub-Factor No. 4: Communication Skills

Description & Definitions:

This sub-factor measures job requirements to effectively interact and communicate with
people both within and outside the organization. This sub-factor considers the type,
importance and purpose of exchanges, and the degree of interpersonal skills required to
achieve job objectives through those contacts. It also considers the communication skills
inherent in hearing and effectively resolving complaints: these may be in the form of
grievances or disagreements involving internal or external contacts.

Contacts may take place in person, by telephone, via text or email, or through video-
conference. Written communications encompass the written word, as well as messages
communicated in pictorial illustrations, video and audio recordings.

Communications may be with internal and external contacts. Internal contacts include other
employees, those within the same department and those in other municipal departments or
service areas, peers as well as those with greater or less job authority, and members of
Council. External contacts include taxpayers, users of municipally-provided goods/services,
members of the public, businesses, representatives of public-sector and government
organizations, etc.

Notes to Raters:

1. In rating communication skills, consider who the contacts are, the purpose, scope,
frequency and impact of contacts and the complexity of skills required. Rate the job based on
the best fit: not all statements in the Degree description need apply.

Remember to consider interpersonal and communication skills in terms of the typical
or usual requirements of the job.
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Sub-Factor: Communication Skills
Degree Scale

Degree Definition

Communications are primarily within the organization. Incumbent most commonly

communicates within own department or area.

1 Exchanges involve common courtesy, effective listening and comprehension skills to enable
working cooperatively with others.

Position does not require incumbent to respond to complaints from internal or external

customers.

Communications may be both within and outside of the organization. Incumbent may be first
point of contact for external customers.

Exchanges are primarily required to identify and respond to basic needs or requests such as for
2 readily-available information of a non-technical nature.

Tact and diplomacy may be required to deal with minor conflicts/complaints. May be expected to
hear complainant out and to channel complaints to others accordingly. Generally, can refer a
difficult or challenging situation to others.

Communications are most frequently with internal or with external contacts.

Exchanges may primarily require the ability to identify needs and to provide advice, instruct, or
train based on general job knowledge, or involve presentation of complicated issues or concepts.
Cooperation or the coordination of efforts with contacts may be required.

3 Skills of tact and diplomacy are required to secure future support, continued cooperation, avoid
conflict, preserve harmony.

Frequently must interact with contacts before a difficult or challenging situation/issue may be
escalated or referred to others for resolution.

Communications are with both internal and external contacts.

Exchanges frequently require the ability to identify and respond effectively to needs or interests
that require extensive explanation based on technical or legal requirements or complex
information where securing understanding or acceptance is difficult.

4 Fact-finding skills or presentation of opinion, assessment or evaluation of complex material may
be required. Skills to consult/achieve cooperation with others are required.

Skills of persuasion, influencing, counseling or motivation are required to obtain the
cooperation/coordination of others, or promote understanding, interest or support.

Complaints dealt with will generally involve issues escalated by others.

Communications are with both internal and external contacts.

Exchanges often require extensive or repeated interactions to explain, negotiate, persuade or

influence individuals or groups. Exchanges may involve highly technical or complex subjects or

5 contentious issues that are important to decision-making by others or with potentially lasting
effects on relationships inside and outside the organization

Skills of persuasion, mediation, negotiation are required to resolve disputes, avoid repetition of

situations, convince and obtain support and cooperation of others.

Complaints dealt with will generally involve the quality of goods/services provided by others.
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NOTES TO RATERS
EFFORT
Sub-Factor No. 5: Mental Effort

This factor measures the degree of mental effort involved in the performance of normal job
duties by examining the tasks which cause stress and pressure. The frequency and duration
of concentration, effect of interruptions, and the frequency of deadlines and emergencies are
rated here. Consider the flow and volume of the work. The two elements measured by this
factor are defined as follows :

Concentration: The effort directed at conscious thought application to information or sensory
input processing as required by a single activity or task.

Time Factor: Mental strain created by schedules, timetables or completion dates set by
others or brought on by the need to react or take action in crisis situations where injury,
damage, or loss of lives or property is at risk.

Mental demands are set out in the position description under the heading "Effort" . Before
rating the position on this factor, review the tasks and activities as presented under "General
Responsibilities" within the description to ensure you have a comprehensive understanding
of mental demands, their frequency and duration.

Definitions for Degree of Concentration, Alertness and Attentiveness:

Concentration, alertness or attentiveness Frequently required to assure Completeness
of the work, with Occasional requirements to assure Completeness and Accuracy.
Concentration, alertness or attentiveness Frequently required to assure Completeness
Above Normal and Accuracy of the work, with Occasional requirements to assure Comprehension,
Accuracy or Quality.

Concentration, alertness or attentiveness Frequently or Constantly to assure
Comprehension, Accuracy AND Quality of the work.

Normal

High
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EFFORT
Sub-Factor No. 5: Mental Effort

Degree Scale

Duration

Intensity

Prolonged:
Between 3 and 6
hours a day

Moderate:
Up to 3 hours a day

Extended:
More than 6 hours a
day

NORMAL degree of
concentration, alertness and
attentiveness to assure
completeness of the work.
Task performance may be
impacted by frequent
interruptions.

ABOVE NORMAL degree of
concentration, alertness and
attentiveness to assure
completeness and accuracy
of the work. Task
performance is impacted by
frequent interruptions or
deadlines imposed by others.

HIGH degree of
concentration, alertness and
attentiveness to assure
comprehension, accuracy and
quality of the work. Task
performance is regularly
impacted by multiple
deadlines or events requiring
immediate attention.
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EFFORT
Sub-Factor No. 6: Physical Demands

NOTES TO RATERS

This factor measures the degree of physical exertion leading to fatigue involved in the performance of normal
job duties. Physical demands are rated by examining the tasks which require muscular exertion and strain, and
by considering the frequency, duration and variety of such demands . Muscular requirements are measured
within three elements as follows :

Muscular Exertion : These are requirements for manual effort necessary to lift/ carry, push/ pull, climb, run,

stack.

Muscular Strain: These are requirements to assume and hold awkward and physically taxing positions, including
twisting / turning , reaching , stooping/ kneeling, crouching/ crawling, sitting, standing, walking.

Manual Dexterity: These are requirements for manual dexterity or motor coordination involving the simultaneous

use of both limbs or of appendages as well as sensory organs. This element includes hand—eye coordination,
hand—foot coordination, and hand—eye—foot coordination as used in equipment and machine operation or

balancing.

Find the definition of Intensity that most closely describes the most frequently occurring exertion in the job.
Next identify the appropriate duration of that level of intensity.

Evaluation of jobs that have extremely varied requirements, such as normal intensity on an average day and
high intensity on some days or for some periods of time should reflect both extremes.

Definitions:

Intensity is defined as the level of physical demand/effort required to perform typical job-related tasks. It is
measured as low, moderate, or high. How strenuous or difficult are the physical demands?

Ordinary physical effort. Alternating sitting/standing/walking. May require light lifting (up to 10

Normal kg. or 22 Ib. Intermittent requirements for fine hand dexterity such as keyboarding.
Above Above n_ormal physical (_affort is required on most days. Most tasl_<s/work days are spent sitting
Normal or standing. Moderate lifting (up to 25 kg. or 55 Ib.) may be required. Keyboarding or other
finger and hand movements with requirements for speed/accuracy for some part of the day.
Physical requirements routinely involve working in awkward or constrained physical positions.
Moderatel Frequent requirements for bending, reaching, climbing, crouching and crawling, long periods
: of sitting or standing without a break; or, for demonstrating sports or leading exercises.
High Routine job requirements include extensive keyboarding (typically associated with production
word processing or high volume data entry) or moderate lifting.
On a day-to-day basis, work requires lifting, carrying, moving moderate to heavy (up to 50 kg.
High or 110 Ibs.) objects or people. There are few opportunities to alternate work positions. Many

tasks require manual dexterity and muscular strain from working in awkward positions.

Duration is the length of time that a task normally continues without relief as required (by scheduled breaks)
or desired by the employee (that is, conditional on deciding to take a break). It is measured in hours.

Short Up to 2 hours a day

Moderate | Between 2 and 4 hours a day Page 32 of 71

Long More than 4 hours a day
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Degree

1

EFFORT
Sub-Factor No. 6: Physical Demands

DEGREE SCALE

Description
Physical effort at NORMAL intensity and of Short duration.

Physical effort at ABOVE NORMAL intensity of Short duration
or NORMAL intensity of Moderate duration.

Physical effort generally at ABOVE NORMAL intensity and of
Moderate duration.

Physical effort at MODERATELY HIGH INTENSITY and Moderate
duration or ABOVE NORMAL intensity and Long duration.

Physical effort generally of MODERATELY HIGH INTENSITY
and of Long duration
Or HIGH INTENSITY and Short duration

Page 33 of 71

30



FACTOR: RESPONSIBILITY FOR PEOPLE
SUB-FACTOR No. 7: LEADERSHIP OF OTHER EMPLOYEES

Notes to Raters

This factor measures leadership of other employees in two dimensions : the degree of
supervisory or “line” responsibility to supervise others, and the degree of “functional” (non-
supervisory) responsibility for instructing, training , guiding, advising or directing other
personnel. Supervisory responsibility involves authority to direct "what to do” where authority
is associated with formal reporting structures. Functional responsibility involves authority to
direct "how to do it" and authority is associated with broad or deep knowledge regarding
technical, legal or governance matters important to organizational compliance and risk
management. Whereas line responsibilities are most often defined by unit, department or
division, functional responsibilities frequently cross into other units, departments or divisions.

All individuals who receive a wage for their contributions should be considered as
‘employees”. Thus, employees working full-time, part-time, seasonal, student and casual and
those working on contract replacing regular workers are to be considered. Those who
perform jobs as “volunteers” and who receive a stipend or honorarium for their contributions
are also to be considered in rating this sub-factor.

Some positions may have both (A) line and (B) functional responsibilities, while others have
functional responsibilities but no line responsibility. Rate the Nature of Responsibility in the
job first. Once the best fit for Nature of Responsibility is located, identify the appropriate
Scope in the table and record the Degree level. If a job has both line and functional
responsibilities it should be rated at the Nature and Scope that will result in the highest
Degree level.

When rating this sub-factor, Do Not consider direction of others outside the organization,
such as facility users or those employed by an external contractor.
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FACTOR: RESPONSIBILITY FOR PEOPLE

SUB-FACTOR No. 7: LEADERSHIP OF OTHER EMPLOYEES

Nature of (A) Line or (B) Functional Responsibility

Scope: How Frequently Exercised

Occasionally
or Intermittent
Basis

Seasonally | Regular &
or Ongoing
Frequently Basis

Not Usual in job

(A)

There is normally no requirement to supervise or direct others.

(8)

May assist with orientation of new employees in the unit/department.

Provides work guidance

(A)

Provides task direction to other workers when assigned to do so by a superior, or Checks,
reviews or inspects work of others for errors and directs correction.

(8)

Provides orientation to the work or workplace for new employees, including instruction/ training
in common work procedures and practices.

Limited leadership of others

(A)

Provides task direction some of the time . May assist with work scheduling/ rescheduling.
Checks, reviews or inspects work in progress and/or completed, and points out errors for
correction. No authority to reprimand or discipline other employees.

(8)

Provides advice, formal training or work direction related to standard or accepted practice to
those who report to another position within the unit or department. No authority to require action.

Leads at UNIT or Generalist level

(A)

Makes task and work assignments and prepares work schedules. Checks, reviews or inspects
work in progress and/or completed; points out errors and ensures errors are corrected.
Recommends changes of status, paid and unpaid leave, and rate changes. May reprimand or
discipline and recommend discharge.

(B

Provides advice, formal training or work direction related to standard or accepted practice to
those who report to another position in other departments or units with responsibility for seeing
that standards are met.

Leads at DEPARTMENT or Specialist level

(A)

Determines work schedules and makes task and work assignments. May be assisted in directing
day to day operations by subordinates who have limited supervisory authority. Approves
changes of status, paid and unpaid leave, and rate changes for subordinates and conducts
disciplinary interviews and recommends discharge. May make initial response to employee
grievances/ disputes and participate in selecting new employees.

(B

Internal advisor on all aspects of one or more specialized fields, service or policy areas.
Provides functional direction and legislative and policy interpretation across the organization with
authority to require action in keeping with contractual, legal or governance matters. May be
called upon from time to time to advise Council.

Leads at DIVISION or Expert level

(A)

Establishes job and department structures. Supervises a division through direct subordinates
who supervise departments or units. Monitors the work of departments through review of
variances and irregularities and directs corrective action. Approves changes of status, paid and
unpaid leave, and rate changes for department workforce. Conducts disciplinary interviews and
makes final response for the department to employee grievances/ disputes. Participates in
selecting new employees.

(B

Internal advisor on a broad range of areas within a specialized professional/ technical field or
group of policies. Provides functional direction regarding the interpretation and application of
technical, legal or governance requirements to peers and as called upon by those at higher
levels, including Council.

Leads ORGANIZATION -WIDE operations or Provides Executive direction

(A)

Initiates changes in departmental and organizational structures. Supervises those who
supervise whole divisions. Monitors performance of direct subordinates through review of
variances and irregularities .and requires justification for deviations. Makes final response to
employee grievances/disputes and resolves disputes between divisions/departments.

(8)

Provides expert procedural, technical or professional opinion, direction or interpretation
concerning a specialized field, service or policy area in terms of application, implementation or
compliance to employees who officially report to another position as well as the most senior
manager and Council. Interprets internal policy in relation to external policy for others and
advises which procedures, methods or approach is optimum or correct.
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DEGREE DEFINITIONS

SUB-FACTOR NO. 8: Responsibility for Customer Service

SCOPE OF RESPONSIBILITY FOR
CUSTOMER SERVICE

LEVEL OF RESPONSIBILITY FOR
SUPPLYING PROGRAMS OR SERVICES TO CUSTOMERS

(a)
Primarily
internal
customers

(b)
Primarily
external

customers

(©)

Both internal &
external
customers or
community-wide

Provides or delivers standardized programs or services to
customers, or according to specific policies or procedures (e.g.
provides support services, installs as per work order;

A |accepts/rejects applications for service following established
criteria)

2.5

Provides programs/services that are responsive to on-demand
or one-time/special request customer needs or interests.
(e.g. reviews available options for customer to assist in

B [selection of most appropriate program/service, acts to prevent
injury, loss of life or property, or physical impairment to
customers).

Participates in delivery or evaluation of one or more programs
or services. Assesses such factors as efficiency, workload,
timeliness, interest, need, payment history or cost/benefit.
Implements changes/improvements in program/service delivery
procedures, processes or availability. (e.g. adjusts a service or
makes exception to internal practices in order to meet customer
needs, recommends withdrawal, discontinuation or addition of
programs/services)

Administers or has sole responsibility for delivery of a specific
program or service for the organization or community.
Determines hours of operation or availability. Ensures user fees
D |are collected. Accountable for quality standards. May be
responsible to promote awareness/understanding/usage of
program/service.

Administers or has sole responsibility for delivery of several
related programs or services for the organization or
community. Establishes program/service priorities in line with
E |strategic objectives. Coordinates between internal and external
programs/services. Accountable for setting and evaluating
quality standards.

Coordinates delivery or implementation of multiple municipal
programs and services. Determines when the
programs/services supplied to customers who are in arrears or
F |default will be withdrawn, discontinued or disconnected (i.e. has
authority to make decision and order withdrawal, etc.) or when
customers will be compensated for loss/injury.

8
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RESPONSIBILITY FOR DATA

Notes to Rates
SUBFACTOR 9: Accountability for Information and Data

This sub-factor measures the degree of accountability for information and/or data. Information/data
(ID) resources include printed, electronic and digital documents, files and taped materials.
Information/data may be expressed in numbers, words, symbols, ideas or concepts in written, verbal,
electronic or visual form.

Degrees within this sub-factor differentiate on the basis of the scope and level of job responsibilities. It
is recognized that some jobs may have responsibilities at more than one Degree level: jobs are to be
rated using the major focus of the job as it relates to accountability for information and/or data.
Job responsibilities may be to collect (gather, receive, compile), record (transfer, summarize,
catalogue, classify, label), process (transcribe, input, duplicate, print, copy, scan, digitize, distribute),
store, and retrieve materials. The sub-factor also considers responsibility for the security of sensitive
or confidential information and information management systems.

Guidelines for Terms:

Processing tasks include: receiving, sorting, transcribing, editing, checking, revising, formatting,
redirecting, summarizing, distributing, storing, retrieving, filing

Coordinating tasks include: locating, collecting, compiling, recording, processing, storing and
retrieving information or data.

Generating tasks include analysis, interpretation and manipulation into different formations to
facilitate study, evaluation or decision-making.

Originating tasks involve composing or creating either by adapting existing information/data or by
developing new information/data
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SUBFACTOR 9: Accountability for Information and Data

Degree &
Guideline

Degree Definitions

Scope

Bl
MINOR JOB
FUNCTION

B2
SIGNIFICANT
JOB
FUNCTION

B3
MAIN
FOCUS OF
JOB

Al

GATHERS/
DISSEMINATES

Locates, collects or compiles relevant information/data
used by others for evaluation or planning purposes.
Collects and records new or additional information or data. May
exercise discretion in selecting methods for storing/retrieving
data/information efficiently. May perform associated Processing
responsibilities such as summarizing, distributing, storing and
retrieving information/data for reference or analysis by others.
Responsible to follow policies and procedures for appropriate
usage, access and maintenance of information/data. May be
responsible for maintaining a collection/database of sensitive
information/data.

A2

GENERATES

Generates information/data for decision-making and
planning by others. May gather, collect and record new
information/data as a secondary focus. Analyzes, interprets or
manipulates information/data into different formations suited to
onward processing, study, evaluation or decision-making needs
of others. May exercise some discretion in determining the
scope and depth of content. Responsible to follow security
protocols to avoid unauthorized access and to store/secure
information/data to avoid loss. May routinely screen or verify
data integrity or authorize legitimacy.

A3

ORIGINATES

Composes or creates information/data. Analyzes or
evaluates information/data from multiple sources to formulate
comprehensive approaches to address new opportunities,
complex problems, and major impending changes. May
formulate supporting data and recommendations for new
policies, structures or programs. Exercises discretion in
determining the relevance of information/ data. Has discretion
in limiting what form, manner and type of information/data may
be accessed by other individuals or users. May establish
appropriate access security protocols or procedures for select
information/data.

A4

MANAGES

Determines what types of information are collected and
retained in critical organizational management systems or
is accountable for information system integration. Has
considerable discretion in determining what form, manner and
types of information/data are collected, recorded, maintained
and retained or ensuring balance/objectivity in info/data shared
or disseminated. Establishes appropriate access procedures for
security of sensitive/confidential information/data.

A5

INITIATES

Initiates studies, audits of internal systems and processes,
or coordinates research into policy and program changes in
response to critical events and evolving issues. Follows
trends to identify new opportunities and impending changes with
flexibility to engage internal and external resources to assess
potential impact and risk to the organization. Originating
recommendations and solutions to complex issues and
situations is a primary job focus.

nv)
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RESPONSIBILITY FOR DATA

Sub-Factor No. 10: Planning & Organizational Direction
Notes to Raters

This factor measures the degree to which the position contributes to overall planning or forecasting for
the future. Sub-factor ratings are measured in two dimensions: Level of Contribution, and Scope of
Contribution.

In rating Level of Contribution, consider the involvement of the position being rated in the
planning/forecasting processes which affect other positions or more broadly the municipal organization
and community. Consider all of the tasks, duties and responsibilities of the position and the extent to
which those facets contribute to planning and forecasting . Contributions can involve ideas,
information, commentary, research, drawings, etc. Consider involvement at the group, department,
organizational and committee levels and identify whether the job calls on the employee to participate
as a group member or take a lead role.

In rating Scope of Contribution, consider the depth and breadth of job involvement in planning and
forecasting. Assess the job in terms of minor, significant or major focus.

Minor contributions/Limited impact can include:
Significant contributions & impact can include:
Major contributions can include:

Where the position being rated has involvement in various scheduling/ planning or forecasting
activities, rate the position according to the activity with the most significant contribution or broadest
impact among the position responsibilities.

Review the entire position description before rating this factor.

Do not consider goals or objectives which affect only this position: this is evaluated under Self-
Direction. Do not consider work scheduling activities which relate to Leadership responsibilities:
these contributions are evaluated under Leadership of Other Employees.
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RESPONSIBILITY FOR INFORMATION/DATA

Notes to Rates

SUBFACTOR 10: Planning and Organization Direction

SCOPE OF CONTRIBUTIONS
Planning and Forecasting Inputs
o I @ ®) ©
Guideline Contribution Level MINOR JOB SIGNIFICANT MAIN FOCUS
FUNCTION AND OF JOB:
TV JOB FUNCTION MAJOR
IMPACT ON AND IMPACT IMPACT ON
OVERALL ON OVERALL OVERALL
PLANNING PLANNING PLANNING
Participates through project teams
A or work groups in developing
PARTICIPATES | schedules, programs, policies, plans, 1 5 3
DEP AQIMENT _budgets or fo_recasts for
LEVEL implementation of department
initiatives.
Participates through project or work
B teams in developing schedules,
PARTICIPATES | programs, policies, plans, budgets or 2 3 4
AT DIVISION forecasts for implementation of cross-
LEVEL department initiatives; OR, Leads
departmental planning.
Participates through management
teams, committee work or task
C groups in developing schedules,
PARTICIPATES | nrograms, policies, plans, budgets for 3 4 5
ORGAI@I;ATION the organization, or f_orecasts_ f(_)r
LEVEL development of major municipal
projects; OR Leads divisional
planning.
Leads processes involving
D development of schedules, programs,
ML'J-NEIAC'IDPSAL poIi_cies, plans, budgets or fo_recasts for 4 5 6
ADMINISTRATIVE | FEView, ren_e\(val or expansion of
PLANNING major municipal programs or
services.
Leads processes that involve input
E from multiple stakeholders and
LEADS stakeholder groups to seek
COUNCIL & consensus on critically important issues 5 6 7
COMMUNITY or policies affecting the community;
PLANNING identify strategic vision and direction;
or, evaluate major municipal initiatives.
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RESPONSIBILITY FOR THINGS

Sub-Factor No. 11: Financial Management
Notes to Raters

This factor measures management of financial resources in terms of job responsibility for
expenditure of organizational funds and for acquiring or collecting funding/ revenues.

Commitments to expend organizational funds include those made through purchases using
cash, cheques, debit or credit cards, and electronic transfers as well as made through approval
of such documents as purchase orders, invoices, contracts, agreements and labour costs. Do
not consider responsibility for materials. These represent the use or issue of organizational
assets and are rated under Responsibility for Material Resources and Assets. Also, Do Not
consider responsibility for preparing budgets: this is measured under Planning &
Organizational Direction.

Organizational funding/revenues come from many sources including grant monies, subsidies,
financial support received by way of donations; administrative, licensing, admission, membership
and usage fees; charges for goods/services supplied to those outside the organization or to other
organizations; taxes and fines levied and collected; and, interest earned on investments/securities.
Cash and cheques are considered revenue until such time as an initial tally and total is taken. The
next individual to handle the cash and cheques is considered to be handling assets.

Financial management is measured in two dimensions : Level of Responsibility in relation to the
extent of authority and accountability, and the Scope of Responsibility in relation to the impact
exercise of the responsibility has on organizational ability to meet program and service obligations
within budget. Rate the Level of responsibility before rating Scope.

In rating financial management consider those activities, responsibilities and duties which are a
part of the normal performance of the work, and the extent of authority and accountability
normally exercised in the performance of the work.

Some jobs may have different Levels of responsibility for expenditures and revenues, while other
jobs may have responsibility for expenditures but not for revenues. When rating these positions,
consider which responsibilities are most important to the organization and rate the Level of
responsibility accordingly.

Review the entire description to ensure you fully comprehend the extent of expenditures, funding
and revenues affected by the position.

Definitions:

Nominal Impact: | Accountability for financial management affects a single budget category or
source of revenue.

Moderate Impact: | Accountability for management is shared with others, or responsibilities affect a
few operating budget categories, or proportionately small amount of revenues.

Significant Financial management responsibilities influence a large portion of a divisional Page 41 of 71
Impact: budget or all revenues of the organization.
Major Impact: Financial management responsibilities influence operating and capital

expenditures of an entire divisional budget or expenditures and revenues of the
organization.
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RESPONSIBILITY FOR THINGS

Sub-Factor No. 11 Financial Management
Degree Scale

Guideline & Definitions for Level of
Responsibility

Scope of Responsibility

(B1)
NOMINAL
IMPACT

(B2)
MODERATE
IMPACT

(B3)

SIGNIFICANT

IMPACT

(B4)
MAJOR
IMPACT

(A1) INCIDENTAL: Limited involvement in financial
matters. May gather, record, compile or distribute
information/data required for financial activity (e.g.
completes time sheets).

5

2

3

(A2) TRANSACTS: Authorized to spend or collect
small sums of cash/near cash, or approve actions
with financial implications (e.g. time off with pay,
overtime, accept applications for service).

(A3) CHECKS: Performs reconciliations, verification,
cross-checks for cost containment purposes or to
tally receipts to ensure accuracy between reported
and actual amounts.

(A4) MONITORS: Monitors and tracks for cost
containment or control of accounts receivable.
Reviews, checks or compares documents that
commit significant organization funds (i.e.
agreements, contracts) with responsibility to direct
edits to achieve correctness or accuracy.
Responsible for initiating reoccurring funding
proposals or invoices on a timely basis.

(A5) INITIATES: Approves commitments to expend
organization funds across a group of budget
categories. Responsible to seek out or identify and
may initiate one-time proposals to substantially
enhance or expand funding/revenues.

(A6) MANAGES: Initiates documents that commit
organizational funds. Monitors expenditures within
budget authority. May review and approve
commitment documents initiated by others with
authority to refuse or approve amounts requested.
Responsible to advocate or negotiate to secure
contracts, agreements, partnerships or arrangements
with direct financial benefit to the organization.
Manages collection of taxation revenues, fee-for-
service charges or government subsidies/transfers.

(A7) OVERSIGHT: Exercises financial control to
avoid unauthorized expenditures of organization
funds or manage cash receipts. Initiates monitoring
and reporting systems to avoid overruns, manage
efficient cash flow and borrowings, and maintain
credit standing. Monitors financial obligations related
to organization commitments. Reviews and
approves documents initiated by others that would
commit the organization to significant expenditures
with long-term implications, with authority to refuse or
approve amounts requested.

Page 42
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RESPONSIBILITY FOR THINGS

Sub-Factor No. 12: Material Resources & Assets
Notes to Raters

This factor measures responsibility in the job for reasonable care and usage, safe transportation and storage,
security, maintenance and of material resources and assets belonging to the organization. Responsibility is
measured in two dimensions: the degree of responsibility for assets in relation to the extent of accountability and
authority exercised, and the scope of responsibility for assets in relation to the impact on the organization of
decisions and actions made in carrying out those responsibilities.

Resources and Assets include but are not limited to personal computers and peripherals, tools, vehicles,
machinery, furnishings , buildings, plants and facilities, collection and distribution systems and networks, land,
public spaces and recreational areas, stationary and mobile equipment, inventories, cash in hand, collections of
artifacts or media, and securities or investments. Some positions have responsibility for an asset for the
individual employee’s use, while other positions have responsibility for an entire group of assets. Consider for
example: a desk-top computer at ones’ work station versus an entire computer network system; a pick-up truck
for transportation to different work sites versus an equipment fleet; or, cash receipts from a single program
versus cash receipts for multiple services.

Instructions:

Do not consider funds or valuables which are not yet in the possession of the organization. These are
considered potential revenue items and are evaluated separately. Cash and cheques are considered revenue
until such time as they are tallied and totalled. The next individual to handle cash and cheques prepared for
deposit is considered to be handling assets. Petty cash is considered a "held asset".

Rate the degree of responsibility before rating scope. Note that some jobs are “composites”; routine
responsibilities of the job are split between two or more aspects. For example: hands-on repair of assets as
well as asset management. Raters are to consider the appropriate Degree rating for each aspect, and whether
a half-way rating is appropriate.

In rating the degree of responsibility for assets, review the entire description to ensure you fully comprehend the
extent of responsibility and the number and kinds of assets affected by the position. When considering
accountability for wear, damage or loss, consider events that could reasonably occur or which are inherent in
the nature of the job. Do not consider damage or loss that is highly improbable or which is beyond the control of
the employee in the position.

Responsibility for such assets as consumables, desks , chairs , cabinets, computers, calculators, photocopiers ,
etc. normally provided to those in office settings, is not specified in the position descriptions. Where no other
responsibility for assets has been specified but normal office furnishings are used or operated, rate Degree of
Responsibility at 1.

Definitions:

Limited Impact: Accountability for this resource or type of asset is shared with others, or errors in
judgement or action are likely to affect activities of this job only.

Moderate Scope: | Errors in judgement or action are likely to affect efficiency, productivity or
operations within a department, or to interrupt program or service delivery for
some external customers.

Page 43 of 71

Broad Scope: Errors in judgement or action are likely to have impact across the organization,
impact service delivery to the community, or affect taxation rates or services in
following years.
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RESPONSIBILITY FOR THINGS
Sub-Factor No. 12: Material Resources & Assets
Degree Scale

Level Definitions for Responsibility for Material
Resources and Assets

Scope of Responsibility

(B1)
Limited Scope

(B2)
Moderate Scope

(B3)
Broad Scope

(A1) Position is responsible to prevent and/or report
wear, damage, or loss of resources or assets.

Maintains or monitors security protocols to avoid unauthorized
access to resources or assets.

May monitor consumable stocks to avoid outages that could result
in inconvenience.

Stores/secures assets or inventories for safekeeping.
Responsible to follow security protocols to avoid unauthorized
access to organizational resources and assets such as facilities,
equipment or inventories. (e.g. lock facilities, remove ignition keys,
place cash drawer in safe).

4.5

(A2) Position responsibilities require that asset value or
condition be protected and maintained with
accountability to store assets for safekeeping, make
adjustments or repairs; or install new parts,
components or pieces.

Reports problems with asset operation or condition for
diagnosis/assessment by others.

Monitors and maintains supply and consumable inventory stocks
for a department where outages could result in work delays.
Performs regular minor maintenance to ensure efficient
performance of building systems, equipment and/or machines to
avoid downtime, unnecessary wear or identify/avoid unsafe
conditions.

Frequently operates/transports/handles expensive assets (e.g.
pieces of equipment and machinery) with responsibility to avoid
breakage, loss, damage.

5.5

(A3) Position carries responsibility to monitor
condition of resources or assets and arrange for
upkeep or replenishment.

Directs maintenance with authority to order or arrange repair due
to wear or damage .

May be responsible for a fleet, group or collection of machinery,
equipment or buildings. Arranges for repairs, preventative
maintenance, replacement or upgrade. May be responsible to
obtain and renew insurance policies or negotiate disposition on
insurance claims.

Monitors and maintains critical supply and consumable inventory
stocks for the organization.

(A4) Position carries responsibility to assess asset
condition and recommend when to dispose of or sell
assets, replace or add new assets, or upgrade of
significant assets (e.g. heating/cooling systems, computer
networks, water treatment facilities) of the organization.

Page 44
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SUBFACTOR No. 13: DISAGREEABLE CONDITIONS AND RISKS

WORKING CONDITIONS

Notes to Raters

This sub-factor measures the effects of the surroundings or physical conditions under which the work
must be done, and the extent to which those conditions make the job disagreeable or objectionable, or
expose the worker to dangers and hazards.

Disagreeable Conditions and Risks include:

a) Hours in excess of regular working hours for which no additional compensation is received

b)Requirements to work evenings or weekends

c)Requirements to be “on call” without additional compensation

d)Requirements for overnight travel on Town business

e)Requirements to work evenings or weekends

f)Working in a high-traffic area/open to the public workspace

g)Working inside where there is inadequate ventilation

h)Lack of privacy (workspace is in an open area or cubicle)

i)Exposed to foul language/verbally abusive people

j)Taxpayers, users, general public, etc. who are difficult to deal with

k)Dust/Dirt/Grease/Oil

)Working outside in extreme temperatures

m)Working outside in inclement weather

n)Moving between climate controlled and unheated or hot/humid work areas

a) Tripping/Slipping Hazards

b)Local vehicular travel in all weather conditions

c)Regional (highway) vehicular travel in all weather conditions

d)Threats of physical violence

e)Bodily Wastes or Fluids

f)Electrical Shock (faulty wiring, improperly connected wiring and equipment)

g)Industrial Chemicals

h)Burns (electrical, hot water, chemical)

i)Working in proximity to moving Parts/Objects/Equipment

Definitions:

Once in a while

Irregularly or at infrequent intervals

Limited/Occasional

Unusual: happening after long intervals

Frequently

Common, usual: happening after short intervals

Page 45 of 71
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WORKING CONDITIONS
Degree Definitions

SUBFACTOR No. 13: DISAGREEABLE CONDITIONS AND RISKS

Degree | Guideline Definition
Incidental | £yosure to adverse environmental conditions is unusual.
adverse May be exposed to a single condition once in a while.
1 conditions | Typically, all work is performed indoors in a private office with agreeable
surroundings.
The physical environment is in general safe and there is minimal health
risk. No unusual precautions for safe work practices are necessary.
Limited _ _
adverse Exposure_to_ some undesirable or unpleasant environmental
conditions | Characteristics. . . " -
Typically, the worker is exposed to different conditions on a limited to
2 occasional basis, but only to one condition at any given time.
Work is performed mainly indoors.
Personal protective equipment or unusual precautions may occasionally
be required.
Moderately _ _
adverse Expg_?ure to moderately adverse and undesirable environmental
e conditions.
conditions The worker is exposed frequently or for prolonged periods to a single
3 condition, occasionally to different conditions, or once in a while to
multiple conditions occurring at the same time.
Work is typically performed indoors more often than outdoors. Some
health and safety adverse risks are present in the physical environment.
Safety equipment and unusual precautions are occasionally required.
Regularly Exposure on most days to adverse and undesirable environmental
adverse conditions.
conditions | The worker is exposed frequently or for prolonged periods to different
conditions, or occasionally to multiple conditions occurring at the same
4 time.

Work is typically performed equally indoors and outdoors.
Health and safety adverse risks are present in the day-to-day physical
environment. Suitable personal protective equipment and unusual

precautions are routinely required. Page 4
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THE TOWN OF FORT FRANCES
Section: Human Resources

Policy: Management/Non-Union Benefits

Creation Date: January 1998

Revised Date: 2003, 2007, 2010, 2011, 2014, 2017, 2019
Resolution Number: 135

Supersedes Resolution Number: 954

Policy Number: 3.10

1. Intent

To provide a competitive benefits package in a consistent and equitable manner for all
permanent management and non-union employees.

2. Scope

Full-time, part-time and seasonal employees in the Management/Non-Union group, excluding
interim and student employees.

3. Definitions

Reqular Full-Time Employee

An employee who is continuously employed in a full-time position (35 hours or 40 hours per week)
and who has completed the probationary period.

Reqular Part-Time Employee

An employee who is continuously employed in a regular part-time position (less than 35 hours per
week) and who has completed the probationary period.

Seasonal Employee

An employee (other than a student) who is employed on a short term ‘as required’ basis for a
certain number of months per calendar year. Page 47 of 71

Student Employee




An employee who is a student at a secondary or post-secondary school, who is employed on an
‘as required’ basis for all or part of the calendar year.

Interim Employee

An employee who is hired on a temporary, casual, or as-required basis to provide coverage for
regular full-time, regular part-time, or seasonal positions.

4, Public Holidays

All regular full-time and part-time employees (pro-rated based on hours worked prior to each
holiday) are entitled the following holidays off with pay at their regular rate of pay. If required to
work, payment will be made in accordance with applicable legislation. Seasonal employees are
entitled to any holidays that occur during the period of their seasonal employment:

New Years Day
Family Day

Good Friday

Victoria Day

Canada Day

Civic Holiday

Labour Day
Thanksgiving Day

. Remembrance Day
10.Half of Christmas Eve
11.Christmas Day
12.Boxing Day

13.Half of New Years Eve

CoNoOrWNE

And any paid public holidays as per legislation and on which the municipal offices are closed by
direction of Council.

5. Vacation

1. Vacation with pay for positions scored at or below Point Band 10 7{erequivalent).

After 1 year of active service 2 weeks

After 3 years of active service 3 weeks

After 10 years of active service 4 weeks

After 17 years of active service 5 weeks

After 24 years of active service 6 weeks plus 1 day

After 25 years of active service 6 weeks plus 2 days

After 26 years of active service 6 weeks plus 3 days

After 27 years of active service 6 weeks plus 4 days Page 48 of 71
After 28 years of active service 7 weeks

2. Vacation with pay for positions scored at Point Bands 11 to 14 8-and-9(erequivalent).



After 1 year of active service
After 5 years of active service
After 10 years of active service
After 11 years of active service
After 12 years of active service
After 13 years of active service
After 14 years of active service
After 15 years of active service
After 16 years of active service
After 17 years of active service
After 18 years of active service
After 19 years of active service
After 20 years of active service

3 weeks

4 weeks

5 weeks

5 weeks plus 1 day
5 weeks plus 2 days
5 weeks plus 3 days
5 weeks plus 4 days
6 weeks

6 weeks plus 1 day
6 weeks plus 2 days
6 weeks plus 3 days
6 weeks plus 4 days
7 weeks

With an additional floating holiday in the year an employee reaches 7 years of active service.

3. Vacation with pay shall be for positions scored at or above Point Band 15, as well as any
individual staff members previously in Bands 10-15 in 2019. 10{erequivalent):

After 1 year of active service
After 3 years of active service
After 5 years of active service
After 10 years of active service
After 11 years of active service
After 12 years of active service
After 13 years of active service
After 14 years of active service
After 15 years of active service

3 weeks

4 weeks

5 weeks

6 weeks

6 weeks plus 1 day
6 weeks plus 2 days
6 weeks plus 3 days
6 weeks plus 4 days
7 weeks

With an additional floating holiday in the year an employee reaches 7 years of active service.

An employee who is entitled to a vacation increment shall be entitled to it as of the beginning
of the calendar year in which they would receive it.

Vacation time earned up to December 31st of the first year of employment shall be pro-
rated.

Vacations shall be earned on a calendar year basis and must be taken according to the
applicable legislation. Except in exceptional circumstances, there will be no allowance for
the carryover of vacation days in excess of legislated minimum standards.

A public holiday falling within a vacation period shall extend the time off by one extra day.
In the event of the death of a family member during an employee’s vacation peritage 8iof 71

employee shall be able to access the bereavement leave provisions within this policy, and
the period of vacation so displaced shall be deferred to a later mutually agreeable date.



= If an employee becomes ill or injured during his / her vacation period and is hospitalized
because of such illness or injury, the period of hospitalization will be re-scheduled as a
vacation period at a later mutually agreeable date.

= If an employee is absent from work on any leave of absence without pay (excluding
legislated protected leaves) more than 90 calendar days, the employee’s vacation and
vacation pay will be pro-rated in accordance with actual time worked.

= Part-time and/or seasonal service will be credited on a pro-rated basis towards the
calculation of vacation time that an employee receives upon promotion to a full-time position.

= Seasonal employees will receive vacation pay as per legislation.

= After completing three (3) months of active service, full-time employees are entitled to two
(2) floating holidays available at the beginning each vacation year. For new hires, said
floating holidays will be pro-rated based on their date of hire.

= If an employee is employed, but no longer actively working at the beginning of a calendar
year, with the intention of backdating a resignation or retirement date that year using paid
or unpaid leave, they shall not be entitled to any floating holidays unless actively at work in
the new calendar year.

= Only actively working full-time employees are entitled to paid vacation and floating holidays
as per this section of the policy.

= Part-time employees are entitled to paid vacation based on their years of service and hours
worked relative to a full-time equivalent for their position.

6. Sick Benefits

Cumulative Sick Leave

Sick time shall accumulate only while an employee is actively at work. Sick leave days may only be
used when an employee is unable to attend work due to sickness or injury. Balances on record are
not vested and have no buy-out value upon termination of employment.

Full-Time Employees

Cumulative sick leave benefits for full-time employees shall accumulate at the rate of one half (*2) of
a regular work-day per month, to an absolute limit of six (6) days. Full-time employees are permitted
to carry the unused portion of sick leave from year to year, to an absolute limit of six (6) days. Sick
leave may be used to offset the waiting periods for short-term disability benefits.

Seasonal Employees Page 50 of 71

A seasonal employee who works at least thirty-five (35) hours per week shall accumulate cumulative
sick leave credits at the rate of three and a half (3.5) hours per month of work during active seasonal
employment. Seasonal employees are permitted to carry the unused portion of sick leave from year
to year, to an absolute limit of thirty-five (35) days (245 hours).
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Sick leave days used by seasonal employees shall be paid at the rate of one hundred percent (100%)
of actual wages for the first three (3) days of absence due to illness or injury and seventy percent
(70%) of actual wages after three (3) days of absence due to iliness or injury. Sick leave payment
will continue only until the end of the regular work season.

A seasonal employee promoted to a full-time position is entitled to transfer their sick leave credits to
a maximum limit of six (6) days.

Part-Time Employees

Regular part-time employees shall accumulate cumulative sick leave credits at the rate of one half
(%2) day per month and shall be permitted to carry the unused portion of sick leave from year to year,
to an absolute limit of twenty (20) days.

A regular part-time employee promoted to a full-time position is entitled to transfer their sick leave
credits to a maximum limit of six (6) days.

New Employees

Unless required by law, new employees shall not be entitled to any sick leave credits until they have
completed three (3) months of continuous employment, at which point sick leave credits shall be
retroactive to the first day of employment.

7. Disability Insurance

The Corporation shall pay one hundred percent (100%) of premiums for disability insurance for full-
time employees whose positions are scored below Point Band 11 9:

A) Weekly indemnity insurance coverage of: 15t day hospital; 15t day accident; 4" day sickness;
70% of weekly earnings to a maximum of $800 weekly; 17-week duration of 120 days; with
the cost of premiums at the expense (100%) of the Corporation.

B) Long Term Disability Insurance Coverage of: starts 1215t day; 70% of weekly earnings to a
maximum of $3500 monthly; 2-year own occupation; primary CPP carve out only; payable
to age 65 or earlier recovery; with the cost of premiums at the expense (100%) of the
Corporation.

The Corporation shall pay one hundred percent (100%) of premiums for disability insurance for full-
time employees whose positions are scored at/above Point Band 11 9:

C) Weekly indemnity insurance coverage of: 15t day hospital; 15t day accident; 4" day sickness;
70% of weekly earnings to a maximum of $1200 weekly; 17-week duration of 120 days; with
the cost of premiums at the expense (100%) of the Corporation. Page 51 of 71

D) Long Term Disability Insurance Coverage of: starts 1215 day; 70% of weekly earnings to a
maximum of $5200 monthly; 2-year own occupation; primary CPP carve out only; payable
to age 65 or earlier recovery; with the cost of premiums at the expense (100%) of the
Corporation.
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If a sick claim is disputed or under investigation, after fourteen days an employee may request to
receive monies from the Corporation, not to exceed the insurable amount that the employee would
be entitled to under the insured plan. If approved, the employee shall sign a waiver promising
reimbursement to the Corporation once the dispute or investigation is concluded or monies received.
It is also acknowledged that the payment of such benefits during a dispute with the insurer is not
deemed to be an acknowledgement of entitlement or eligibility, as eligibility is at the discretion of the
insurer.

The Corporation reserves the right to change the carrier of such disability plans provided that the
levels of insured benefit coverage is not decreased. Notice of such change of carrier will be
communicated to affected employees prior to any changes to such plans.

8. Health Insurance

The Corporation shall contribute one hundred per cent (100%) of the insurance premiums towards
the following plans for regular full-time employees, for part-time employees on a pro-rated basis, and
for seasonal employees who work at least thirty-five (35) hours per week during their seasonal
employment, subject to the terms and conditions of such insured plans. The Corporation will pay
such insurance premiums up to a 6-month period for absences due to illness or injury.

a) Basic Dental Plan, level | (basic services), level Il (supplementary basic Services i.e. scaling),
level V (orthodontics).
= Current fees guide
= Dental recalls shall be every nine (9) months.
= Orthodontics — 50% to a maximum of $1500 per lifetime

b) Manulife Financial Extended Health Care Plan ($10-$20 Annual deductible)
= Generic drugs if available

$0.35 per prescription deductible

Fertility drugs shall not be covered

Chiropractor, Osteopath, Chiropodist, Naturopath: $300 per year;

Speech Therapy: $200 per year

Massage Therapy: $7 per visit to a maximum of 12 visits per year

Physiotherapy: $12.20 per visit.

C) Vision Care: Three Hundred ($300) dollars every two (2) years per employee and dependent,
and one eye exam every two (2) years. One hundred and fifty dollars ($150.00) every twelve
(12) months for dependents under age eighteen (18).

d) Private Hospital Coverage and Deluxe Travel Coverage

Health insurance benefits apply to actively employed seasonal employees after having satisfied the

waiting period for such plans, and for returning seasonal employees upon their return Ragechivef 71

employment.. Overage dependants may be entitled to health insurance benefits up to age twenty-
five (25), subject to the terms and conditions of such plans.

The Corporation's obligation to contribute premiums to the Medical and Hospital Insured plans and
to the Group Life and AD&D Insurance Plan ceases when the employee is on unpaid absence
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from work exceeding five (5) consecutive business days, subject to the terms and conditions of
such plans.

Workplace Safety and Insurance Act

All group benefit insurance plans shall remain in force while an employee entitled to said benefits is
absent due to workplace illness or injury and receiving payments under the Workplace Safety and
Insurance Act for loss of earnings, for a period not to exceed twenty-four (24) consecutive months.

Group Life Insurance and Accidental Death & Dismemberment (AD&D)

The Corporation shall contribute for regular full-time employees, and part-time employees on a
pro-rated basis, one hundred percent (100%) of the insurance premium towards a Life Insurance
and AD&D Insurance Plan for life insurance coverage of $80,000.00 and spouse $5,000.00 and
each child $2,500.00, subject to the terms and conditions of such plans. If eligible, optional
additional coverage may be available at the cost of the employee. The Corporation shall pay said
premiums for up to twelve (12) months if an insured employee is absent from work due to illness
or injury.

The Corporation reserves the right to change the carrier of any of the benefit plans provided that
the level of benefit coverage is not decreased. Notice of said changes will be communicated prior
to taking effect. If an employee encounters a coverage problem due to a carrier change, they shall
immediately contact the Corporation or agent of record upon becoming aware of it which shall be
investigated and resolved by the Corporation.

8. Bonus Upon Retirement

The Corporation agrees to pay the following bonus for employees who retire from full-time positions:

Years of Service Bonus Payable

10-14 $1000
15-19 $1500
20-24 $2000
25-29 $2500
30-34 $3000

Over 35 $3500
9. Overtime

This benefit is in recognition of time spent in excess of the normal workday or workweek, including
any unpaid additional hours required by a position as agreed to in an employment contract.

Employees entitled to overtime are allowed the flexibility to receive pay for banked time, or to request
time off in lieu of pay. Page 53 of 71

Overtime shall be kept to a minimum and should not form a regular part of the work schedule. Time
spent at regularly scheduled Board / Committee / Council meetings shall not be considered overtime.
Payment for overtime or lieu time shall be as follows:



a) The Chief Administrative Officer and Division Managers shall not accrue overtime. In
situations where unusual or exceptional circumstances occur, time off in lieu of overtime time
may be granted by approval of the Chief Administrative Officer.

b) All other full-time and part-time employees will accrue overtime at the following rate: Straight
time for any hours worked in excess of their regular work-week (35 or 40) up to 44 hours per
week. Any hours worked in excess of 44 hours per week will accumulate at the rate of 1.5
times hours worked.

c) For full-time personnel, overtime will only accrue for time worked in excess of half (%2) hour
beyond the normal working day.

d) An averaging agreement may be utilized in accordance with the appropriate legislation.

e) Time may be banked to a maximum annual carry over of 60 hours.

f)  Such overtime, prior to being worked shall be pre-approved by an employee’s supervisor.

g) The usage of lieu time must occur at times which will not create undue hardship on the
employee’s department or division.

h) Standby for Public Works Superintendents is equal to (1¥2) one and one-half days per week
of stand-by duty performed. Such compensation may be taken as time off or as payment in
addition to salary.

10. Bereavement Leave

All employees will be allowed up to five (5) working days off with pay in the event of the death of a
spouse, common-law spouse, father, mother, step-father, step-mother, sister, brother, son, daughter,
and step-children or common-law children.

All employees will be allowed up to three (3) working days off with pay in the event of the death of a
grandparent, grandchildren, mother-in-law, father-in-law, brother-in-law, sister-in-law, son-in-law,
daughter-in-law, spouse’s grandparents, common law in-laws and ex-spouse for care of children
under thirteen (13) years of age.

An employee who attends the funeral of such deceased persons will be allowed up to two (2)
additional days for travel time, if the funeral is held over 200 kilometres from Fort Frances.

One day off with pay shall be granted to an employee who is an active or honorary pallbearer.

11. Compassionate Leave

Up to three (3) paid days per calendar year may be granted by the Corporation to any employee to
attend to the illness or injury of an immediate family member. Immediate family member includes
spouse, son, daughter, mother and father. Calculations shall be done on an hourly basis and
deductions shall be made from the accumulated sick leave credits.

12. Professional Fees

Where legislation or the employer requires membership to a professional association, the CoRsgeabiénf 71
agrees to pay 100% of the associated fees.



Town of Fort Frances
2020 Preliminary Operating Budget
Changes to Operating Budget since January 18, 2020

January 18, 2020 493,541
Prior Revised
Operating Budget Changes Balance Balance Difference  Division Totals

Airport Landing Fees (142,000) (135,000) 7,000
Airport Passenger Facility Fee (15,500) (14,000) 1,500
OPP Court Security (217,418) (210,914) 6,504
Municipal Tax Omits - 262,810 262,810
RRDSSAB Levy 1,956,182 1,963,328 7,146
Approved Staffing Changes and Internal Equity - 84,584 84,584
Swim Classes (35,000) (62,600) (27,600)
Programs & Courses- Adult fitness (5,000) (11,900) (6,900)
Calculation Error in Emerg Services Budget from Prior - (4,685) (4,685)

Summary of Changes to date 330,359

Revised Balance for February 18, 2020 823,900

Balance per Summary on Budget 823,900

Difference (should be zero) -

Unknowns:
RRDSSAB Levy- Above is estimated
Utilization of Municipal Accommodation Tax for Operating Budget- Kept as a reserve transfer per By-Law

T/ J0 GG abed



2020 DRAFT GENERAL FUND BUDGET

Actual to

Actual to December 2019 OPERATING December 31/19 2020 OPERATING Budget Variance

31/18 FORECAST as at Jan 18/20 FORECAST 2019 to 2020 % Variance
CORPORATE:
REVENUE
Municipal Levy (10,423,659.49) (10,902,495)  (10,960,769.38) (10,752,755) 149,740 -1.37%
School Board Levy (1,540,459.72) (1,506,290) (1,475,658.98) (1,526,423) (20,133) 1.34%
Payments-In-Lieu (800,264.79) (816,367) (808,838.56) (814,834) 1,533 -0.19%
Contribution From Contingency Reserve Fund - - - - -
Sale of Land/Gain on Sale of Land (236,902.00) - - - -
Other Grant (In-Lieu of taxation) - - - - -
One Time Assistance Funding
Tax Rate Stabilization Reserve Fund Contribution - - - - -
Surplus from Prior Years - - - - -
Ontario Cannabis Legalization Implementation Fund - (14,693) (26,553.00) - 14,693 -100.00%
OMPF Funding (3,342,100.00) (3,363,500) (3,363,500.00) (3,294,600) 68,900 -2.05%
(16,343,386.00) (16,603,345) (16,635,319.92) (16,388,612) 214,733 -1.29%
EXPENDITURES
Election 28,779.29 - (100.00) - -
Council 609,663.63 552,621 310,066.27 435,258 (117,363) -21.24%
Contributions from Capital Fund - - - - -
Contribution to Reserve/Reserve Funds 2,369,221.99 1,550,917 1,550,917.00 1,704,000 153,083 9.87%
Uncontrollable Costs 2,303,432.55 2,408,136 2,399,603.88 2,445,980 37,844 1.57%
Economic Development 137,633.86 168,068 177,273.08 168,068 - 0.00%
Travel Information Centre (43.62) 4,006 (1,887.72) 19,141 15,135 377.81%
Solar Panels (23,190.33) (21,499) (19,996.46) (18,329) 3,170 -14.74%
School Board Requisition 1,540,459.72 1,506,290 1,481,366.12 1,526,423 20,133 1.34%
Long Term Debt 69,236.01 397,821 397,685.32 384,028 (13,793) -3.47%
7,035,193.10 6,566,360 6,294,927.49 6,664,569 98,209 1.50%
Total Corporate (9,308,192.90) (10,036,985) (10,340,392.43) (9,724,043) 312,942 -3.12%
o
&
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2020 DRAFT GENERAL FUND BUDGET

Actual to
Actual to December 2019 OPERATING December 31/19 2020 OPERATING Budget Variance
31/18 FORECAST as at Jan 18/20 FORECAST 2019 to 2020 % Variance

ADMINISTRATION & FINANCE:
Admin. Revenue (613,448.83) (655,525) (571,243.63) (439,325) 216,200 -37.85%
Administration Department 524,130.77 495,207 475,102.90 514,897 19,690 4.14%
Clerk's Department 225,131.19 226,779 209,495.00 232,195 5,416 2.59%
Treasury Department 574,990.31 575,921 516,986.86 534,938 (40,983) -7.93%
FFPC Administration 133,158.89 147,892 103,987.86 - (147,892) -142.22%
Information Technology 902.41 256,071 182,714.59 316,698 60,627 33.18%
Total A& F 844,864.74 1,046,345 917,043.58 1,159,403 113,058 10.81%
EMERGENCY SERVICES
Fire Emergency Services 998,509.29 1,053,327 1,044,519.94 1,100,143 46,816 4.44%
911 Dispatch Services 8,510.85 8,120 8,919.68 11,332 3,212 39.56%
Police Services 2,020,544.22 2,304,957 2,292,249.14 2,437,386 132,429 5.75%
Total Emergency Services 3,027,564.36 3,366,404 3,345,688.76 3,548,861 182,457 5.42%
COMMUNITY SERVICES:
Sister Betty Kennedy Centre 39,586.27 54,132 32,359.19 36,018 (18,114) -33.46%
Children's Day Care 67,002.23 18,070 66,668.13 7,569 (10,501) -58.11%
Best Start Hub 0.00 - (60,135.30) - -
Day Care Special Needs Resource - - (26,885.96) - -
Handi Transit Services 102,673.74 105,049 169,448.86 107,150 2,101 2.00%
Townshend Theatre (4,923.97) - (12,278.12) - -
Recreation Facilities 663,708.01 822,077 916,420.79 970,938 148,861 18.11%
Recreation Programs 123,720.57 154,502 139,599.69 117,187 (37,315) -24.15%
Community Services 124,742.12 141,996 167,009.25 114,000 (27,996) -19.72%
Sunny Cove Camp 35,827.64 29,765 34,597.60 38,583 8,818 29.63%
Public Library 497,052.51 497,448 510,239.40 521,546 24,098 4.84%
Library Co-op - - (6,611.54) - -
Museum 170,219.24 172,825 183,175.52 210,407 37,582 21.75%
Waterfront (Sorting Gap) 37,420.68 38,703 53,822.64 35,490 (3,213) -8.30%
Total Community Services 1,857,029.04 2,034,567 2,167,430.15 2,158,888 124,321 6.11%

o
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2020 DRAFT GENERAL FUND BUDGET

Actual to

Actual to December 2019 OPERATING December 31/19

2020 OPERATING Budget Variance

31/18 FORECAST as at Jan 18/20 FORECAST 2019 to 2020 % Variance

OPERATIONS & FACILITIES
Public Works 432,206.45 449,193 462,234.02 513,209 64,016 14.25%
Roads 1,196,490.30 1,523,882 1,386,905.48 1,500,893 (22,989) -1.51%
Sidewalks 107,985.56 143,123 165,034.59 143,962 839 0.59%
Stores Operations 71,511.44 96,805 95,608.76 106,200 9,395 9.71%
Traffic Signal Maint 14,563.32 11,135 10,610.34 10,635 (500) -4.49%
Streetlighting Maint 110,839.61 109,710 77,618.87 98,570 (11,140) -10.15%
Waste Management Services (0.00) - (148,185.05) - -
Airport 121,924.29 101,822 71,120.25 115,547 13,725 13.48%
Parks & Cemeteries Admin 231,659.18 179,668 190,011.52 183,760 4,092 2.28%
Cemeteries 253,017.62 331,851 255,177.97 347,246 15,395 4.64%
Parks 311,321.41 320,341 342,285.62 304,266 (16,075) -5.02%
Total Operations and Facilities 2,851,519.18 3,267,530 2,908,422.37 3,324,288 56,758 1.74%
PLANNING & DEVELOPMENT
By-Law Enforcement 158,995.72 156,594 136,168.25 157,801 1,207 0.77%
Fight The Blight - - - - -
Building Official Department (73,231.61) (1,481) (56,672.29) 22,345 23,826 -1608.78%
Planning Department 44,026.15 55,223 25,172.80 61,197 5,974 10.82%
Civic Centre 124,930.48 111,804 92,537.55 115,160 3,356 3.00%
Total Planning and Development 254,720.74 322,140 197,206.31 356,503 34,363 10.67%
SUBTOTAL (472,494.84) 0 (804,601.26) 823,900 823,900
YE Auditor's (Capital Fund Adj & Prior Yr Surplus diff.)
Less: Amortization
Year End Sub-Total (Before PSAB Audit Adjustments) (472,494.84) 0 (804,601.26) 823,900 823,900
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2020 TAX RATIO ANALYSIS

For February 18, 2020 Meeting

2020 Levy Increase - $823,900

Variance
Starting Ratios
2019 (Actual Year End Taxation) Starting Tax Ratios Revenue Neutral Ratios vs. Revenue
Tax Class Ratio Tax Rate | Mun Taxation Ratio Tax Rate | Mun Taxation Ratio Tax Rate | Mun Taxation | Neutral Ratios
Residential 1.000000 0.01682625 7,187,341 1.000000 0.01787227 7,735,899 1.000000| 0.01795487 7,771,652 35,753
Farm 0.250000 0.00420656 1,117 0.250000 0.00446807 1,239 0.250000( 0.00448872 1,245 6
New Multi-Residential 1.000000 0.01682625 7,123 1.000000 0.01787227 7,649 1.000000| 0.01795487 7,685 36
Muti-Residential 2.553970 0.04143459 594,280 2.419302 0.04005604 592,561 2.419302( 0.04024262 595,321 2,760
Commercial - Occupied 1.967217 0.03310088 2,222,125 1.967217 0.03515864 2,386,525 1.943520| 0.03489565 2,368,673 -17,852
Commercial - Excess Land 1.672134 0.02813574 16,483 1.967217 0.03515864 20,931 1.943520| 0.03489565 20,775 -156
Commercial - Vacant Land 1.672134 0.02813574 53,082 1.967217 0.03515864 70,406 1.943520| 0.03489565 69,879 -527
Industrial - Occupied 2.823341 0.04665550 78,496 2.772781 0.04773222 82,519 2.711740( 0.04689799 81,077 -1,442
Industrial - Excess Land 2.258673 0.03732440 9,718 2.772781 0.04773222 12,716 2.711740] 0.04689799 12,494 -222
Industrial - Vacant Land 2.258673 0.03732440 44,446 2.772781 0.04773222 60,777 2.711740( 0.04689799 59,715 -1,062
Large Industrial 7.240504 0.11964878 757,376 7.110841 0.12241004 786,338 6.954301]| 0.12027063 772,594 -13,744
Pipeline 2.574024 0.04331118 132,941 2.574024 0.04600366 144,820 2.543254( 0.04566380 143,750 -1,070
Payment In-Lieu 314,059 340,322 337,861 -2,461
Total Municipal Taxation $11,418,587 $12,242,702 $12,242,721 19
Variance of $19 is due to rounding

Notes:
1. Information is based on the OPTA Tax Impact Summary and Overall Levy Changes Reports for Starting Tax Ratios and Revenue Neutral Tax Ratios
2. The variance shows the shift of the tax burden to the residential and Multi-Residential tax payers in the revenue neutral tax ratios
3. The Multi-Residential Tax Ratio is limited to the Revenue Neutral Ratio- Full levy restriction as the 2020 Tax Consumer Price Index 2019- Ontario 2.10%
Ratio is greater than 2.000000 2019 Municipal Tax Rate 0.01682625
4. Industrial Ratio is above Provincial Threshold of 2.630000- class restriction is in effect Rate with CPI applied 0.01717960
Commercial Excess/Vacant Land is 85% of the Commercial Occupied rate in 2019 and 100% in 2020 Starting Ratios- Increase over 2019 6.217%
Industrial Excess/Vacant Land is currently 80% of the Industrial Occupied rate in 2019 and 100% in 2020 Revenue Neutral Ratios- Increase over 2019 6.707%
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Analysis of Ontario CPI, Tax Rates and Tax Ratios 2010-2019
*Ontario CPI is for the year ending December 31

Tax Rates Tax Ratios
*Ontario | Municipal Tax | Education Tax Municipal % Total %
Year CPI Rate Rate Total Tax Rate | Rate +/- Rate +/- Residential | Farmland| Muti-Res | Commercial Industrial | Lg Industrial Pipelines
2010 3.4 | 0.01638037 0.00241000 0.01879037 1.63% 0.82% 1.000000 0.250000 2.542670 2.084550 2.762876 5.038088 2.518888
2011 2.0 | 0.01644436 0.00231000 0.01875436 0.39% -0.19% 1.000000 0.250000 2.542670 2.050589 2.781777 5.072556 2.523034
2012 0.8 | 0.01648896 0.00221000 0.01869896 0.27% -0.30% 1.000000 0.250000 2.597000 2.026121 2.811688 5.127100 2.526858
2013 1.6 | 0.01670548 0.00212000 0.01882548 1.31% 0.68% 1.000000 0.250000 2.597000 1.980000 2.772877 5.755343 2.526858
2014 1.8 | 0.01687815 0.00203000 0.01890815 1.03% 0.44% 1.000000 0.250000 2.597000 1.980000 2.744534 7.038400 2.554795
2015 1.7 | 0.01675018 0.00195000 0.01870018 -0.76% -1.10% 1.000000 0.250000 2.672140 1.980000 2.818772 7.228785 2.581335
2016 2.0 | 0.01654275 0.00188000 0.01842275 -1.24% -1.48% 1.000000 0.250000 2.740000 1.980000 2.857851 7.329005 2.606431
2017 1.6 | 0.01686886 0.00179000 0.01865886 1.97% 1.28% 1.000000 0.250000 2.649658 1.980000 2.836760 7.274917 2.606431
2018 2.0 | 0.01652955 0.00170000 0.01822955 -2.01% -2.30% 1.000000 0.250000 2.600119 1.967217 2.823341 7.240504 2.574024
2019 2.1 | 0.01682625 0.00161000 0.01843625 1.79% 1.13% 1.000000 0.250000 2.553970 1.967217 2.823341 7.240504 2.574024
2020 at $823,900 increas
Starting Ratio 0.01787227 0.00153000 0.01940227 6.22% 5.24% 1.000000 0.250000 2.419302 1.967217 2.772781 7.110841 2.574024
Revenue Neutral 0.01795487 0.00153000 0.01948487 6.71% 5.69% 1.000000 0.250000 2.419302 1.943520 2.711740 6.954301 2.543254

2020 Notional Rate
The Notional Rate represents the tax rate required to collect the same amount of taxes as the prior year, using the current year's assessment role.
Indicating that the Town's taxable assessment has increased form 2019 to 2020

T/ 40 09 abed
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2/13/2020 Tax Tools, Set 2020 Levies

P I A Funding
O Provided By: OI

Online Property Tax Analysis

Tax Tools | Clear Parameters | See Parameters

Tax Tools, Set 2020 Levies

Using OPTA calculated rates on February 13, 2020 12:23PM EST.
Assessment Data Filter Option Used: No Limits, Include PIL Properties, Tax Ratios Used: 2020 Tax Ratios

Select Method for Setting Levies:
® Dollar Levy Change
Percent Levy Change
Total Levy
The expected residential rate method cannot be used because the rate increase restriction.
¢/ Use PIL in Tax Rate calculation
OK
Notification: Rate increase restriction is in effect because the tax ratio of one or more of the business property classes exceeds the provinciall
increase in the general tax rate for the restricted class will be limited to the Rate Increase Restriction Factor. Please enter the factor for your n
provided. Click View Restricted Tax Rate Calculation below to view the calculation of the restricted general municipal tax rates

2020 Base Levy/PIL Revenue Estimated 2020 Rate Increase
Municipality Levy Type 2020 Base Taxes 2020 Base PIL Tax Revenue Change Levy/PIL Revenue Restriction Factor
Multi-residential 0%

Fort Frances Town General $11,093,241 + $325,561 = $11,418,802 + 823900 = $12,242,702 Industrial 50 %

Calculate Levy
View Tax Ratios
View Restricted Tax Rate Calculation

Close

Application Copyright: Reamined Systems Inc. All Rights Reserved
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2/13/2020 Tax Tools, 2020 User Parameters

P I A Funding
O Provided By: OI

Online Property Tax Analysis

Tax Tools | Clear Parameters | See Parameters

Tax Tools, 2020 User Parameters

Using OPTA calculated rates on February 13, 2020 12:24PM EST.

Assessment Data Filter Option Used: No Limits, Include PIL Properties, Tax Ratios Used: 2020 Tax Ratios

Tax Ratios

Class Selected Tax Ratios
Residential 1.000000
New Multi-residential 1.000000
Multi-residential 2.419302
Commercial 1.967217
Industrial 2.772781
Large Industrial 7.110841
Landfills 1.100000
Pipelines 2.574024
Farm 0.250000
Managed Forests 0.250000

Estimated Levies

Fort Frances Town Total Levy ($)

Education 1 ,552,31 6
General 1 ,418,802
Budget Increase 823,901

Commercial Banding Parameters

CVA Range % of Tax Rate

Lowband Oto 3,600,000 60%
High band more than 3,600,000 100%
OK

Application Copyright: Reamined Systems Inc. All Rights Reserved
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2/13/2020 Tax Tools, 2020 Tax Impact Summary

OPTA

Online Property Tax Analysis

Tax Tools | Clear Parameters | See Parameters

Tax Tools, 2020 Tax Impact Summary

Funding
Provided By: OI

Using OPTA calculated rates on February 13, 2020 12:26PM EST.

Assessment Data Filter Option Used: No Limits, Include PIL Properties, Tax Ratios Used: 2020 Tax Ratios

Fort Frances Town, 5912

2019 Total Year End Taxation 2020 Estimated Total Taxation ($) Difference Between 2019 and 2020 Taxation

Municipal Education Total Change
Class Municipal Education Total 2019 Municipal Education Total 2020 $ % $ % $ %
Taxable
Residential 7,187,341 687,715 7,875,055 7,735,899 662,251 8,398,151 548,559 7.6 -25463 -3.7 523,095 6.6
New Multi-residential 7,123 682 7,804 7,649 655 8,304 527 7.4 -27 -39 500 6.4
Multi-residential 594,280 23,092 617,371 592,561 22,634 615,195 -1,719 -0.3 -458 20 -2,177 -04
Com. Occupied 2,222,125 685,510 2,907,635 2,386,525 659,133 3,045,657 164,400 7.4 -26,377 -3.8 138,022 4.7
Com. Exc. Land 16,483 5,574 22,056 20,931 5,822 26,754 4,449 27.0 249 45 4,697 21.3
Com. Vac. Land 53,082 17,950 71,031 70,406 19,585 89,991 17,325 326 1,635 9.1 18,960 26.7
Ind. Occupied 78,496 17,329 95,825 82,519 16,942 99,462 4,023 5.1 -387 -2.2 3,636 3.8
Ind. Exc. Land 9,718 2,414 12,132 12,716 2,611 15,327 2,998 30.8 197 8.2 3,195 26.3
Ind. Vac. Land 44,446 11,039 55,485 60,777 12,478 73,256 16,331 36.7 1,439 13.0 17,771 320
Large Ind. Occ. 757,376 65,199 822,575 786,338 62,953 849,291 28,961 3.8 -2,246 -3.4 26,716 3.2
Large Ind. Exc. 0 0 0 0 0 0 0 0 0
Pipelines 132,941 31,615 164,557 144,820 30,850 175,670 11,878 8.9 -765 24 11,113 6.8
Farm 1,117 107 1,224 1,239 106 1,346 122 10.9 -1 -0.8 121 9.9
Managed Forests 0 0 0 0 0 0 0 0 0

Commercial Total Taxable 2,291,689 709,033 3,000,723 2,477,862 684,540 3,162,402 186,173 8.1 -24,493 -3.5 161,680 5.4
Industrial Total Taxable 890,037 95,981 986,017 942,350 94,985 1,037,335 52,314 5.9 -996 -1.0 51,317 52
Total Taxable 11,104,528 1,548,224 12,652,752 11,902,381 1,496,021 13,398,402 797,853 7.2 -52,203 -3.4 745,650 5.9

Payment in Lieu

Residential 123 12 135 134 11 146 1 88 0 -26 10 7.8
New Multi-residential 0 0 0 0 0 0 0 0 0
Multi-residential 0 0 0 0 0 0 0 0 0
Com. Occupied 309,604 58,672 368,176 334,460 56,283 390,744 24,857 8.0 -2,289 -39 22568 6.1
Com. Exc. Land 0 0 0 0 0 0 0 0 0
Com. Vac. Land 0 0 0 0 0 0 0 0 0
Ind. Occupied 0 0 0 0 0 0 0 0 0
Ind. Exc. Land 0 0 0 0 0 0 0 0 0
Ind. Vac. Land 4,332 0 4,332 5,728 0 5,728 1,396 32.2 0 1,396 32.2
Large Ind. Occ. 0 0 0 0 0 0 0 0 0
Large Ind. Exc. 0 0 0 0 0 0 0 0 0
Pipelines 0 0 0 0 0 0 0 0 0
Farm 0 0 0 0 0 0 0 0 0
Managed Forests 0 0 0 0 0 0 0 0 0
Commercial Total PIL 309,604 58,672 368,176 334,460 56,283 390,744 24,857 8.0 -2,289 -39 22568 6.1
Industrial Total PIL 4,332 0 4,332 5,728 0 5,728 1,396 32.2 0 1,396 32.2
Total PIL 314,059 58,684 372,643 340,322 56,295 396,617 26,264 8.4 -2,289 -39 23974 64

Commercial Grand Total 2,601,293 767,605 3,368,898 2,812,322 740,823 3,553,146 211,029 8.1 -26,782 -3.5 184,247 5.5
Industrial Grand Total 894,368 95,981 990,349 948,078 94,985 1,043,063 53,710 6.0 -996 -1.0 52,714 53
Grand Total 11,418,587 1,606,808 13,025,395 12,242,703 1,552,316 13,795,019 824,116 7.2 -54,492 -3.4 769,624 59

CVA amounts used to determine the municipal general levy in the report:

https://opta.reamined.on.ca/scripts/opta.dll/TaxiImpactReport?USER=66AFAC1805E0
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https://opta.reamined.on.ca/scripts/opta.dll/Knowledgebase?USER=66AFAC1805E0
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https://opta.reamined.on.ca/scripts/opta.dll/ChooseReport?USER=66AFAC1805E0&RESETDATA=1
https://opta.reamined.on.ca/scripts/opta.dll/Parameters?USER=66AFAC1805E0&BACKCHOOSE=1

2/13/2020

Class
Residential

New Multi-residential

Multi-residential
Com. Occupied
Com. Exc. Land
Com. Vac. Land
Ind. Occupied
Ind. Exc. Land
Ind. Vac. Land
Large Ind. Occ.
Large Ind. Exc.
Landfills
Pipelines

Farm

Managed Forests

Total

User Parameters

432,843,700 7,500 432,851,200
428,000 0 428,000
14,793,300 0 14,793,300
67,486,300 9,822,500 77,308,800
613,000 0 613,000
2,067,700 0 2,067,700
1,728,800 0 1,728,800
266,400 0 266,400
1,273,300 120,000 1,393,300
6,423,800 0 6,423,800
0 0 0

0 0 0
3,148,000 0 3,148,000
277,400 0 277,400

0 0 0

531,349,700 9,950,000 541,299,700

Close | Export to Excel

1.000000
1.000000
2.419302
1.967217
1.967217
1.967217
2.772781
2.772781
2.772781
7.110841
7.110841
1.100000
2.574024
0.250000
0.250000

Tax Tools, 2020 Tax Impact Summary

Taxable CVA PIL CVA Total CVA Tax Ratio Edu. Tax Rate

0.00153000
0.00153000
0.00153000
0.00980000
0.00980000
0.00980000
0.00980000
0.00980000
0.00980000
0.00980000
0.00980000
0.00000000
0.00980000
0.00038250
0.00038250
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2020 Tax Rates Summary

Using OPTA calculated rates on February 13, 2020 12:29PM EST.
Assessment Data Filter Option Used: No Limits, Include PIL Properties, Tax Ratios Used: 2020 Tax Ratios

Residential | New Multi- Multi- Commercial Industrial Large Pipelines Farm Managed
residential residential Industrial Forests
Occupied Occupied Occupied Occupied/Excess/Vacant Occupied/ Occupied/ Occupied Occupied Occupied
Excess/Vacant Excess
No Band | Low Band | High Band

Tax Ratios 1.000000 1.000000 2.419302 1.967217 2.772781 7.110841 2.574024 0.250000 0.250000
Education- New Construction 0.00980000 0.00947194 0.01578656 0.00980000 0.00980000
|Fort Frances Town, 5912
Education 0.00153000 0.00153000 0.00153000 0.00980000 0.00947194 0.01578656 0.00980000 0.00980000 0.00980000 0.00038250 0.00038250
General 0.01655686 0.01655686 0.04005604 0.03257094 0.03154430 0.05257383 0.04590855 0.11773320 0.04261776 0.00413922 0.00413922
Budget Increase 0.00131541 0.00131541 0.00000000 0.00258770 0.00250614 0.00417689 0.00182367 0.00467684 0.00338590 0.00032885 0.00032885
Total Municipal Rate 0.01787227 0.01787227 0.04005604 0.03515864 0.03405044 0.05675072 0.04773222 0.12241004 0.04600366 0.00446807 0.00446807
Total Tax Rate 0.01940227 0.01940227 0.04158604 0.04495864 0.04352238 0.07253728 0.05753222 0.13221004 0.05580366 0.00485057 0.00485057

T/ 40 G9 abed




2/13/2020 Tax Tools, 2020 Overall Levy Changes

P I A Funding
O Provided By: OI

Online Property Tax Analysis

Tax Tools | Clear Parameters | See Parameters

Tax Tools, 2020 Overall Levy Changes

Using OPTA calculated rates on February 13, 2020 12:27PM EST.
Assessment Data Filter Option Used: No Limits, Include PIL Properties, Tax Ratios Used: 2020 Tax Ratios
Choose a class and click OK.

All v | OK

Fort Frances Town, 5912

2020 Notional
Base Rates 2020 Rates Overall Levy Change

Residential 0.01808686 0.01940227 7.272738%
New Multi-residential  0.01808686 0.01940227 7.272738%
Multi-residential 0.04158604 0.04158604 0.000000%
Commercial 0.04237094 0.04495864 6.107252%
Industrial 0.05570855 0.05753222 3.273591%
Large Industrial 0.12753320 0.13221004 3.667155%
Pipelines 0.05241776 0.05580366 6.459452%
Farm 0.00452172 0.00485057 7.272675%

2020 Notional Rates || Overall Levy Change Breakdown || Close | Export to Excel

Application Copyright: Reamined Systems Inc. All Rights Reserved
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2/13/2020 Tax Tools, 2020 User Parameters

P I A Funding
O Provided By: OI

Online Property Tax Analysis

Tax Tools | Clear Parameters | See Parameters

Tax Tools, 2020 User Parameters

Using OPTA calculated rates on February 13, 2020 12:31PM EST.

Assessment Data Filter Option Used: No Limits, Include PIL Properties, Tax Ratios Used: 2020 Revenue Neutral Tax Ratios

Tax Ratios

Class Selected Tax Ratios
Residential 1.000000
New Multi-residential 1.000000
Multi-residential 2.419302
Commercial 1.943520
Industrial 2.711740
Large Industrial 6.954301
Landfills 1.100000
Pipelines 2.543254
Farm 0.250000
Managed Forests 0.250000

Estimated Levies

Fort Frances Town Total Levy ($)

Education 1 ,552,31 6
General 1 ,418,680
Budget Increase 823,901

Commercial Banding Parameters

CVA Range % of Tax Rate

Lowband Oto 3,600,000 60%
High band more than 3,600,000 100%
OK

Application Copyright: Reamined Systems Inc. All Rights Reserved
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2/13/2020 Tax Tools, 2020 Tax Impact Summary

OPTA

Online Property Tax Analysis

Tax Tools | Clear Parameters | See Parameters

Tax Tools, 2020 Tax Impact Summary

Funding
Provided By: OI

Using OPTA calculated rates on February 13, 2020 12:32PM EST.

Assessment Data Filter Option Used: No Limits, Include PIL Properties, Tax Ratios Used: 2020 Revenue Neutral Tax Ratios

Fort Frances Town, 5912

2019 Total Year End Taxation 2020 Estimated Total Taxation ($) Difference Between 2019 and 2020 Taxation

Municipal Education Total Change
Class Municipal Education Total 2019 Municipal Education Total 2020 $ % $ % $ %
Taxable
Residential 7,187,341 687,715 7,875,055 7,771,652 662,251 8,433,904 584,311 8.1 -25/463 -3.7 558,848 7.1
New Multi-residential 7,123 682 7,804 7,685 655 8,340 562 7.9 -27 -3.9 535 6.9
Multi-residential 594,280 23,092 617,371 595,321 22,634 617,955 1,041 0.2 -458 -2.0 584 0.1
Com. Occupied 2,222,125 685,510 2,907,635 2,368,673 659,133 3,027,805 146,548 6.6 -26,377 -3.8 120,170 4.1
Com. Exc. Land 16,483 5,574 22,056 20,775 5,822 26,597 4,292 26.0 249 45 4,541 20.6
Com. Vac. Land 53,082 17,950 71,031 69,879 19,585 89,465 16,798 316 1,635 9.1 18,433 26.0
Ind. Occupied 78,496 17,329 95,825 81,077 16,942 98,019 2,581 3.3 -387 -2.2 2194 23
Ind. Exc. Land 9,718 2,414 12,132 12,494 2,611 15,104 2,775 28.6 197 8.2 2,973 245
Ind. Vac. Land 44,446 11,039 55,485 59,715 12,478 72,194 15,269 344 1,439 13.0 16,708 30.1
Large Ind. Occ. 757,376 65,199 822,575 772,594 62,953 835,548 15,218 2.0 -2,246 -3.4 12973 16
Large Ind. Exc. 0 0 0 0 0 0 0 0 0
Pipelines 132,941 31,615 164,557 143,750 30,850 174,600 10,808 8.1 -765 -24 10,043 6.1
Farm 1,117 107 1,224 1,245 106 1,351 128 11.4 -1 -0.8 127 104
Managed Forests 0 0 0 0 0 0 0 0 0
Commercial Total Taxable 2,291,689 709,033 3,000,723 2,459,327 684,540 3,143,867 167,638 7.3 -24,493 -3.5 143,144 438
Industrial Total Taxable 890,037 95,981 986,017 925,881 94,985 1,020,865 35,844 4.0 -996 -1.0 34,848 35
Total Taxable 11,104,528 1,548,224 12,652,752 11,904,860 1,496,021 13,400,881 800,332 7.2 -52,203 -3.4 748,129 59
Payment in Lieu
Residential 123 12 135 135 11 146 1 93 0 -26 1 82
New Multi-residential 0 0 0 0 0 0 0 0 0
Multi-residential 0 0 0 0 0 0 0 0 0
Com. Occupied 309,604 58,672 368,176 331,959 56,283 388,242 22,355 7.2 -2,289 -39 20,066 5.5
Com. Exc. Land 0 0 0 0 0 0 0 0 0
Com. Vac. Land 0 0 0 0 0 0 0 0 0
Ind. Occupied 0 0 0 0 0 0 0 0 0
Ind. Exc. Land 0 0 0 0 0 0 0 0 0
Ind. Vac. Land 4,332 0 4,332 5,628 0 5,628 1,296 29.9 0 1,296 29.9
Large Ind. Occ. 0 0 0 0 0 0 0 0 0
Large Ind. Exc. 0 0 0 0 0 0 0 0 0
Pipelines 0 0 0 0 0 0 0 0 0
Farm 0 0 0 0 0 0 0 0 0
Managed Forests 0 0 0 0 0 0 0 0 0
Commercial Total PIL 309,604 58,672 368,176 331,959 56,283 388,242 22,355 7.2 -2,289 -39 20,066 55
Industrial Total PIL 4,332 0 4,332 5,628 0 5,628 1,296 29.9 0 1,296 29.9
Total PIL 314,059 58,5684 372,643 337,721 56,295 394,016 23,662 7.5 -2,289 -39 21373 57
Commercial Grand Total 2,601,293 767,605 3,368,898 2,791,285 740,823 3,532,109 189,992 7.3 -26,782 -3.5 163,210 4.8
Industrial Grand Total 894,368 95,981 990,349 931,508 94,985 1,026,493 37,140 4.2 -996 -1.0 36,144 3.6
Grand Total 11,418,587 1,606,808 13,025,395 12,242,581 1,552,316 13,794,897 823,994 7.2 -54,492 -3.4 769,502 5.9

CVA amounts used to determine the municipal general levy in the report:

https://opta.reamined.on.ca/scripts/opta.dll/TaxiImpactReport?USER=66AFAC1805E0
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2/13/2020

Class
Residential

New Multi-residential

Multi-residential
Com. Occupied
Com. Exc. Land
Com. Vac. Land
Ind. Occupied
Ind. Exc. Land
Ind. Vac. Land
Large Ind. Occ.
Large Ind. Exc.
Landfills
Pipelines

Farm

Managed Forests

Total

User Parameters

432,843,700 7,500 432,851,200
428,000 0 428,000
14,793,300 0 14,793,300
67,486,300 9,822,500 77,308,800
613,000 0 613,000
2,067,700 0 2,067,700
1,728,800 0 1,728,800
266,400 0 266,400
1,273,300 120,000 1,393,300
6,423,800 0 6,423,800
0 0 0

0 0 0
3,148,000 0 3,148,000
277,400 0 277,400

0 0 0

531,349,700 9,950,000 541,299,700

Close | Export to Excel

1.000000
1.000000
2.419302
1.943520
1.943520
1.943520
2.711740
2.711740
2.711740
6.954301
6.954301
1.100000
2.543254
0.250000
0.250000

Tax Tools, 2020 Tax Impact Summary

Taxable CVA PIL CVA Total CVA Tax Ratio Edu. Tax Rate

0.00153000
0.00153000
0.00153000
0.00980000
0.00980000
0.00980000
0.00980000
0.00980000
0.00980000
0.00980000
0.00980000
0.00000000
0.00980000
0.00038250
0.00038250
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2020 Tax Rates Summary

Using OPTA calculated rates on February 13, 2020 12:33PM EST.
Assessment Data Filter Option Used: No Limits, Include PIL Properties, Tax Ratios Used: 2020 Revenue Neutral Tax Ratios

Residential | New Multi- Multi- Commercial Industrial Large Pipelines Farm Managed
residential residential Industrial Forests
Occupied Occupied Occupied Occupied/ Excess/ Vacant Occupied/ Occupied/ Occupied Occupied Occupied
Excess/Vacant Excess
No Band | Low Band | High Band

Tax Ratios 1.000000 1.000000 2.419302 1.943520 2.711740 6.954301 2.543254 0.250000 0.250000
Education- New Construction 0.00980000 0.00947194 0.01578656 0.00980000 0.00980000
|Fort Frances Town, 5912
Education 0.00153000 0.00153000 0.00153000 0.00980000 0.00947194 0.01578656 0.00980000 0.00980000 0.00980000 0.00038250 0.00038250
General 0.01663398 0.01663398 0.04024262 0.03232847 0.03130947 0.05218246 0.04510703 0.11567770 0.04230444 0.00415850 0.00415850
Budget Increase 0.00132089 0.00132089 0.00000000 0.00256718 0.00248626 0.00414377 0.00179096 0.00459293 0.00335936 0.00033022 0.00033022
Total Municipal Rate 0.01795487 0.01795487 0.04024262 0.03489565 0.03379573 0.05632623 0.04689799 0.12027063 0.04566380 0.00448872 0.00448872
Total Tax Rate 0.01948487 0.01948487 0.04177262 0.04469565 0.04326767 0.07211279 0.05669799 0.13007063 0.05546380 0.00487122 0.00487122

T/ 40 0/ 9bed




2/13/2020 Tax Tools, 2020 Overall Levy Changes

P I A Funding
O Provided By: OI

Online Property Tax Analysis

Tax Tools | Clear Parameters | See Parameters

Tax Tools, 2020 Overall Levy Changes

Using OPTA calculated rates on February 13, 2020 12:35PM EST.
Assessment Data Filter Option Used: No Limits, Include PIL Properties, Tax Ratios Used: 2020 Revenue Neutral Tax Ratios
Choose a class and click OK.

All v | OK

Fort Frances Town, 5912

2020 Notional
Base Rates 2020 Rates Overall Levy Change

Residential 0.01816398 0.01948487 7.272030%
New Multi-residential  0.01816398 0.01948487 7.272030%
Multi-residential 0.04177262 0.04177262 0.000000%
Commercial 0.04212847 0.04469565 6.093694%
Industrial 0.05490703 0.05669799 3.261805%
Large Industrial 0.12547770 0.13007063 3.660356%
Pipelines 0.05210444 0.05546380 6.447358%
Farm 0.00454100 0.00487122 7.271967%

2020 Notional Rates || Overall Levy Change Breakdown || Close | Export to Excel
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